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II. PLEDGE OF ALLEGIANCE
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IV.A.2. Board Member Reimbursement
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IV.B.1. Payment of Bills
IV.B.2. Northern Hills Middle Renovations
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IV.B.4. Automated Floor Scrubber
IV.B.5. Interactive Flat Panels
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IV.B.7. Refunded Property Taxes
IV.B.8. Summer Tax Levy Resolution

IV.C. Instruction
IV.C.1. Supplemental Instructional Resources Requests

V. BOARD POLICY
VI. AASA NATIONAL CONFERENCE
VII. SUPERINTENDENT'S REPORT
VIII. BOARD COMMUNICATION
IX. PUBLIC COMMENTS
X. ADJOURNMENT
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ASSISTANT SUPERINTENDENT FOR INSTRUCTION  
 

 

TOPIC:  Instructional Highlight – Collins Elementary School 
   

This year, the Student Success Department is anchoring our district work in 11 powerful 
words that reflect how we experience belonging: Welcomed, Invited, Present, Befriended, 
Involved, Heard, Accepted, Needed, Known, Supported, and Loved. These guideposts 
are connected to our mission, vision, and Guiding Principles of FHPS, and ensure that every 
student feels seen, included, and valued from the start in August.  

Collins Elementary School kicked off the year focusing on what it means to be Welcomed 
and Invited. Like many schools, Collins jumped in right away with the puzzle piece activity 
that every student participated in, and now has their name on our wall as a visual reminder 
and representation of the fact that every student belongs at Collins. This not only supports 
the building of a strong sense of community but also highlights our individual uniqueness as a 
part of that community. Collins was excited to be featured in the district newsletter for this 
work. 

Known was the October belonging word, and students read, 'I Am More Than.' Students 
explored ways to visually represent their diverse strengths and interests beyond what can be 
seen on the outside. 

Finally, third graders participated in a district-wide YOU Belong experience at the Fine Arts 
Center in October. This experience was to highlight ways to increase belonging in our district, 
with some examples of ways it is not increased. The Shared Voices Committee, a district-
wide high school leadership group, presents concepts of belonging through skits, activities, 
and music.  Students explored meaningful ways to strengthen their school community and 
recognize the important and unique role each student plays in making our school a 
welcoming and inclusive place for everyone. 
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IV. CONSENT GROUPING 
 

A. SUPERINTENDENT/BOARD OF EDUCATION 
  

1. Approval of Minutes – Approve the minutes of the October 13, 2025, Regular 
Meeting. 

  
2. Board Member Reimbursement – Approve reimbursement for travel and meal 

expenses incurred by the board members who attended the 2025 Michigan 
Association of School Boards’ Annual Leadership Conference in the amount of 
$891.19. 

  
B. BUSINESS 

  
1. Payment of Bills – Approve expenditures for the payment of bills for September 

2025, as presented. 
  
2. Northern Hills Middle Renovations – Approve the contracts to perform construction 

work at Northern Hills Middle at a total cost of $16,025,812, including contingency, 
fees, general conditions, and allowances. 

  
3. New Aquatic Center – Approve the contracts to perform construction work for a 

new aquatic center at a total cost of $47,327,416, including contingency, fees, 
general conditions, and allowances. 

  
4. Automated Floor Scrubber – Approve the purchase of one AI floor scrubber from 

Action Chemical, Inc. for an amount not to exceed $50,510. 
  
5. Interactive Flat Panels – Approve the purchase and installation of interactive flat 

panels from Digital Age Technologies (DAT) for an amount not to exceed 
$646,589, including contingency funds. 

  
5. Bus Purchase – Approve the purchase of five new eighty-three passenger school 

bus units at a cost of $859,505 from Midwest Transit Equipment. 
  
6. Refunded Property Taxes – Authorize reimbursement of $61,247.47 to Kent 

County for refunded property taxes. 
  
7. Summer Tax Levy Resolution – Adopt the resolution authorizing collection of 50% 

of the district tax levy in July 2026. 
  

C. INSTRUCTION 
   
 1. Supplemental Instructional Resources Request – Approve the Supplemental 

Instructional Resources Requests, as presented. 
   

 
*Items included in consent grouping are those that previously have been considered by the Board either in committee or at a prior meeting, or 
are of such a routine nature that discussion is not required. Board members may request that any item be removed from consent grouping for 
further discussion if additional information is needed or available. 
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SUPERINTENDENT/BOARD OF EDUCATION 
 
 
TOPIC: Board Member Reimbursement 
 
In accordance with Board Policy 2305, Board Member Reimbursement and Travel Expenses, 
the district is seeking board authorization to reimburse travel and meal expenses incurred by the 
board members who attended the 2025 Michigan Association of School Boards’ Annual 
Leadership Conference in the amount of $891.19.    
 

Reimbursement (Fauson):    $229.45 
Reimbursement (Michaud):    $201.52 
Reimbursement (Ninemeier):   $201.52 
Reimbursement (Terryn):    $258.70 

 
 
PROPOSED MOTION: 
 

I move that the Forest Hills Board of Education approve reimbursement for travel and meal 
expenses incurred by the board members who attended the 2025 Michigan Association of 
School Boards’ Annual Leadership Conference in the amount of $891.19. 
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ASSISTANT SUPERINTENDENT FOR FINANCE AND OPERATIONS _iV,l.,v

TOPIC: Payment of Bills 

The financial report is presented for Board approval and includes the following information: 

Summary of Bills Payable 

PROPOSED MOTION: 

I move that the Forest Hills Board of Education approve expenditures for the payment of 
bills for September 2025, as presented. 

