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SUBJECT: USE OF SCHOOL FACILITIES, MATERIALS AND EQUIPMENT 
 
School Facilities 

It is the policy of the District to encourage the greatest possible use of school facilities for 
community-wide activities. This is meant to include those uses permitted by New York State law. Groups 
wishing to use the school facilities must secure written permission from the Board or its designee and abide 
by the rules and regulations established for such use including restrictions on alcohol, tobacco and drug 
use.  

 
The District reserves the right to charge a fee for the use of its facilities in a manner consistent with 

law and form 3280F, and on terms specified in regulation 3280R or by agreement with such organizations.  
At the Reorganization Meeting, the Superintendent shall recommend, annually to the Board, a schedule of 
Facility Usage Fees for the ensuing school year. 

 
Materials and Equipment 

Except when used in connection with or rented under provisions of Education Law Section 414, 
school-owned materials or equipment may be used for school related purposes only. Private and/or 
personal use of school-owned materials and equipment is strictly prohibited. The loan of equipment and 
materials for public purposes that serve the welfare of the community is allowed, as long as the equipment 
is not needed at that time for school purposes and that the proposed use will not disrupt normal school 
operations. 
 

The District will permit school materials and equipment to be loaned to staff members when such use 
is directly or peripherally related to their employment and to students when the material and equipment is 
to be used in connection with their studies or extracurricular activities. Community members will be 
allowed to use school-owned materials and equipment only for educational purposes that relate to school 
operations. The District will also allow the loan of equipment to local governments and other entities that 
benefit the welfare of the surrounding community. The District supports such inter-municipal cooperation 
as it saves taxpayer monies and is a more efficient use of scarce or costly equipment and resources. 
 
Rules 
 Consistent with Board Policy and applicable law, the District encourages the use of school facilities. 
Any such use will comply with 3280R.   
 
The use of tobacco products, e-cigarettes and vaping products are prohibited on school grounds. 
 

Education Law Section 414; NY Constitution Article 8 

 

NOTE: Refer also to Policies #3410 - Code of Conduct on School Property 
#5640 - Smoking/Tobacco Use 
#7320 - Alcohol, Tobacco, Drugs and Other Substances  
#7410 - Extracurricular Activities 
District Code of Conduct 

 
Adoption Date:  03/18/2024 
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SUBJECT: CODE OF ETHICS FOR BOARD MEMBERS AND ALL DISTRICT  

 PERSONNEL 
 

General Provisions 
Officers, including Board members, administrators, and Director of Facilities and employees of 
the District hold their positions to serve and benefit the public, and not to obtain unwarranted 
personal or private gain in the exercise of their official powers and duties. The Board recognizes 
that, in furtherance of this fundamental principle, there is a need for clear and reasonable standards 
of ethical conduct.  
 
The provisions of this policy are intended to supplement Article 18 of General Municipal Law 
Sections and any other law relating to ethical conduct of District officers and employees, and 
should not be construed to conflict with those authorities. 
 

Standards of Conduct 
The following rules and standards of conduct apply to all officers, including Board members, 
and employees of the District. 
 

Gifts 

No person may directly or indirectly solicit, accept, or receive any gift having a value of $75 or 
more under circumstances in which it could reasonably be inferred that the gift was intended or 
expected to influence the individual in the performance of their official duties or was intended as 
a reward for any official action on the part of the individual. This prohibition applies to any gift, 
including money, services, loan, travel, entertainment, hospitality, thing or promise, or any other 
form. 
 

Confidential Information 
No person may disclose confidential information acquired by them in the course of their 
official duties or use this information to further their personal interests. 
 

Conflicts of Interest 
Except as permitted by law, no person may have an interest in any contract with the District 
when they, individually, or as a member of the Board, has the power or duty to:  negotiate, 
prepare, authorize, or approve the contract or authorize or approve payment under the contract; 
audit bills or claims under the contract; or appoint an officer or employee who has any of these 
powers or duties. 
 
Likewise, unless permitted by law, no chief fiscal officer, treasurer, or their deputy or employee, 
may have an interest in a bank or trust company designated as a depository, paying agent, 
registration agent, or for investment of funds of the District. 

                                          

Continued
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SUBJECT: CODE OF ETHICS FOR BOARD MEMBERS AND ALL DISTRICT  

 PERSONNEL   
  
 "Interest," as used in this policy, means a direct or indirect pecuniary or material 
benefit accruing to a District officer, including Board, administrators, and Director of Facilities, 
as the result of a contract with the District. A District officer or employee will be considered to 
have an interest in the contract of:  their spouse, minor children and dependents, except a contract 
of employment with the District; a firm, partnership or association of which they are a member or 
employee; a corporation of which they are an officer, director or employee; and a corporation 
any stock of which is owned or controlled directly or indirectly by them. 
 
 The  provisions  of  the  preceding  three  paragraphs  should  not  be  construed  
to  preclude  the payment of lawful compensation and necessary expenses of any District officer, 
including Board members, administrators, and Director of Facilities, in one or more positions 
of public employment, the holding of which is not prohibited by law. 
 

