
1  

LABBB COLLABORATIVE 

70 Blanchard Road, Suite 206 

Burlington, Massachusetts 01803 
 

 

D ISCRIMINATION/HARASSMENT POLICY 
 

The LABBB Collaborative is committed to equal employment and educational opportunity for 

all employees, applicants and students and does not discriminate in admission to, access to, 

treatment in, or employment in its services, programs and activities on the basis of race, color, 

religion, sex, national origin, age, sexual orientation or disability in all aspects of employment 

and education. 

 

The LABBB Collaborative is also committed to maintaining a school and work environment free 

of harassment based on race, color, religion, national origin, age, sex, sexual orientation, or 

handicap. The LABBB Collaborative expects all employees, students and other members of the 

school community to conduct themselves in an appropriate manner. 

 

This policy has been developed to ensure that the educational opportunities of all students, and 

the employment conditions of all employees, are not threatened or limited by such discrimination 

and/or harassment, and to ensure that individuals are free to work, learn, and develop 

relationships without fear of intimidation, humiliation, or degradation. 

 

It shall be a violation of this policy for any employee or student of the LABBB Collaborative, or 

any other person having business with the LABBB Collaborative, to discriminate against and/or 

harass another employee, adult member of the school community, student, applicant for 

employment, or other person having business to conduct with the LABBB Collaborative as 

defined below. 
 

U nlawful and Prohibited Conduct 
 

Unlawful and prohibited conduct includes, but is not limited to, unwelcome actions which are 

related to a person’s sex/gender, gender identity, race, color, national origin, ancestry, religion, 

age, disability, or sexual orientation. 

 

Discrimination or harassment based on a person’s race, color, national origin, ancestry, religion, 

age, disability, or sexual orientation consists of conduct that: 

 
• has the purpose or effect of creating an intimidating, hostile, humiliating or offensive 

work or education environment both from an objective and a subjective perspective; 

• has the purpose or effect of substantially or unreasonably interfering with a person’s 

work or academic performance both from an objective and a subjective perspective; 

• or otherwise adversely effects a person’s academic standing or employment 

opportunities. 
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SEXUAL HARASSMENT 

 

All persons associated with the LABBB Collaborative including, but not necessarily limited to, 

the administration, staff, and students, are expected to conduct themselves at all times so as to 

provide an atmosphere free from sexual harassment. Any person who engages in sexual 

harassment while acting, as a member of the school community, will be in violation of this 

policy. Further, any retaliation against an individual who has complained about sexual 

harassment or retaliation against individuals for cooperating in an investigation of a sexual 

harassment complaint is similarly unlawful and will not be tolerated. 

 

Because the LABBB Collaborative takes allegations of sexual harassment seriously, we will 

respond promptly to complaints of sexual harassment and where it is determined that such 

inappropriate conduct has occurred, we will act promptly to eliminate the conduct and impose 

such corrective action as is necessary, including disciplinary action where appropriate. 

 

Please note that while this policy sets forth our goals of promoting a workplace and school 

environment that is free of sexual harassment, the policy is not designed or intended to limit our 

authority to discipline or take remedial action for workplace or school conduct which we deem 

unacceptable, regardless of whether that conduct satisfies the definition of sexual harassment. 
 

D efinitions of Sexual Harassment: Unwelcome sexual advances; requests for sexual favors; or 

other verbal or physical conduct of a sexual nature may constitute sexual harassment. 

Specifically, under regulations promulgated under Title IX, sexual harassment includes three 

types of misconduct on the basis of sex: 

 

1. Any instance of “quid pro quo” conduct (conditioning an educational benefit or 

service upon a person’s participation in unwelcome sexual conduct.) by an 

employee. 

2. Any unwelcome conduct that a reasonable person would find so severe, 

pervasive, and objectively offensive that it denies a person equal educational 

access. 

3. Any instance of sexual assault, dating violence, domestic violence or stalking 

(all as defined by federal laws). 

 

While it is not possible to list all circumstances that may constitute sexual harassment, the 

following are examples of such conduct. 