GENERAL FUND 
DEBT FUND 
CAPITAL PROJECTS FUND 2023 
CAPITAL PROJECTS FUND 2025 
SPECIAL REVENUE FUND 

Food Service 
Childcare 
StudenUSchool Activity 

TOTAL EXPENDITURES 

10,076,653.84 
18,519.17 

1,153,867.34 
6,853,743.34 

321,871.40 
20,719.90 

156,904.82 

$18,602,279.81 
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SUPERINTENDENT/BOARD OF EDUCATION 
 
 
TOPIC: Board Policies  
 
The following Board Policies are being submitted to the Board of Education for approval. Policy 
updates are provided by the district’s policy provider, Thrun Law Firm, P.C., and reviewed by 
district administration.   
 

Section 3100 General Operations 

• 3118 Title IX Sexual Harassment (Revised Policy) 
 
Section 4100 Employee Rights and Responsibilities  

• 4113 Michigan Earned Sick Time Act (ESTA) (Revised Policy) 
 

 
PROPOSED MOTION: 
 
I move that the Forest Hills Board of Education adopt the policies, as presented. 
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Series 3000: Operation, Finance, and Property 

3100 General Operations 

3118 Title IX Sexual Harassment 

Consistent with Policy 3115, the District prohibits unlawful sex discrimination, including 
harassment and retaliation, in any of its education programs or activities in accordance 
with Title IX of the Education Amendments of 1972 and its implementing regulations. 

This Policy addresses allegations of Title IX sexual harassment that occurred on or after 
August 14, 2020 unless the District previously investigated the allegations under a 
different policy pursuant to the now-vacated Title IX 2024 regulations. Allegations of 
discrimination, harassment, or retaliation not covered by this Policy should be addressed 
under the District’s applicable non-discrimination or anti-harassment policies. Allegations 
alleging both Title IX sexual harassment and other forms of Unlawful Discrimination and 
Unlawful Harassment (e.g., race, age, disability) that cannot be reasonably separated into 
distinct complaints should be investigated under this Policy. Complaints that include 
allegations of Title IX sexual harassment may be investigated under this Policy or 
bifurcated and investigated pursuant to the applicable Grievance Procedure under 
Policies 3115-3115H. Investigating other forms of discrimination, including harassment 
and retaliation, pursuant to this Policy will fulfill the District’s investigation requirements 
under Policies 3115-3115H, 4104, and 5202, but nothing in this paragraph limits the 
District’s right to determine at any time that a non-Title IX allegation should be addressed 
under Policies 3115-3115H, 4104 or 5202 or any other applicable Policy. 

The Board directs the Superintendent or designee to designate one or more employees 
who meet the training requirements in Section M of this Policy to serve as the District’s 
Title IX Coordinator(s). The Title IX Coordinator will designate an Investigator, Decision-
Maker, and Appeals Officer, if applicable, for each Formal Complaint made under this 
Policy. If a Formal Complaint is made under this Policy against the Title IX Coordinator, 
the Board President will designate the persons who will serve as the Investigator, 
Decision-Maker, and Appeals Officer and will work with District administrators to ensure 
that all other requirements of this Policy are met. 

The Investigator, Decision-Maker, Appeals Officer, and Informal Resolution Facilitator 
cannot be the same person on a specific matter, and the persons designated to serve in 
those roles may or may not be District employees. Any person serving as the Investigator, 
Decision-Maker, Appeals Officer, or Informal Resolution Facilitator must meet the training 
requirements in Section M of this Policy. 

Inquiries about Title IX’s application to a particular situation may be referred to the Title 
IX Coordinator(s), the Assistant Secretary for Civil Rights of the United States Department 
of Education, or both. 

A.  Definitions 

For purposes of this Policy only, the below terms are defined as follows: 
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1. “Sexual Harassment” means conduct on the basis of sex that satisfies one or 
more of the following: 

a. A District employee conditioning the provision of a District aid, benefit, or 
service on a person’s participation in unwelcome sexual conduct; 

b. Unwelcome conduct that a reasonable person would determine to be so 
severe, pervasive, and objectively offensive that it effectively denies a 
person equal access to the District’s education program or activity; or 

c. “Sexual assault” as defined in 20 USC 1092(f)(6)(A)(v), “dating violence” 
as defined in 34 USC 12291(a)(10), “domestic violence” as defined in 34 
USC 12291(a)(8), or “stalking” as defined in 34 USC 12291(a)(30). 

i.“Sexual assault” is an offense classified as a forcible or nonforcible sex 
offense under the uniform crime reporting system of the Federal Bureau 
of Investigation. It includes unlawful sexual intercourse (including incest 
and statutory rape) and any sexual act, including rape, sodomy, sexual 
assault with an object, or fondlingcriminal sexual contact, directed against 
another person without the consent of that person, including when that 
person is incapable of giving consent.  

A) Rape: (Except Statutory Rape) The carnal knowledge of a person, 
without the consent of the victim, including instances where the victim 
is incapable of giving consent because of his/her age or because of 
his/her temporary or permanent mental or physical incapacity. 

B) Sodomy: Oral or anal sexual intercourse with another person, without 
the consent of the victim, including instances where the victim is 
incapable of giving consent because of his/her age or because of 
his/her temporary or permanent mental or physical incapacity.  

C) Sexual Assault With An Object: To use an object or instrument to 
unlawfully penetrate, however slightly, the genital or anal opening of 
the body of another person, without the consent of the victim, including 
instances where the victim is incapable of giving consent because of 
his/her age or because of his/her temporary or permanent mental or 
physical incapacity.  

D) FondlingCriminal Sexual Contact: The (1) intentional touching of the 
victim’s clothed or unclothed body parts without the consent of the 
victim for the purpose of sexual degradation, sexual gratification, or 
sexual humiliation; or (2) the forced touching by the victim of the actor’s 
clothed or unclothed body parts without the victim’s consent private 
body parts of another person for the purpose of sexual degradation, 
sexual gratification, or sexual humiliation.  This offense  without the 
consent of the victim, includesing instances where the victim is 
incapable of giving consent because of his/her age or because of 
his/her temporary or permanent mental or physical incapacity. 
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E) Incest: Nonforcible sexual intercourse between persons who are 
related to each other within the degrees wherein marriage is prohibited 
by law.  