Representing Others in Matters Before the District 
 No person may receive, or enter into any agreement, express or implied, for 
compensation for services rendered in relation to any matter before the District. Likewise, no one 
may receive, or enter into any agreement, express or implied, for compensation for services 
rendered in relation to any matter before the District, where the individual's compensation is 
contingent upon any action by the District with respect to the matter. 
 

Disclosure of Interest in Contracts and Resolutions 
 Any District officer, including Board members, administrators, Director of 
Facilities who has, will have, or later acquires an interest in or whose spouse has, will have or 
later acquires an interest in any actual or proposed contract, purchase agreement, lease 
agreement, or other agreement, including oral agreements, with the District must publicly 
disclose the nature and extent of that interest in writing. The disclosure must be made when 
the officer, including Board of Education members, administrators, and Director of Facilities, 
first acquires knowledge of the actual or prospective interest, and must be filed with the 
person's immediate supervisor and the Board of Education. Any written disclosure will be 
made part of and included in the official minutes of the relevant Board meeting. 
 

Investments in Conflict with Official Duties 
 No person may invest or hold any investment directly or indirectly in any 
financial, business, commercial, or other private transaction, that creates a conflict with their 
official duties, or that would otherwise impair their independence of judgment in the exercise or 
performance of their official powers or duties. 
 

Private Employment 
 No person may engage in, solicit, negotiate for, or promise to accept private 
employment or render services for private interests when that employment or service creates a 
conflict with or impairs the proper discharge of their official duties. 
 
 

Continued



LEWISTON-PORTER CENTRAL SCHOOL DISTRICT 
      
    2024 6110 

 

      
    Personnel 3 of 3 
 

 

SUBJECT: CODE OF ETHICS FOR BOARD MEMBERS AND ALL DISTRICT  

 PERSONNEL   
 

Future Employment 
 No person may, after the termination of service or employment with the District, appear before 

the District on behalf of their employer in relation to any case, proceeding, or application in which they 

personally participated during the period of their service or employment with the District or which was under 

their active consideration while they were with the District. 

 

Notice of Code of Ethics and General Municipal Law Sections 800-809 
 The Superintendent will ensure that a copy of this code of ethics is distributed to every 
District officer and employee, and that a copy of General Municipal Law Sections 800-809 is posted 
conspicuously in each District building. The failure to distribute this code of ethics or to post General 
Municipal Law Sections 800-809 will have no effect on either the duty of District officers and employees to 
comply with their provisions, or the ability of the District or other relevant authorities to enforce them. 
 

 
Penalties 
 Any person who knowingly or intentionally violates any of the provisions of this policy may be fined, 
suspended, removed from office or employment, or subject to additional or other penalties as provided by law. 
  
 

Education Law § 410 
General Municipal Law Article 18 and §§ 800-809 

 

 
 
 
 

Adoption Date:  03/18/2024 
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SUBJECT: TESTING MISCONDUCT AND MANDATORY REPORTING 

REQUIREMENTS 

District employees are expressly prohibited from: engaging in testing misconduct, as that term is 
described in the Regulations of the Commissioner of Education; assisting in the engagement of, or soliciting 
another to engage in testing misconduct; and/or the knowing failure to report testing misconduct. When 
committed by an employee of the District in a position for which a teaching or school leader certificate is 
required, such actions or inactions will be deemed to raise a reasonable question of moral character under Part 83 
of the Commissioner's Regulations. A District employee in a position for which a teaching or school leader 
certificate is not required who commits an unlawful act in respect to examination and records will be subject 
to disciplinary action by the Board in a manner consistent with New York State law and regulation. 

District employees will report to the State Education Department any known incident of testing 
misconduct by a certified educator or any known conduct by a non-certified individual involved in the handling, 
administration or scoring of state assessments in violation of New York State law. Such report will be made in 
accordance with directions and procedures established by the Commissioner for the purpose of maintaining the 
security and confidential integrity of State assessments. 

The District will not dismiss or take other disciplinary or adverse action against an employee 
because they submitted a report regarding testing misconduct to the State Education Department. Any 
such adverse action by an individual holding a teaching or school leader certificate will be deemed to 
raise a reasonable question of moral character under Part 83 of the Commissioner's Regulations and may be 
referred to the Office of School Personnel Review and Accountability at the State Education Department. 

8 NYCRR Section 102.4 

Adoption Date:  03/18/2024 
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY 

Overview 
The District is committed to creating and maintaining an environment which is free from 

discrimination and harassment. This policy addresses employment discrimination. It is just one 
component of the District's overall commitment to maintaining a discrimination and harassment-free 
educational and work environment. 
  

Consistent with this commitment and in accordance with law and regulation, the District is an 
equal opportunity employer that does not discriminate against any employee or applicant for 
employment in its programs and activities on the basis of any legally protected class or category 
including, but not limited to: age; race; creed; religion; color; national origin; sexual orientation; gender 
identity or expression; military status; sex; disability; predisposing genetic characteristics; familial 
status; marital status; status as a victim of domestic violence; and criminal arrest or conviction record. 
 

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

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

Reporting Allegations of Employment Discrimination 
Any person may report employment discrimination regardless of whether they are the alleged 

victim or not. Reports of employment discrimination may be made orally or in writing to the District's 
CRCO or any other District employee including, but not limited to, a supervisor or building principal. 
 