 

• Unwelcome sexual advances -- whether they involve physical touching or not; 

• Sexual epithets, jokes, written or oral references to sexual conduct, gossip 

regarding one's sex life; comment on an individual's body, comment about an 

individual's sexual activity, deficiencies, or prowess; 

• Displaying sexually suggestive objects, pictures, cartoons; 

• Unwelcome leering, whistling, brushing against the body, sexual gestures, 

suggestive or insulting comments; 
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• Inquiries into one's sexual experiences, and

• Discussion of one's sexual activities

• Taking or posting of photographs, videos or images of a sexual nature without

consent

 Title IX Coordinator: The Title IX Coordinator is responsible for ensuring the LABBB 

Collaborative’s compliance with Title IX and the Grievance Process. LABBB’s Title IX 

Coordinator is Melissa Allen, meliallen@labbb.net.

 Response to Sexual Harassment: 

A student wishing to report sexual harassment, may inform the Title IX Coordinator or any other 

employee. Any LABBB employee including, but not limited to principals, teachers, school 

counselors, coaches, paraprofessionals, school bus drivers, administrative assistants, custodians, 

food service staff with knowledge of an allegation of sexual harassment, must report it, whether 

they personally witness the sexual harassment, learn of it from a third party or the alleged victim 

themselves. 

The Title IX Coordinator, or her designee, will ensure that each report of sexual harassment is 

responded to appropriately and the relevant grievance process is followed. That process may 

include, but is not limited to: the implementation of supportive measures; an investigation that 

includes collecting evidence and interviewing witnesses; informal resolution sessions; restorative 

measures; and the imposition of discipline. 

The Committee’s policy of sexual harassment will extend to students, staff, the general public, 

and individuals with whom it does business; No person shall be excluded from or discriminated 

against on the basis of race, color, sex, gender identity, religion, homeless status, national origin, 

sexual orientation, pregnancy or pregnancy related conditions or disability. 

 State and Federal Remedies: 

In addition to the above, employees who believe they have been subjected to sexual harassment, 

may file a formal complaint with either or both of the government agencies set forth below. 

Using our complaint process does not prohibit employees from filing a complaint with these 

agencies. Each of the agencies has a short time period for filing a claim (EEOC - 180 days; 

MCAD - 6 months). 

The United States Equal Employment Opportunity Commission (“EEOC”) 

One Congress Street, 10th Floor 

Boston, Massachusetts 02114 

617-565-3200

The Massachusetts Commission Against Discrimination (“MCAD”) 

Boston Office: 



4  

One Ashburton Place, Room 601 

Boston, Massachusetts 02108 

617-727-3990 

 

The Office for Civil Rights, US Department of Education 

5 Post Office Square, 8th Floor 

Boston, MA 02109-3921 

Telephone: 617-289-0111, FAX: 617-289-0150, TDD: 877-521-2172 

 
LEGAL REFS.: Title VI, Civil Rights Act of 1964; Title VII, Civil Rights Act of 1964, as 

amended by the Equal Employment Opportunity Act of 1972; Executive Order 11246, as 

amended by E.O. 11375; Equal Pay Act, as amended by the Education Amendments of 1972; 

Title IX, Education Amendments of 1972; Section 504 of the Rehabilitation Act of 1973; Title II 

of the Americans with Disabilities Act of 1990; Individual with Disabilities Education Act; 

M.G.L. 71B:1 et seq. 

M.G.L. 76:5; M.G.L. 151B; 151C; 603 C.M.R. 26.00; 603 C.M.R. 28.00 
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R esponse to Sexual Harassment. 

itle IX Grievance Procedures 

A student or any individual wishing to report sexual harassment may inform the Title IX 

Coordinator or any other employee. Any LABBB Collaborative employee with knowledge of an 

allegation of sexual harassment, must report it, whether they personally witness the sexual 

harassment, learn of it from a third party or the alleged victim directly. 