F) Statutory Rape: Nonforcible sexual intercourse with a person who is 
under the statutory age of consent. 

ii. “Dating violence” means violence committed by a person who is or has been 
in a romantic or intimate relationship with the Complainant. The existence 
of such a relationship is based on a consideration of the length of the 
relationship, the type of relationship, and the frequency of interaction 
between the persons involved in the relationship. 

iii. “Domestic violence” means felony or misdemeanor crimes of violence 
committed by a current or former spouse or intimate partner of the 
Complainant, person with whom the Complainant shares a child, person 
who is cohabitating with or has cohabitated with the Complainant as a 
spouse or intimate partner, person similarly situated to a spouse of the 
Complainant under the domestic or family violence laws of Michigan; or any 
other person against an adult or youth Complainant who is protected from 
that person’s acts under the domestic or family violence laws of Michigan. 

iv. “Stalking” means engaging in a course of conduct directed at a specific 
person that would cause a reasonable person to (1) fear for the person’s 
safety or the safety of others; or (2) suffer substantial emotional distress. 

2. “Actual Knowledge” means notice of sexual harassment or allegations of sexual 
harassment to the District’s Title IX Coordinator or any District employee. 
Imputation of knowledge based solely on vicarious liability or constructive 
notice is insufficient to constitute actual knowledge. This standard is not met 
when the only District employee with actual knowledge is the Respondent. 

3. “Appeals Officer” is the person designated by the District to decide appeals of 
a dismissal or determination of responsibility for matters investigated under this 
Policy. The Appeals Officer may not be the same person as the Investigator, 
Title IX Coordinator, Decision-Maker, or person designated to facilitate an 
informal resolution process on a specific matter. 

4. “Complainant” is a person who is alleged to be the victim of conduct that could 
constitute Title IX sexual harassment. 

5. “Consent” means a voluntary agreement to engage in sexual activity by a 
person legally capable of consenting. Someone who is incapacitated cannot 
consent. Past consent does not imply future consent. Silence or an absence of 
resistance does not imply consent. Consent to engage in sexual activity with 
one person does not imply consent to engage in sexual activity with another. 
Consent can be withdrawn at any time. Coercion, force, or threat of either 
invalidates consent. Sexual conduct or relationships between District 
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employees, volunteers, or contractors and students, regardless of age or 
consent, are prohibited. 

6. “Day,” unless otherwise indicated, means a day that the District’s central office 
is open for business. 

7. “Decision-Maker” is the person designated by the District to review the 
investigation report and provide a written determination of responsibility that 
provides the evidentiary basis for the Decision-Maker’s conclusions. The 
Decision-Maker may not be the same person as the Investigator, Title IX 
Coordinator, Appeals Officer, or person designated to facilitate an informal 
resolution process on a specific matter. 

8. “Education Program or Activity” means any location, event, or circumstance 
over which the District exercised substantial control over both the Respondent 
and the context in which the harassment occurred. 

9. “Formal Complaint” means a written document or electronic submission signed 
and filed by a Complainant or signed by the Title IX Coordinator alleging sexual 
harassment against a Respondent and requesting that the District investigate 
the sexual harassment allegation. 

10. “Grievance Process” is the process by which the District investigates and 
determines responsibility for Formal Complaints. 

11. “Investigator” is the person designated by the District to investigate a Title IX 
Formal Complaint. The Investigator cannot be the same person as the 
Decision-Maker, Appeals Officer, or person designated to facilitate an informal 
resolution process on a specific matter. The Title IX Coordinator may serve as 
the Investigator on a particular investigation, unless the Title IX Coordinator has 
a conflict of interest or bias. 

12. “Report” means an account of alleged Title IX sexual harassment made by any 
person (regardless of whether the reporting party is the alleged victim). 

13. “Respondent” is a person who has been reported to be the perpetrator of 
conduct that could constitute Title IX sexual harassment. 

14. “Supportive Measures” are non-disciplinary, non-punitive, individualized 
supports offered and implemented by the Title IX Coordinator as appropriate, 
as reasonably available, and at no-cost to the Complainant and the 
Respondent before or after the filing of a Formal Complaint or when no Formal 
Complaint has been filed. Supportive measures are designed to restore or 
preserve equal access to the District’s education program or activity without 
unreasonably burdening the other party, including measures designed to 
protect the safety of all parties or the District’s educational environment, or 
deter sexual harassment. 
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15. “Title IX Coordinator” is the person(s) designated by the District to coordinate 
the District’s Title IX compliance. The Title IX Coordinator may not be the same 
person as the Appeals Officer or Decision-Maker on any matter. A person not 
serving as a Title IX Coordinator in a particular matter is not disqualified from 
serving in another role in that matter. The Title IX Coordinator may also serve 
as the Investigator or person designated to facilitate an informal resolution 
process on a particular investigation, unless the Title IX Coordinator signed the 
Formal Complaint. 

B.  Posting Requirement 

The Title IX Coordinator’s contact information (name or title, office address, 
electronic mail address, and telephone number), along with the District’s Title IX 
nondiscrimination statement, must be prominently posted on the District’s website 
and in any catalogs or handbooks provided to applicants for admission or 
employment, students, parents/guardians, and unions or professional 
organizations with a collective bargaining or professional agreement with the 
District. 

The District will provide notice of this Policy to all applicants, students, 
parents/guardians, employees, and unions or professional organizations with a 
collective bargaining or professional agreement with the District by prominently 
posting this Policy on its website and referencing this Policy in its handbooks, 
which will include the Title IX Coordinator’s name or title, office address, electronic 
mail address, and telephone number. 

C.  Designation of Title IX Coordinator 

All Coordinators, including the Title IX Coordinator, are identified in Policy 3115B. 