All District employees who witness or receive an oral or written report of employment 
discrimination must immediately inform the CRCO. Failure to immediately inform the CRCO may 
subject the employee to discipline up to and including termination. If the CRCO is unavailable, including 
due to a conflict of interest or other disqualifying reason, the report will be directed to another CRCO, 
if the District has designated another individual to serve in that capacity. If the District has not designated 
another CRCO, the Superintendent will ensure that another person with the appropriate training and 
qualifications is appointed to act as the CRCO. 
 

Additionally, District employees must comply with reporting requirements in any other 
applicable District policy or document. Applicable policies or documents may include: Policy # 6121, 
Policy Against Discrimination and Harassment. 

Grievance Process for Complaints of Employment Discrimination 
The District will act to promptly, thoroughly, and equitably investigate all complaints, whether 

oral or written, of employment discrimination and will promptly take appropriate action to protect 
individuals from further discrimination. 

 
Continued 
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY 
 

 

Various District policies and documents address employment discrimination. These policies and 
documents may include: Policy # 6121, Policy Against Discrimination and Harassment. All complaints  
will be handled in accordance with the applicable District policies and/or documents. 

The determination as to which District policies and/or documents are applicable is fact specific, and 
the CRCO may work with other District staff to determine which District policies and/or documents 
are applicable to the specific facts of the complaint. 
 

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

Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
The District prohibits retaliation against any individual because the individual made a report or 
complaint, testified, assisted, or participated or refused to participate in an investigation, proceeding, 
or hearing related to a complaint of employment discrimination. 
 

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

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

8 USC § 1324b/29 USC § 206/42 USC § 1981 

Age Discrimination in Employment Act of 1967 (ADEA), 29 USC §  

621 et seq. Americans with Disabilities Act (ADA), 42 USC § 12101 et seq. 

Genetic Information Non-Discrimination Act (GINA),  

42 USC § 2000ff et seq. National Labor Relations Act (NLRA),  

29 USC § 151 et seq. Section 504 of the Rehabilitation Act of 1973,  

29 USC § 790 et seq. Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq. 

Title VII of the Civil Rights Act of 1964, 42 USC § 2000e et seq. Title IX of the Education Amendments Act of 1972,  

20 USC § 1681 et seq. 

Uniformed Services Employment and Reemployment Rights Act (USERRA), 38 USC § 4301 et seq. 

28 CFR Part 35/29 CFR Chapter I – National Labor Relations Board 29 CFR Chapter XIV –  

Equal Employment Opportunity Commission 

34 CFR Parts 100, 104, and 106/45 CFR Part 86/Civil Rights Law §§ 40, 40-a, 40-c, 47-a, 47-b, and 48-a Civil Service Law §§ 75-b and 

115/Correction Law § 752/Labor Law §§ 194-a, 201-d, 201-g, 203-e, 206-c, and 215 

New York State Human Rights Law, Executive Law § 290 et seq./Military Law §§ 242, 243, 

 and 318/9 NYCRR § 466 et seq. 
 

NOTE:   Refer also to Policies:  #3421 - Title IX Policy Against Sexual Harassment and Sex  

                        Discrimination 

#6121 - Policy Against Discrimination and Harassment 

 

Adoption Date:  03/18/2024 
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SUBJECT: EVALUATION OF PERSONNEL 
 
All Staff Members 
 
 The administration will undertake a continuous program of supervision and evaluation of all personnel, 
including support staff, in the District. The primary purposes of the evaluations will be to encourage and promote 
improved performance and to make decisions about the occupancy of positions. 
 
Teachers and Administrators 
 
 The District is committed to supporting the development of effective teachers and administrators. To this 
end, the District will provide procedures for the evaluation of all professional staff. The District will develop an 
Annual Professional Performance Review (APPR) plan/educator evaluation plan in accordance with applicable 
laws and regulations.  
 
 The primary purposes of these evaluations are: 
 

a) To encourage and promote improved performance; 
 

b) To guide professional development efforts; and 
 

c) To provide a basis for evaluative judgments by applicable school officials. 
 
Disclosure of APPR/Educator Evaluation Ratings 
 
 The Commissioner is required to disclose professional performance review/evaluation data for teachers 
and building principals on the New York State Education Department website and in any other manner to make 
this data widely available to the public.  
 
 

 
Education Law Sections 3012-c and 3012-d 

Public Officers Law Article 6 
8 NYCRR Subpart 30-3 

8 NYCRR Sections 80-1.1 and 100.2(o) 
 
 
 
 
 

Adoption Date:  03/18/2024 
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SUBJECT: WORKPLACE VIOLENCE PREVENTION POLICY STATEMENT 
 
Overview 
 
 The District is committed to the safety and security of its employees. Workplace violence presents 
a serious occupational safety hazard. The goal of this policy is to promote the safety and well-being of 
all people in the workplace.  
 
 Acts of violence against any employee where any work-related duty is performed will be 
thoroughly investigated and appropriate action will be taken, including involving law enforcement 
authorities when warranted. All employees are responsible for: helping to create an environment of 
mutual respect for each other, as well as students, parents, and other visitors; following all applicable 
documents; and for assisting in maintaining a safe and secure work environment.  
 