Once the Title IX Coordinator learns of an allegation of sexual harassment, they will contact the 

alleged victim, or “the Complainant,” to gather preliminary information, offer “Supportive 

Measures,” and inform that person of the right to file a “Formal Complaint” against the alleged 

perpetrator, or “the Respondent,” that initiates the Title IX “Grievance Process.” 

A “Formal Complaint” is a document filed by the Complainant or signed by the Title IX 

Coordinator alleging sexual harassment against a respondent and requesting that the LABBB 

Collaborative investigate the allegation of sexual harassment and initiate the Grievance Process. 

Formal Complaints may be filed with the Title IX Coordinator in person, by mail, or electronic 

mail. To file a Formal Complaint, the alleged sexual harassment must have occurred in the 

school’s educational programming or activity, and within the United States. The LABBB 

Collaborative has discretion to dismiss a Formal Complaint where the passage of time results in 

an inability to gather sufficient evidence for a determination of responsibility or LABBB lost 

responsibility over the Respondent. LABBB must dismiss the Formal Complaint if it does not 

constitute sexual harassment as contemplated by Title IX regulations. However, the school may 

investigate the conduct as it pertains to other school policies. 
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“Supportive Measures” are non-disciplinary, non-punitive individualized services offered as 

appropriate, as reasonably available, and without fee or charge to the Complainant or the 

Respondent before or after the filing of a Formal Complaint or where no Formal Complaint has 

filed. Such measures are designed to restore or preserve equal access to the LABBB 

Collaborative’s education and activities, including measures designed to protect the safety of all 

or the educational environment, or deter sexual harassment. 

The LABBB Collaborative will maintain the confidentiality of any Supportive Measures to the 

extent possible and document the supportive measures offered by the Title IX Coordinator to the 

Complainant and Respondent. Examples of Supportive Measures include, but are not limited to 

the following: counseling, deadline extensions, course adjustments, work or schedule 

modifications, and increased security. 

G rievance Procedure. 

Once the Formal Complaint is filed, the “Grievance Process” commences. The LABBB 

Collaborative is committed to treating all parties equitably during the Grievance Process. The 

LABBB Collaborative is committed to completing the Grievance Process as soon as possible 

with the goal of completion within 60 days. However, if required, by good cause, such as the 

absence of a party, a party’s advisor, or a witness; law enforcement or DCF involvement; or the 

need for accommodations, the parties will be notified of the need for delay. The Respondent is 

presumed not responsible for the alleged conduct until a determination of responsibility has been 

made. 

The LABBB Collaborative will provide the Complainant and Respondent with written notice of 

the allegations and the Grievance Process. This notice will include specific detail of the 

allegations against the Respondent. The parties will be informed at this time of their right to have 

an advisor of their choice, who may be, but is not required to be, an attorney, and may 

accompany them at any point during the process. They will also be informed of their right to 

inspect and review evidence. The LABBB Collaborative will remind the parties of the school’s 

prohibition against knowingly making false statements during this process. Supportive Measures 

are available to all parties during the Grievance Process. 

The Title IX Grievance Process requires the involvement of several different employees that 

fulfill separate roles. As noted earlier, the Title IX Coordinator oversees Title IX compliance and 

the Grievance Process. Additionally, each Formal Complaint will be assigned an “Investigator,” 

who could be a Principal, Vice-Principal, or other employee that is properly trained in 

investigations. Each Title IX investigation will be assigned a “Decision-Maker,” which similarly 

could be a Principal, Vice-Principal, or other employee that is properly trained. All appeals will 

be reviewed by someone who was not involved in the underlying Title IX investigation. 

The LABBB Collaborative will ensure that Title IX coordinators, investigators, Decision- 

Makers, and any person who facilitates an informal resolution process, receives training on this 

policy and his or her respective role. 
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I nformal Resolution of Sexual Harassment. 

If appropriate, the Title IX Coordinator will offer the parties the option of an informal resolution 

process, but, pursuant to Title IX, not until a Formal Complaint has been filed and the parties 

have been fully advised of their Title IX rights. Before beginning an informal resolution process, 

The LABBB Collaborative will obtain written consent from the Complainant and Respondent. 