D.  Reporting Title IX Sexual Harassment: 

A person may make a report of sexual harassment or retaliation at any time. 
Reports may be made in person, by mail, by telephone, or by electronic mail, using 
the contact information listed for the Title IX Coordinator, or by any other means 
that result in the Title IX Coordinator receiving the person’s verbal or written report. 

Any District employee who receives a report of sexual harassment or has actual 
knowledge of possible sexual harassment must convey that information to the Title 
IX Coordinator by the end of the next day. 

Any other person who witnesses an act of sexual harassment is encouraged to 
report it to a District employee and may do so anonymously. No person will be 
retaliated against based on any report of suspected sexual harassment or 
retaliation. 

E.  General Response to Sexual Harassment 

1. District’s Obligation to Respond without Deliberate Indifference 
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Upon actual knowledge of Title IX sexual harassment, the Title IX Coordinator 
must respond promptly in a manner that is not deliberately indifferent. The 
District will be deemed to be deliberately indifferent only if its response to sexual 
harassment is clearly unreasonable in light of the known circumstances. 

If the Title IX Coordinator receives a report of sexual harassment and the 
Complainant does not file a Formal Complaint, the Title IX Coordinator must 
evaluate the information and determine whether to sign and file a Formal 
Complaint. If the Title IX Coordinator determines not to sign and file a Formal 
Complaint, the Title IX Coordinator must address the allegations in a manner 
that is not deliberately indifferent. 

2. Response to Report of Title IX Sexual Harassment 

Upon receipt of a report of sexual harassment, the Title IX Coordinator must 
promptly contact the Complainant to discuss the availability of supportive 
measures, consider the Complainant’s wishes with respect to supportive 
measures, inform the Complainant of the availability of supportive measures 
with or without the filing of a Formal Complaint, and explain to the Complainant 
the process for filing a Formal Complaint. 

3. Formal Complaint Filed 

Upon the receipt of a Formal Complaint, the District must follow the Grievance 
Process in Section F of this Policy. A Formal Complaint may be submitted using 
a designated Title IX Sexual Harassment Formal Complaint Form. 

4. Equitable Treatment 

The District will treat the Complainant and Respondent equitably throughout 
the Grievance Process, which may include offering supportive measures as 
described in Subsection E(6) of this Policy. 

5. Documentation and Recordkeeping 

The Title IX Coordinator will document all sexual harassment reports and all 
incidents of sexual harassment that the Title IX Coordinator receives or 
personally observes. 

The District will retain this documentation in accordance with applicable record 
retention requirements in Section N of this Policy. 

6. Supportive Measures 

After receiving a report of Title IX sexual harassment, the Title IX Coordinator 
must promptly contact the Complainant to discuss the availability of supportive 
measures, with or without the filing of a Formal Complaint. If the District does 
not provide a Complainant with supportive measures, then the Title IX 
Coordinator must document the reasons why such a response was not clearly 
unreasonable in light of the known circumstances. 
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The District may provide, as appropriate, non-disciplinary, non-punitive 
individualized services to the Complainant or Respondent before or after the 
filing of a Formal Complaint or when no Formal Complaint has been filed.  

Supportive measures should be designed to restore or preserve equal access 
to the District’s education program or activity without unreasonably burdening 
the other party. 

Supportive measures are offered without charge and are designed to protect 
the safety of all parties or the District’s educational environment, or deter sexual 
harassment. 

Supportive measures may include, but are not limited to: 

a. District-provided counseling; 

b. Course-related adjustments, such as deadline extensions; 

c. Modifications to class or work schedules; 

d. Provision of an escort to ensure that the Complainant and Respondent can 
safely attend classes and school activities; and 

e. No-contact orders. 

All supportive measures must be kept confidential, to the extent that 
maintaining such confidentiality would not impair the District’s ability to provide 
the supportive measures. 

7. Respondent Removal 

a. Emergency Removal (Student) 

The District may only remove a student Respondent from a District program 
or activity if, following an individualized safety and risk analysis, the District 
determines that there is an immediate threat to the physical health or safety 
of any student or other person arising from the sexual harassment 
allegations. The District must provide the Respondent with notice and an 
opportunity to immediately challenge the removal decision. This provision 
may not be construed to modify any rights under the Individuals with 
Disabilities Education Act, Section 504 of the Rehabilitation Act of 1973, or 
the Americans with Disabilities Act. 

b. Administrative Leave (Employee) 

The District may place an employee Respondent on non-disciplinary 
administrative leave during the pendency of the Grievance Process. This 
provision may not be construed to modify any rights under Section 504 of 
the Rehabilitation Act of 1973 or the Americans with Disabilities Act. 

8. Law Enforcement 
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In appropriate circumstances, a District employee will notify law enforcement 
or Child Protective Services, consistent with Policies 4202, 5201, and 5701. 

The District will attempt to comply with all law enforcement requests for 
cooperation with related law enforcement activity. In some circumstances, 
compliance with law enforcement requests may require the District to briefly 
suspend or delay its investigation. If an investigation is delayed, the District will 
notify the parties in writing of the delay and the reasons for the delay. 

If the District’s investigation is suspended or delayed, supportive measures will 
continue during the suspension or delay. If the law enforcement agency does 
not notify the District within 10 days that the District’s investigation may resume, 
the District will notify the law enforcement agency that the District intends to 
promptly resume its investigation. 

F.  Grievance Process 

1. Generally 

The Grievance Process begins when a Formal Complaint is filed or when the 
Title IX Coordinator signs a Formal Complaint and concludes the date the 
parties receive the Appeals Officer’s written decision or the date on which an 
appeal is no longer timely. The District will endeavor to complete the Grievance 
Process within 90-120 days, absent extenuating circumstances or delays as 
described below. The District will treat both the Complainant and the 
Respondent equitably throughout the Grievance Process. 

Neither the Title IX Coordinator, the Decision-Maker, the Investigator, Appeals 
Officer, nor any person designated to facilitate an informal resolution process 
will have a conflict of interest or bias for or against Complainants or 
Respondents generally or for or against an individual Complainant or 
Respondent. 