 This policy was developed in consultation with the authorized employee representative(s) and is 
designed to meet the requirements of New York State Labor Law.  
 
Definitions  
 
 For purposes of this policy, the following definitions apply: 
 

a) "Authorized employee representative" means an employee authorized by the employees or 
the designated representative of an employee organization recognized or certified to 
represent the employees pursuant to Article 14 of the Civil Service Law, the Public 
Employees' Fair Employment Act. 

 
b) "Imminent danger" means any conditions or practices in any place of employment which are 

such that a danger exists which could reasonably be expected to cause death or serious 
physical harm immediately or before the imminence of the danger can be eliminated through 
the enforcement procedures. 

 
c) "Retaliatory action" means the discharge, suspension, demotion, penalization, or 

discrimination against any employee, or other adverse employment action taken against an 
employee in the terms and conditions of employment. 

 
d) "Serious physical harm" means physical injury which creates a substantial risk of death, or 

which causes death or serious and protracted disfigurement, protracted impairment of health, 
or protracted loss or impairment of the function of any bodily organ or a sexual offense as 
defined in Penal Law. 

 
e) "Serious violation" means a serious violation of the public employer workplace violence 

prevention program is the failure to: 
 

1. Develop and implement a program; 
 
 

Continued 
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SUBJECT: WORKPLACE VIOLENCE PREVENTION POLICY STATEMENT   
 

2. Address situations which could result in serious physical harm. 
 

f) "Supervisor" means any person within the District who has the authority to direct and control 
the work performance of an employee or who has the authority to take corrective action 
regarding the violation of a law, rule, or regulation to which an employee submits written 
notice. 

 
g) "Workplace" means any location away from an employee's domicile, permanent or 

temporary, where an employee performs any work-related duty in the course of their 
employment by the District. 

 
What is Workplace Violence  
 
 Workplace violence is any physical assault or acts of aggressive behavior occurring where an 
employee performs any work-related duty in the course of their employment including, but not limited 
to: 
 

a) An attempt or threat, whether verbal or physical, to inflict physical injury upon an employee; 
 

b) Any intentional display of force which would give an employee reason to fear or expect 
bodily harm; 

 
c) Intentional and wrongful physical contact with an employee without their consent that entails 

some injury; 
 

d) Stalking an employee with the intent of causing fear of material harm to the physical safety 
and health of the employee when the stalking has arisen through and in the course of 
employment. 

 
 Workplace violence may be committed by:  
 
 a) Other employees; 
 b) Former employees; 
 c) Students; 
 d) Parents; 
 e) Visitors; 
 f) Individuals who have no connection to the workplace, but enter to commit a robbery or other 

crime; or 
 

Continued 
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SUBJECT: WORKPLACE VIOLENCE PREVENTION POLICY STATEMENT   
 
 g) An individual who has a personal relationship with an employee.  
 
Prohibited Conduct 
 

The District prohibits workplace violence and will not tolerate violence, threats of violence, or 
intimidating conduct in the workplace.  
 
Workplace Violence Prevention Advisory Committee 
 
 The District will establish a Workplace Violence Prevention Advisory Committee that will meet 
periodically throughout the year. The purpose of the Workplace Violence Prevention Advisory 
Committee is to assist the District in coordinating its efforts to comply with its responsibilities related 
to workplace violence prevention, including overseeing the development and maintenance of the 
District's Workplace Violence Prevention Program (WVPP).  
 
 The Workplace Violence Prevention Advisory Committee will include: 
 
 a) The Workplace Violence Prevention Coordinator; 
 b) All authorized employee representatives; 
 c) The Chief Emergency Officer. 
 
 It may also include one or more representatives from the following groups: 
 

a) District-wide school safety team;  
b) The building level emergency response team(s);  
c) District/building administrators; 
d) Teachers, including at least one special education teacher; and  
e) Other District staff.  

 
Workplace Violence Prevention Coordinator  
 
 The District has designated the following District employee to serve as its Workplace Violence 
Prevention Coordinator: 
    
   Jodee Riordan 
   Personnel Specialist 
   Human Resources 
   716-286-7242, jriordan@lew-port.com 

 
 

Continued 
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SUBJECT: WORKPLACE VIOLENCE PREVENTION POLICY STATEMENT   
 
 The Workplace Violence Prevention Coordinator convenes and coordinates the activities and plans 
of the Workplace Violence Prevention Advisory Committee. The Workplace Violence Prevention 
Coordinator is also responsible for answering employee questions about this policy and related 
materials, as well as receiving workplace violence incident reports.  
 
Authorized Employee Representatives  
 
 Authorized employee representatives will participate on the Workplace Violence Prevention 
Advisory Committee. Other responsibilities of the authorized employee representatives include, but are 
not limited to: 
 

a) Participating in the development and implementation of this policy. 
b) Evaluating the physical environment. 
c) Developing the WVPP. 
d) Reviewing workplace violence incident reports at least annually to identify trends in the 

types of incidents reported, if any. 
e) Reviewing the effectiveness of the mitigating actions taken. 
f) Reporting violations of the District's WVPP. 