At any time, the parties can withdraw from the informal resolution and the Grievance Process 

will resume. Informal Resolution shall not be offered in the event the Respondent is a LABBB 

employee. 

I nvestigation of Sexual Harassment. 

A properly trained Investigator will complete an investigation into the Formal Complaint. Both 

the Respondent and Complainant, will have an equal opportunity to offer witnesses and other 

evidence. Prior to any interviews with a witness, the LABBB Collaborative will provide the 

witness with notice of the date, time, location, participants, and sufficient time to prepare for that 

interview. Both parties will have an equal opportunity to examine and inspect evidence. Unless 

waived by one of the parties, the investigation will not intrude on any information that is legally 

privileged. Information about a person’s sexual predisposition or prior sexual behavior are not 

relevant, unless it is offered to prove that someone other than the Respondent committed the 

alleged act, or the information concerns specific incidents of sexual behavior between the parties 

and it is offered to prove consent. At the conclusion of the investigation, the Investigator will 

create an Investigative Report that summarizes the relevant evidence and send it to each party 

and the party’s advisor. 

The parties will have at least 10 days before any hearing or determination of responsibility to 

review and respond to the report if they so choose. Time periods may be extended or delayed for 

good cause, including the absence of a party, a party’s advisor, or a witness; concurrent law 

enforcement activity; or the need for language assistance or accommodations of disabilities. 

The designated Decision-Maker will afford each party the opportunity to submit written, relevant 

questions that a party wants asked of any party or witness, provide each party with the answers, 

and allow additional, limited follow-up questions. However, before presenting the question, the 

Decision-Maker will determine if it is relevant. In the event that the Decision-Maker decides to 

exclude a question, he/she will provide a written decision explaining their reasoning. 

H earings. 

Though it is not required, the LABBB Collaborative reserves the right to conduct a full-live 

hearing as part of the Grievance Process. At such a hearing, the Decision-Maker will permit each 

party’s Advisor to ask the other party and any witnesses relevant questions. If a party does not 

have an advisor, the LABBB Collaborative will provide one at no cost. Upon the request of the 

Complainant or Respondent, the LABBB Collaborative will utilize technology to separate the 

parties during the hearing process. If a party or witness does not submit to cross-examination at 
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the live hearing, the Decision-Maker will not consider any statement of that party or witness in 

determining responsibility. 

F inding of Responsibility. 

Any Respondent found, by a preponderance of the evidence, to have committed Sexual 

Harassment shall be subject to a range of discipline, including, but not limited to: detention, 

exclusion of extracurricular activities, suspension, and expulsion, or in the case of an employee 

termination of employment The Decision-Maker will simultaneously issue a written 

determination of responsibility that includes a description of the allegations, the procedural steps 

of the grievance process, the findings of facts, the conclusions reached, and a statement and 

rationale of responsibility and related discipline. If applicable, it will also include remedies 

designed to restore or preserve equal access to education and activities at the LABBB 

Collaborative. 

A ppeal. 

Both the Complainant and Respondent shall have the right to appeal the decision of the 

Grievance Process by notifying the Title IX coordinator in writing within 10 business days of 

receiving the decision. The grounds for appeal are limited to: procedural irregularity, new 

evidence that was not reasonably available at the time of the determination or dismissal, or an 

alleged conflict of interest. Both parties shall have an opportunity to provide a written statement 

supporting their position on Appeal. The Appeal shall be reviewed by a person who is not the 

original Decision-Maker, Investigator, or Title IX Coordinator. That person shall issue a written 

decision and rationale simultaneously to the parties. 

R etaliation. 

The LABBB Collaborative strictly prohibits retaliation in any form against persons seeking 

protection under or participating in an investigation related to this policy. As such, the LABBB 

Collaborative will investigate any reports of retaliation and take separate disciplinary action 

against those found to have retaliated against someone. 