The Grievance Process requires an objective evaluation of all relevant 
evidence – including both inculpatory and exculpatory evidence. Credibility 
determinations may not be based on a person’s status as a Complainant, 
Respondent, or witness. 

Throughout the Grievance Process, there is a presumption that the 
Respondent is not responsible for the alleged conduct unless, in the 
determination of responsibility, the Decision-Maker finds the Respondent 
responsible for the alleged conduct. 

At any point, the Title IX Coordinator, Investigator, Decision-Maker, or Appeals 
Officer may temporarily delay the Grievance Process or permit a limited 
extension of time frames for good cause. Good cause may include, but is not 
limited to, absence of a party, party’s advisor, or witness; concurrent law 
enforcement activity; or the need for accommodations (e.g., language 
assistance or accommodation of disabilities). If there is a delay or extension, 
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the parties will receive written notice of the delay or extension and the reasons 
for the action. 

Any disciplinary action resulting from the Grievance Process will be issued in 
accordance with District Policy, as applicable, and any applicable codes of 
conduct, handbooks, collective bargaining agreements, and individual 
employee contracts. 

After the investigation portion of the Grievance Process has concluded, the 
Decision-Maker will endeavor to issue a determination of responsibility within 
30 days, absent extenuating circumstances. 

2. Notice of Allegations 

Upon receipt of a Formal Complaint, the District must provide written notice to 
the parties who are known at the time that includes: 

a. A copy of this Policy, which includes the District’s Grievance Process, and 
any informal resolution process; 

b. The sexual harassment allegations, including sufficient details known at 
the time and with sufficient time so that parties may prepare a response 
before the initial interview. Sufficient details include parties involved in the 
incident, if known; the alleged conduct constituting sexual harassment; and 
the date and time of the alleged incident; 

c. A statement that the Respondent is presumed not responsible for the 
alleged conduct; 

d. A statement that a determination of responsibility is made at the Grievance 
Process’s conclusion; 

e. A statement that the parties may have an advisor of their choice, who may 
be an attorney, although any attorney or advisor who is not a District 
employee will be at the party’s own cost; 

f. A statement that the parties will be provided an opportunity to inspect and 
review any evidence before the investigation report is finalized; and 

g. If the Complainant or Respondent is a student, and the District’s Student 
Code of Conduct addresses false statements by students during an 
investigation or the disciplinary process, a citation to that portion of the 
Code of Conduct. If, during the course of an investigation, the Investigator 
decides to investigate allegations that are not included in the initial notice, 
the District will provide notice of the additional allegations to the 
Complainant and Respondent. 

3. Informal Resolution 
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During the Grievance Process, after a Formal Complaint has been filed but 
before a determination of responsibility has been made, the District may offer 
to facilitate an informal resolution process, or either party may request the 
informal resolution process. A Formal Complaint must be filed to initiate the 
informal resolution process. 

Informal resolution does not require a full investigation and may encompass a 
broad range of conflict resolution strategies, including, but not limited to, 
arbitration, mediation, or restorative justice. The Title IX Coordinator will 
determine the informal resolution process that will be used, including the 
person who will facilitate that process. 

Informal resolution is not available for a Formal Complaint alleging that an 
employee sexually harassed a student. 

A party is not required to participate in an informal resolution process. 

When offering informal resolution, the Title IX Coordinator must (1) provide both 
parties written notice of their rights in an informal resolution; and (2) obtain 
written, voluntary consent from both parties to enter into the informal resolution 
process. The written notice must contain the: 

a. Allegations; 

b. Informal resolution requirements, including the circumstances under which 
the informal resolution precludes the parties from resuming a Formal 
Complaint arising from the same allegations; 

c. Right to withdraw from informal resolution and resume the Grievance 
Process at any time prior to a final resolution; and 

d. Any consequences resulting from participating in the informal resolution 
process, including the records that will be maintained or that could be 
disclosed. 

4. Investigation 

The District has the burden of proof and the burden to gather evidence sufficient 
to reach a determination of responsibility. 

a. Investigation Process 

The District will not require, allow, rely upon, or otherwise use questions or 
evidence that constitute, or seek disclosure of, information protected under 
a legally recognized privilege unless the person holding the privilege has 
waived the privilege in writing. 

The District may not access, consider, disclose, or otherwise use a party’s 
medical records, including mental health records, which are made and 
maintained by a healthcare provider in connection with the party’s treatment 
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unless the District obtains that party’s voluntary, written consent to do so for 
the Grievance Process. 

The Investigator must provide an equal opportunity for the parties to present 
witnesses, including fact and expert witnesses, and other inculpatory or 
exculpatory evidence. The Investigator cannot restrict parties from 
discussing the allegations under investigation, nor can the Investigator 
restrict parties from gathering or presenting relevant evidence. 

Parties may be accompanied by an advisor of their choice, including an 
attorney, during the Grievance Procedure. If a party chooses an advisor who 
is not a District employee, the District is not responsible for any associated 
costs. The Investigator or Title IX Coordinator 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 (e.g., 
abusive, disruptive behavior or language will not be tolerated; advisor will 
not interrupt the investigator to ask questions of witnesses). 

The Investigator must provide the date, time, location, participants, and 
purpose of all hearings (if any), investigative interviews, and meetings, to a 
party whose participation is invited or expected. Written notice must be 
provided a sufficient time in advance so that a party may prepare to 
participate. 

As described in Section L of this Policy, retaliation against a person for 
making a complaint or participating in an investigation is prohibited. 

The Investigator must ensure that the Complainant and Respondent have 
an equal opportunity to inspect and review any evidence obtained as part 
of the investigation so that each party has the opportunity to meaningfully 
respond to the evidence before the investigation’s conclusion. This 
evidence includes (1) evidence upon which the District does not intend to 
rely in reaching a determination regarding responsibility, and (2) inculpatory 
or exculpatory evidence obtained from any source. 