 
Reporting Workplace Violence  
 
 The District has established and implemented a reporting system for incidents of workplace 
violence. If there is a developing pattern of workplace violence incidents which may involve criminal 
conduct or a serious injury, the District will notify law enforcement immediately to ensure that violent 
crimes committed against employees in the workplace are promptly investigated and appropriately 
prosecuted. The District will provide information on these protocols and contact information to 
employees who wish to file a criminal complaint after a workplace violence incident. 
 
 All employees and authorized employee representatives are responsible for providing written 
notice to a supervisor or Workplace Violence Prevention Coordinator of any violent incidents, 
threatening behavior, including threats they have witnessed, received, or have been told that another 
person has witnessed or received. Reports of workplace violence must be made in writing. All reports 
must be immediately forwarded to the Workplace Violence Prevention Coordinator.  
 
 
 
 
 

Continued 
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 Written notice is not required where imminent danger exists to the safety of a specific employee 
and the employee reasonably believes in good faith that reporting to a supervisor or the Workplace 
Violence Prevention Coordinator would not result in corrective action.  
 

After the District receives notice, the District will be afforded a reasonable opportunity to correct 
the activity, policy, or practice. The District will immediately respond to all reported incidents of 
violence or threatening behavior upon notification. 
 
 In addition to complying with the reporting requirements in this policy, District employees must 
comply with all other applicable reporting requirements contained in any District policy, regulation, 
procedure, collective bargaining agreement, or other document such as the District's Code of Conduct.  
 
Inspections by the Commissioner of Labor  
 
At the Request of an Employee or Authorized Employee Representative  
 
 If the District has been given notice and opportunity to resolve the activity, policy, or practice and 
the employee or authorized employee representative still believes that a serious violation of the WVPP 
remains, or that an imminent danger exists, the employee or authorized employee representative may 
request an inspection by notifying the Commissioner of Labor of the alleged violation or danger. The 
notice and request will be in writing, describing with reasonable particularity the grounds for the notice, 
and be signed by the employee or authorized employee representative. A copy of the written notice will 
be provided by the Commissioner of Labor to the District or the person in charge no later than the time 
of inspection, except that on the request of the person giving the notice, the person's name and the names 
of individual employees or authorized employee representative will be withheld.  
 
 A District representative and an authorized employee representative will be given the opportunity 
to accompany the Commissioner of Labor during an inspection for the purpose of aiding the inspection. 
Where there is no authorized employee representative, the Commissioner of Labor will consult with a 
reasonable number of employees concerning matters of safety in the workplace. 
 
 The authority of the Commissioner of Labor to inspect a premises pursuant to an employee 
complaint will not be limited to the alleged violation contained in the complaint. The Commissioner of 
Labor may inspect any other area of the premises in which they have reason to believe that a serious 
violation of the workplace violence prevention law exists. 
 
Initiated by the Commissioner of Labor 
 
 The Commissioner of Labor may inspect any premises occupied by the District if they have reason 
to believe that a violation of the workplace violence prevention law has occurred. The current Public 
Employee Safety and Health (PESH) administrative plan will be used for the enforcement of the 
workplace violence prevention law, including a general schedule of inspection, which provides a rational 
administrative basis for the inspection.  
 

Continued 
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Workplace Risk Evaluation and Developing a Workplace Violence Prevention Program (WVVP)  
 
 The District will engage in a process of workplace evaluation designed to identify the risks of 
workplace violence to which employees could be exposed.  
 
 The District will then develop and implement a written WVPP to prevent, minimize, and respond 
to any workplace violence. The Workplace Violence Advisory Committee, which includes all 
authorized employee representatives, will oversee and participate in the development of the WVPP. 
During the development process, the authorized employee representative(s) will provide input on those 
situations in the workplace that pose a threat of workplace violence. 
 
 The WVPP will include the following: 
 

a) A list of the risk factors identified in the workplace evaluation. 
 

b) The methods the District will use to prevent incidents of workplace violence. Examples 
include, but are not limited to: 

 
1. Making high-risk areas more visible to more people; 

 
2. Installing good external lighting; 

 
3. Using drop safes or other methods to minimize cash on hand; 

 
4. Posting signs stating that limited cash is on hand; 

 
5. Providing training in conflict resolution and nonviolent self-defense responses; and 

 
6. Establishing and implementing reporting systems for incidents of aggressive behavior. 

 
c) A hierarchy of controls to which the program will adhere as follows: engineering controls, 

work practice controls, and personal protective equipment (PPE). 
 

d) The methods and means by which the District will address each specific hazard identified in 
the workplace evaluation. 

 
e) A system designed and implemented by the District to report any workplace violence 

incidents that occur in the workplace. The reports must be in writing and maintained for the 
annual program review. 

 
f) A written outline or lesson plan for employee program training. 

 
Continued 
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g) A plan for program review and update on at least an annual basis. This review and update will 
detail any mitigating steps taken in response to any incident of workplace violence. 

 
Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
 
 The District will not take retaliatory action against any employee because the employee exercises any 
right accorded to them under this policy.  
 
Training 
 
 At the time of hire and annually thereafter, all employees will participate in the District's workplace 
violence prevention training program.  
 
Notification 
 
 This policy will be posted where notices to employees are typically posted. The District will make its 
WVPP available to employees, authorizes employee representatives, and the Commissioner of Labor upon 
request and in the work area.  
 
 Whenever significant changes are made to the WVPP, the District will provide relevant information to 
affected employees.  
 

Labor Law Section 27-b 
12 NYCRR Section 800.6 

 
 
 
NOTE: Refer also to Policies Code of Conduct 

#3411 - Prohibition of Weapons on School Grounds 
#3412 - Threats of Violence in School 
#3420 - Non-Discrimination and Anti-Harassment in the District 
#3421 - Title IX Policy Against Sexual Harassment and Sex 

Discrimination 
#5681 - School Safety Plans 

   #5684 - Use of Surveillance Cameras in the District  
   #5690 - Exposure Control Program  
   #6121 – Policy Against Discrimination and Harassment  
   #7350 - Timeout and Physical Restraint  
   #7360 - Weapons in School and the Gun-Free Schools Act  

 
Adoption Date:  03/18/2024  
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SUBJECT: INCIDENTAL TEACHING 
 
 The Board will comply with all applicable laws and regulations regarding incidental teaching. Any 
updates to applicable laws and regulations, whether temporary or permanent, will supersede any 
conflicting language in this policy. As a result, different incidental teaching rules may apply in certain 
years. 
 
 Generally, the Superintendent may assign a teacher to teach a subject not covered by that teacher's 
certificate or license for a period not to exceed five classroom hours a week, when no certified or 
qualified teacher is available after extensive and documented recruitment efforts, and provided that 
approval of the District Superintendent is obtained. 
 
 Not later than 20 business days after this assignment, the Superintendent must submit for approval 
an application, in a form satisfactory to the District Superintendent, containing the following 
information: 
 

a) Evidence of extensive recruitment of a teacher certified in the appropriate area; 
 

b) The name and certification status of the teacher given the assignment; 
 

c) The subject which the teacher is being assigned to teach on an incidental basis and the total 
number of classes in the subject being taught on an incidental basis; 

 
d) The qualifications of the teacher to teach that subject on an incidental basis; 

 
e) The specific reasons why an incidental assignment is necessary; 

 
f) The anticipated duration of the incidental teaching assignment; and 

 
g) The number of applications, approved or pending, for authorization to make incidental 

teaching assignments in the same certification area for which the current authorization is 
being sought. 

 
 To be approved, the application must demonstrate to the satisfaction of the District Superintendent 
that an incidental teaching assignment is necessary, that the teacher assigned is the best qualified to 
teach the subject on an incidental basis, and that the requirements of Commissioner's regulations have 
been met.   
 
 The District Superintendent will issue a determination within 20 business days of receipt of the 
District's application. 
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 If the application is disapproved, the Superintendent, within seven business days of receipt of the notice 
of disapproval, will terminate the incidental teaching assignment. If the application is approved, this approval 
will be deemed to have commenced on the date of the incidental teaching assignment and will terminate on the 
last day of the school year for which it is granted. 
 

The Superintendent may renew an incidental teaching assignment, in accordance with the requirements of 
Commissioner's regulations, for any subsequent school year. 
 
 To obtain a renewal, the Superintendent, as soon as possible after learning that the continued assignment 
of an incidental teacher is necessary, must submit an application which, in addition to including the information 
noted above for the initial approval of an incidental teaching assignment, must provide assurances by the 
Superintendent that: 
 

a) The teacher who previously taught the course on an incidental basis has been offered the 
opportunity to continue to teach the course or has not been offered an opportunity because the 
Superintendent has evidence that the course was not taught in an acceptable manner; 

 
b) The teacher assigned a course on an incidental basis has completed, or has agreed to complete, within 

the prescribed time period, at least three semester hours of credit or a satisfactory equivalent leading 
to certification in the subject area of the incidental assignment; and  

 
c) The teacher assigned to teach the course will be reimbursed by the District for the tuition cost of any 

portion of the three semester hours of credit or the equivalent required that is taken by the teacher at 
the request of the District, and satisfactory evidence that the teacher has been reimbursed in the event 
the teacher who is assigned has previously taught the course on an incidental basis, under a previous 
renewed approval.  

 
 
 

8 NYCRR Section 80-5.3 
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SUBJECT: CHILD ABUSE AND MALTREATMENT 
 
Child Abuse in a Domestic Setting  
 

The District takes seriously the obligations of its officers and employees to report cases of child 
abuse or maltreatment. To this end, regulations will be developed, maintained, and disseminated by 
administration regarding the: 
 

a) Mandatory reporting of suspected child abuse or maltreatment; 
 

b) Reporting procedures and obligations of persons required to report; 
 

c) Provisions for taking a child into protective custody; 
 

d) Mandatory reporting of deaths; 
 

e) Immunity from liability and penalties for failure to report;  
 

f) Obligations for provision of services and procedures necessary to safeguard the life or health 
of a child; and 

 
g) Provision of information in recognizing signs of unlawful methamphetamine laboratories for 

all current and new school officials (i.e., "mandated reporters") who, as part of their usual 
responsibilities, visit children's homes. 

 
Additionally, an ongoing training program for all current and new school officials will be 

established and implemented to enable the staff to carry out their reporting responsibilities. 
 