Before the investigation’s completion, the Investigator must send to each 
party and the party’s advisor, if any, the evidence subject to inspection and 
review in an electronic format or a hard copy, and the parties must have at 
least 10 calendar days to submit a written response to the Investigator. The 
party’s response must be considered by the Investigator before completing 
the final investigation report. 

b. Investigation Report 

The Investigator must create an investigation report that fairly summarizes 
relevant evidence and submit the investigation report to the Decision-
Maker. 
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At least 10 calendar days before a determination of responsibility is issued, 
the Investigator must send the investigation report to each party for review 
and written response. Written responses to the investigation report must be 
submitted directly to the Decision-Maker. 

The Investigator will endeavor to complete the investigation and finalize the 
report within 60 days. 

5. Determination of Responsibility 

The Decision-Maker cannot be the same person as the Title IX Coordinator, 
Investigator, Appeals Officer, or person designated to facilitate an informal 
resolution process. 

Before the Decision-Maker reaches a determination of responsibility, and after 
the Investigator has sent the investigation report to the parties, the Decision-
Maker must: 

a. Afford each party the opportunity to submit written, relevant questions that 
a party wants asked of any party or witness; and 

b. Provide each party with the answers, and allow for additional, limited follow-
up questions from each party. 

Questions and evidence about the Complainant’s sexual predisposition or prior 
sexual behavior are not relevant unless offered to prove that someone other 
than the Respondent committed the alleged misconduct, or 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. 

If the Decision-Maker decides to exclude questions from either party as not 
relevant, the Decision-Maker must explain the decision to the party proposing 
the questions. 

The Decision-Maker must issue a written determination of responsibility based 
on a preponderance of the evidence standard (i.e., more likely than not) 
simultaneously to both parties. The written determination of responsibility must 
include: 

a. Identification of the sexual harassment allegations; 

b. Description of the procedural steps taken from the receipt of the Formal 
Complaint through the determination of responsibility, including any: 

i. Notification to the parties; 

ii. Party and witness interviews;  

iii. Site visits; 

iv. Methods used to collect evidence; and 
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v. Hearings held. 

c. Factual findings that support the determination; 

d. Conclusions about the application of any relevant code of conduct, policy, 
law, or rule to the facts; 

e. A statement of, and rationale for, the result as to each allegation, including: 

i. A determination of responsibility; 

ii. Any disciplinary action taken against the Respondent (consistent with 
Policies 4309, 4407, 4506, 4606, or 5206, as applicable, and any 
applicable codes of conduct, handbooks, collective bargaining 
agreements, or individual employee contracts); and 

iii. Whether remedies designed to restore and preserve equal access to 
the District’s education program or activity will be provided to the 
Complainant. 

f. Appeal rights. 

6. Appeals 

Notice of the determination of responsibility or dismissal decision must include 
notice of the parties’ appeal rights. 

Both parties may appeal a determination of responsibility or the decision to 
dismiss a Formal Complaint in whole or in part for the following reasons only: 

a. A procedural irregularity that affected the outcome. 

b. New evidence that was not reasonably available at the time the 
determination of responsibility or dismissal decision was made that could 
affect the outcome. 

c. The Title IX Coordinator, Investigator, or Decision-Maker had a conflict of 
interest or bias for or against the Complainant or Respondent, generally or 
individually, that affected the outcome. 

An appeal must be filed with the Title IX Coordinator within 5 calendar days of 
the date of the determination of responsibility or dismissal decision. 

Upon receipt of an appeal, the Title IX Coordinator will assign an Appeals 
Officer who will provide both parties written notice of the appeal and an equal 
opportunity to submit a written statement in support of, or challenging, the 
determination or dismissal decision. 

The Appeals Officer must provide a written decision describing the result of the 
appeal and the rationale for the result to both parties simultaneously. The 
Appeals Officer will endeavor to decide an appeal within 30 days. 
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The Appeals Officer cannot be the same person who acts as the Title IX 
Coordinator, Investigator, Decision-Maker, or person designated to facilitate an 
informal resolution process on the same matter. The Appeals Officer also 
cannot have a conflict of interest or bias against Complainants and 
Respondents generally or individually. 

The determination of responsibility is final upon the date the parties receive the 
Appeals Officer’s written decision or on the date on which an appeal is no 
longer timely. 

G.  Dismissal 

1. Mandatory Dismissals 

The Title IX Coordinator must dismiss a Formal Complaint if: 

a. The Formal Complaint’s allegations, even if substantiated, would not 
constitute sexual harassment as defined in this Policy; 

b. The Formal Complaint’s allegations did not occur in the District’s programs 
or activities; or 

c. The Formal Complaint’s allegations did not occur in the United States. 

2. Discretionary Dismissals 

The Title IX Coordinator may dismiss a Formal Complaint if: 

a. The Complainant notifies the Title IX Coordinator in writing that the 
Complainant wishes to withdraw the Formal Complaint in whole or in part; 

b. The Respondent’s enrollment or employment ends; or 

c. Specific circumstances prevent the District from gathering evidence 
sufficient to reach a determination (e.g., several years have passed 
between alleged misconduct and Formal Complaint filing, Complainant 
refuses or ceases to cooperate with Grievance Process). 

The Title IX Coordinator will promptly and simultaneously notify both parties when 
a Formal Complaint is dismissed. The notice must include the reasons for 
mandatory or discretionary dismissal and the right to appeal. Appeal rights are 
discussed above in Subsection F(6) of this Policy. 

Dismissal of a Formal Complaint under this Policy does not excuse or preclude the 
District from investigating alleged violations of other policy, rule, or law, or from 
issuing appropriate discipline based on the results of the investigation. 

H.  Consolidation of Complaints 

The Title IX Coordinator or Investigator may consolidate Formal Complaints where 
the allegations arise out of the same facts or circumstances. Where a Grievance 



© 2025  

Process involves more than one Complainant or more than one Respondent, 
references in this Policy to the singular “party,” “Complainant,” or “Respondent” 
include the plural, as applicable. 

I.  Remedies and Disciplinary Sanctions 

The District will take appropriate and effective measures to promptly remedy the 
effects of sexual harassment. The Title IX Coordinator is responsible for the 
effective implementation of any remedies. 

Appropriate remedies will be based on the circumstances and may include, but are 
not limited to: 

1. Providing an escort to ensure that the Complainant and Respondent can safely 
attend classes and school activities; 

2. Offering the parties school-based counseling services, as necessary; 

3. Providing the parties with academic support services, such as tutoring, as 
necessary; 

4. Rearranging course or work schedules, to the extent practicable, to minimize 
contact between the Complainant and Respondent; 

5. Moving the Complainant’s or the Respondent’s locker or work space; 

6. Issuing a “no contact” directive between the Complainant and Respondent; 

7. Providing counseling memoranda with directives or recommendations. 

These remedies may also be available to any other student or person who is or 
was affected by the sexual harassment. 

The District will impose disciplinary sanctions consistent with District Policy, as 
applicable, and any applicable codes of conduct, handbooks, collective bargaining 
agreements, or individual employee contracts. Discipline may range from warning 
or reprimand to termination of employment, or student suspension or expulsion. 

After a determination of responsibility, the Title IX Coordinator should consider 
whether broader remedies are required, which may include, but are not limited to: 

1. Assemblies reminding students and staff of their obligations under this Policy 
and applicable handbooks; 

2. Additional staff training; 

3. A climate survey; or 

4. Letters to students, staff, and parents/guardians reminding persons of their 
obligations under this Policy and applicable handbooks. 
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If the Complainant or Respondent is a student with a disability, the District will 
convene an IEP or Section 504 Team meeting to determine if additional or different 
programs, services, accommodations, or supports are required to ensure that the 
Complainant or Respondent continues to receive a free appropriate public 
education. Any disciplinary action taken against a Respondent who is a student 
with a disability must be made in accordance with Policy 5206B and the Individuals 
with Disabilities Education Act or Section 504 of the Rehabilitation Act. 

J.  False Statements 

Any person who knowingly makes a materially false statement in bad faith during 
a Title IX investigation will be subject to discipline, up to and including discharge 
or permanent expulsion. A dismissal or determination that the Respondent did not 
violate this Policy is not sufficient, on its own, to conclude that a person made a 
materially false statement in bad faith. 

K.  Confidentiality 

The District will keep confidential the identity of a person who reports sexual 
harassment or files a Formal Complaint, including parties and witnesses, except 
as permitted or required by law or to carry out any provision of this Policy, 
applicable regulations, or laws. 

L.  Retaliation 

Retaliation (e.g., intimidation, threats, coercion) for the purpose of interfering with 
a person’s rights under Title IX is prohibited. This prohibition applies to retaliation 
against any person who makes a report, files a Formal Complaint, or participates 
in, or refuses to participate in a Title IX proceeding. Complaints alleging retaliation 
may be pursued in accordance with District Policy. 

The exercise of rights protected under the First Amendment does not constitute 
retaliation prohibited by this Section. 

When processing a report or Formal Complaint of sexual harassment, pursuing 
discipline for other conduct arising out of the same facts or circumstances 
constitutes retaliation if done for the purpose of interfering with that person’s rights 
under Title IX. 

Any person who engages in retaliation will be disciplined in accordance with 
District Policy, as applicable, and any applicable codes of conduct, handbooks, 
collective bargaining agreements, and individual employee contracts. 

M. Training 

All District employees must be trained on how to identify and report sexual 
harassment. 



© 2025  

Any person designated as a Title IX Coordinator, Investigator, Decision-Maker, 
Appeals Officer, or any person who facilitates an informal resolution process must 
be trained on the following: 

1. The definition of sexual harassment; 

2. The scope of the District’s education programs or activities; 

3. How to conduct an investigation and the District’s grievance process, including, 
as applicable, hearings, appeals, and informal resolution processes; and 

4. How to serve impartially, including avoiding prejudgment of the facts at issue, 
conflicts of interest, and bias. 

Investigators must receive training on how to prepare an investigation report as 
outlined in Subsection F(4)(b) above, including, but not limited to, issues of 
relevance. 

Decision-Makers and Appeals Officers must receive training on issues of evidence 
and questioning, including, but not limited to, when questions about a 
Complainant’s prior sexual history or disposition are not relevant. 

Any materials used to train District employees who act as Title IX Coordinators, 
Investigators, Decision-Makers, Appeals Officers, or who facilitate an informal 
resolution process must not rely on sex stereotypes and must promote impartial 
investigations and adjudications of Formal Complaints. These training materials 
must be posted on the District’s website. 

N.  Record Keeping 

The District will maintain records related to reports of alleged Title IX sexual 
harassment for a minimum of seven years. This retention requirement applies to 
investigation records, disciplinary sanctions, remedies, appeals, and records of 
any action taken, such as supportive measures. 

The District will also retain any materials used to train Title IX Coordinators, 
Investigators, Decision-Makers, Appeals Officers, and any person designated to 
facilitate an informal resolution process. 

O.  Office for Civil Rights 

Any person who believes that he or she was the victim of sexual harassment may 
file a complaint with the Office for Civil Rights (OCR) at any time: 

U.S. Department of Education Office for Civil Rights 
Cesar E. Chavez Memorial Building 
1244 Speer Boulevard, Suite 310 

Denver, CO 80204-3582 
Telephone:  303-844-5695 

FAX:  303-844-4303; TDD:  800-877-8339 
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Email:  OCR.Denver@ed.gov 
 

An OCR complaint may be filed before, during, or after filing a Formal Complaint 
with the District. A person may forego filing a Formal Complaint with the District 
and instead file a complaint directly with OCR. The District recommends that a 
person who has been subjected to sexual harassment also file a Formal Complaint 
with the District to ensure that the District is able to take steps to prevent any further 
harassment and to discipline the alleged perpetrator, if necessary. OCR does not 
serve as an appellate body for District decisions under this Policy. An investigation 
by OCR will occur separately from any District investigation. 