Reporting Information 
 
 The District will post the child abuse hotline telephone number and directions for accessing the 
Office of Children and Family Services (OCFS) website in English and Spanish on its website and in 
clearly and highly visible areas of school buildings. The District will also make this information 
available from its administrative offices; provide it to parents and persons in parental relation at least 
once per school year by electronic communication, sending the information home with students, or 
otherwise; and provide it to each teacher and administrator. The District may post and provide this 
information in other, common languages used by the school community. 
 
Persons Required to Report 
 
 Persons required to report cases of child abuse or maltreatment to the State Central Register (SCR) 
in accordance with Social Services Law Section 413(1) include, but are not limited to, school teachers, 
school counselors, school psychologists, school social workers, school nurses, school administrators or 
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other school personnel required to hold a teaching or administrative license or certificate, and full- or 
part-time compensated school employees required to hold a temporary coaching license or professional 
coaching certificate. 
 
 All mandated reporters must make the report themselves and then immediately notify the building 
principal or designee. The building principal or designee will be responsible for all subsequent 
administration necessitated by the report. Any report must include the name, title, and contact 
information for every staff member who is believed to have direct knowledge of the allegations in the 
report. 
 
Prohibition of Retaliatory Personnel Action 
 
 The District will not take any retaliatory action against an employee because the employee believes 
that they have reasonable cause to suspect that a child is an abused or maltreated child and that employee 
makes a report to SCR. Further, no school official will impose any conditions, including prior approval 
or prior notification, upon any staff member specifically designated a mandated reporter. 
 
Report Form 
 
 The "Report of Suspected Child Abuse or Maltreatment" Form LDSS-2221A may be accessed at 
the OCFS website. 
 
Child Abuse in an Educational Setting 
 
 The District is committed to the protection of students in educational settings from abuse and 
maltreatment by employees or volunteers. 
 
Definitions 
 

"Administrator" or "school administrator" means a principal, or the equivalent title, in a school, or 
other chief school officer. 
 
 "Child abuse" means any of the following acts committed in an educational setting by an employee 
or volunteer against a child (defined as a person under the age of 21 years enrolled in a school): 
 

a) Intentionally or recklessly inflicting physical injury, serious physical injury, or death;  
 

b) Intentionally or recklessly engaging in conduct which creates a substantial risk of physical 
injury, serious physical injury, or death;  

 
c) Any child sexual abuse, defined as conduct prohibited by Penal Law Articles 130 or 263;  
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d) The commission or attempted commission against a child of the crime of disseminating 
indecent materials to minors in accordance with Penal Law Article 235; or  

 
e) Using corporal punishment as defined by the Commissioner of Education. 

 
 "Educational setting" means the building(s) and grounds of a school; the vehicles provided directly 
or by contract by the school for the transportation of students to and from school buildings, field trips, 
co-curricular and extracurricular activities both on and off school grounds; all co-curricular and 
extracurricular activity sites; and any other location where direct contact between an employee or 
volunteer and a child has allegedly occurred. 
 
 "School" means a school district, public school, charter school, nonpublic school, board of 
cooperative educational services (BOCES), special act school district as defined in Education Law 
Section 4001, approved preschool special education program pursuant to Education Law Section 4410, 
approved private residential or non-residential school for the education of students with disabilities 
including certain private schools, or state-operated or state-supported school in accordance with 
Education Law Articles 85, 87, or 88. 
 
Duties Upon Receipt of an Allegation of Child Abuse in an Educational Setting 
 
 In any case where an oral or written allegation is made to a teacher, school nurse, school counselor, 
school psychologist, school social worker, school administrator, Board member, or other school 
personnel required to hold a teaching or administrative license or certificate, as well as a licensed and 
registered physical therapist, licensed and registered occupational therapist, licensed and registered 
speech-language pathologist, teacher aide, or school resource officer that a child has been subjected to 
child abuse by an employee or volunteer in an educational setting, that person will upon receipt of the 
allegation: 
 

a) Promptly complete a written report of the allegation including the full name of the child 
alleged to be abused; the name of the child's parent; the identity of the person making the 
allegation and their relationship to the alleged child victim; the name of the employee or 
volunteer against whom the allegation was made; and a listing of the specific allegations of 
child abuse in an educational setting. This written report must be completed on a form 
prescribed by the Commissioner of Education. 

 
b) Except where the school administrator is the person receiving the oral or written allegation, 

the employee completing the written report must promptly personally deliver a copy of that 
written report to the school administrator of the school in which the child abuse allegedly 
occurred. 
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In any case where an oral or written allegation is made to a school bus driver employed by a school 
or a person or entity that contracts with a school to provide transportation services to children that a 
child has been subjected to child abuse by an employee or volunteer in an educational setting, that school 
bus driver will upon receipt of the allegation, promptly report or cause a report to be made to their 
supervisor employed by the school or the contracting person or entity. 
 

In any case where an oral or written report or allegation is made to a supervisor who is employed 
by a school or a person or entity that contracts with a school to provide transportation services to children 
from a person employed by the school or the contracted person or entity that a child has been subjected 
to child abuse by an employee or volunteer in an educational setting, the supervisor must, upon receipt 
of an allegation: 
 

a) Promptly complete a written report of the allegation including the full name of the child 
alleged to be abused; the name of the child's parent or guardian; the identity of the person 
making the allegation and their relationship to the alleged child victim; the name of the 
employee or volunteer against whom the allegation was made; and a listing of the specific 
allegations of child abuse in an educational setting. This written report must be completed 
on a form prescribed by the Commissioner. 

 
b) Ensure that the written report is personally delivered to the superintendent employed by the 

school district where the child abuse occurred or, for a school other than a school district or 
public school, the school administrator employed by the school where the child abuse 
occurred. 

 
 In any case where it is alleged a child was abused by an employee or volunteer of a school other 
than a school within the school district of the child's attendance, the report of these allegations will be 
promptly forwarded to the superintendent of the school district of the child's attendance and the 
superintendent of the school district where the abuse of the child allegedly occurred. If a case involves 
a school that is not a school district or public school, the appropriate school administrator or 
administrators, in addition to any appropriate superintendent, must be notified of the allegations of 
abuse. 
 

If it is alleged the child was abused by the superintendent or administrator, the report of the 
allegations will be made to another designated administrator. 
 
 Upon receipt of a written report alleging child abuse in an educational setting, a school 
administrator or superintendent must then determine whether there is reasonable suspicion to believe 
that an act of child abuse has occurred. If it is determined that reasonable suspicion exists, the school 
administrator or superintendent must follow the procedures mandated in law and further described in 
administrative regulations including parental notification. When the school administrator receives a 
written report, they must promptly provide a copy of the report to the superintendent. The report must 
be promptly forwarded to appropriate law enforcement. In no event will reporting to law enforcement 
be delayed by an inability to contact the superintendent. 
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 Where the superintendent or, in a school other than a school district or public school, the school 
administrator has forwarded a written report of child abuse in an educational setting to law enforcement 
authorities, they will also refer the report to the Commissioner if the employee or volunteer alleged to 
have committed an act of child abuse holds a certification or license issued by NYSED. 
 
Civil Immunity 
 
 Any employee, volunteer, or supervisor who is employed by a person or entity that contracts with 
a school to provide transportation services to children who reasonably and in good faith makes a report 
of allegations of child abuse in an educational setting in accordance with the reporting requirements of 
the law will have immunity from civil liability which might otherwise result by reason of those actions. 
 
 Any school administrator or superintendent who reasonably and in good faith makes a report of 
allegations of child abuse in an educational setting, or reasonably and in good faith transmits a report to 
a person or agency as required by law, will have immunity from civil liability which might otherwise 
result by reason of those actions.  
 
Confidentiality 
 
 Reports and other written material submitted in accordance with law with regard to allegations of 
child abuse in an educational setting, and photographs taken concerning those reports that are in the 
possession of any person legally authorized to receive that information, will be confidential and will not 
be redisclosed except to law enforcement authorities involved in an investigation of child abuse in an 
educational setting or as expressly authorized by law or in accordance with a court-ordered subpoena. 
School administrators and the Superintendent will exercise reasonable care in preventing unauthorized 
disclosure.  
 
Training 
 

The District will implement a training program regarding child abuse in an educational setting for 
all current and new teachers, school nurses, school counselors, school psychologists, school social 
workers, school administrators, Board members, other school personnel required to hold a teaching or 
administrative license or certificate, and any school bus driver or supervisor employed by the District or 
any person or entity that contracts with the District to provide transportation services to children, as well 
as licensed and registered physical therapists, licensed and registered occupational therapists, licensed 
and registered speech-language pathologists, teacher aides, and school resource officers.  
 
Prohibition of "Silent" (Unreported) Resignations 
 
 The Superintendent and other school administrators are prohibited from withholding from law 
enforcement authorities, the Superintendent, or the Commissioner, as appropriate, information 
concerning allegations of child abuse in an educational setting against an employee or volunteer in 
exchange for that individual's resignation or voluntary suspension from their position.  
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 The Superintendent or other school administrator who reasonably and in good faith reports to law 
enforcement officials information regarding allegations of child abuse or a resignation as required by law will have 
immunity from any liability, civil or criminal, which might otherwise result by reason of those actions. 
 
Notification 
 
 Teachers and all other school officials will be provided an annual written explanation concerning the 
reporting of child abuse and child abuse in an educational setting including the immunity provisions as set forth in 
law. The Commissioner will furnish the District with required information, including rules and regulations for 
training necessary to implement District and staff responsibilities under the law. 
 
Prohibition on Aiding and Abetting Sexual Abuse 
 

Unless exempted by law, no District employee, contractor, or agent of the District will assist another District 
employee, contractor, or agent in obtaining a new job, apart from the routine transmission of administrative and 
personnel files, if the individual or agency knows or has probable cause to believe, that the individual engaged in 
sexual misconduct regarding a minor or student in violation of the law. 
 
 
 

Education Law Article 23-B and Sections 409-1, 3028-b, and 3209-a 
Family Court Act Section 1012 

Labor Law Section 740(1)(e) 
Penal Law Articles 130, 235, and 263 

Social Services Law Sections 411-428 
8 NYCRR Part 83 and Section 100.2(hh) and (nn) 

20 USC Section 7926 
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