 

Legal authority: Education Amendments Act of 1972, 20 USC §§1681 - 1688; 34 CFR 
Part 106 

Date adopted: 8/17/2020 

Date revised:  9/20/2021, 9/19/2022, 9/18/2023, 06/10/2024; 08/19/2024; 02/10/2025; 
04/21/2025; 07/10/2025 

mailto:OCR.Denver@ed.gov


© 2025 

Series 4000: District Employment 

4100 Employee Rights and Responsibilities 

4113 Michigan Earned Sick Time Act (ESTA) 

A. General 

Eligible employees will accrue paid leave as provided by the ESTA. Applicable 
provisions of a collective bargaining agreement, individual employment contract, 
or handbook remain in place and may provide additional paid leave time that is not 
provided by the ESTA. 

Unless otherwise agreed with union representation, the ESTA does not apply to 
employees subject to a conflicting collective bargaining agreement in effect on 
February 21, 2025, until the collective bargaining agreement expires.  

The ESTA does not apply to an employee subject to a conflicting individual 
employment contract in effect on February 21, 2025, until that contract expires, if 
all of the following are satisfied: 

• the District and the employee signed the contract on or before December 31, 
2024; 

• the contract is effective for not longer than 3 years; and 

• the District notified the Michigan Department of Labor and Economic 
Opportunity (LEO) of the contract. 

B. Definitions 

1. “ESTA benefit year” means the 12-month period from July 1 to June 30.  

2. “Eligible employee” means an employee engaged in service to the District. The 
following, however, are not eligible employees: 

a. an unpaid trainee or unpaid intern; 

b. a person employed in accordance with the Michigan Youth Employment 
Standards Act, MCL 409.101, et seq; or 

c.  positions when the employee may schedule their own working hours as 
approved by the Superintendent or designee. For those approved positions, 
the District will not take adverse personnel action for failure to schedule a 
minimum amount of working hours. 

If a collective bargaining agreement or contract meets the requirements in 
Section A above, then an employee covered by that contract is not an eligible 
employee until the contract expires. 

  



© 2025 

3. “Family member” is defined as: 

a. biological, adopted, or foster child, stepchild or legal ward, a child of a 
domestic partner, or a child to whom the eligible employee stands in loco 
parentis; 

b. biological parent, foster parent, stepparent, or adoptive parent or legal 
guardian of an eligible employee or an eligible employee’s spouse (under 
the laws of any state) or domestic partner or a person who stood in loco 
parentis when the eligible employee was a minor child; 

c. an individual to whom the eligible employee is legally married under the 
laws of any state or a domestic partner; 

d. grandparent, grandchild, and biological, foster, or adopted sibling;  

e. an individual related by blood; or   

f. an individual whose close association with the eligible employee is the 
equivalent of a family relationship. 

4. “Earned sick time” means paid leave as allowed by the ESTA. 

5. All other ESTA-defined terms apply to this Policy. 

C. Wait Period and Leave Reinstatement Upon Re-Employment 

A newly hired eligible employee may not use accrued earned sick time until 120 
calendar days after the employee’s start date, unless otherwise provided in a 
collective bargaining agreement, individual employment contract, employee 
handbook, or the ESTA. 

Upon discharge or other separation from employment, an employee automatically 
loses accrued earned sick time unless the employee is rehired by the District within 
2 months of the separation.  

Accrued earned sick time that is not used before an employee’s separation from 
employment will have no monetary value. If an employee separates from 
employment and is rehired by the District not more than two (2) months after 
separation, the District will reinstate previously accrued and unused earned sick 
time and allow the employee to use that earned sick time and accrue additional 
earned sick time upon reinstatement. This paragraph does not apply if the District 
paid the employee the value of the employee’s unused accrued earned sick time 
at the time of separation. 

D.  ESTA Leave Accrual and Frontloading 

1.  Leave Accrual 
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Unless the District frontloads earned sick time under Section D(2), an 
eligible employee begins accruing earned sick time on February 21, 2025, 
or the employee’s start date, whichever is later. 

An eligible employee will accrue 1 hour of earned sick time for every 30 
hours worked, but the eligible employee may only use up to 72 hours of 
earned sick time in a single ESTA benefit year. An FLSA-exempt eligible 
employee is assumed to work 40 hours per workweek unless the 
employee’s normal workweek is less than 40 hours. 

Up to 72 hours of unused accrued earned sick time will carry over from 
ESTA benefit year to ESTA benefit year.  

2. Frontloading Leave 

For each ESTA benefit year, the District may frontload earned sick time 
consistent with this policy, a collective bargaining agreement, or individual 
employment contract. 

If frontloading, the District will grant a full-time eligible employee 72 hours 
of earned sick time at the beginning of an ESTA benefit year. For a part-time 
eligible employee, the District will provide the employee with: 

• a written notice of how many hours the employee is expected to work 
during the ESTA benefit year at the time of hire; 

• an amount of earned sick time at the beginning of the ESTA benefit year 
that is proportional to the earned sick time the employee would accrue 
if the employee worked all the hours in that written notice; and 

• 1 hour of earned sick time for every 30 hours worked after the employee 
exceeds the work hours in that written notice. 

Frontloaded earned sick time will not carry over from one ESTA benefit year 
to the next unless authorized in the applicable collective bargaining 
agreement, individual employment contract, or handbook.  

3.  Compliance Presumption 

The District is in compliance with this Section D if it: 

• provides an eligible employee with paid time off in at least the same 
amounts of time off described in the ESTA that may be used for ESTA 
purposes or any other approved purpose, with the same time used for 
an ESTA purpose being subject to the ESTA; or 

• is a signatory to a collective bargaining agreement that requires 
contributions to a multiemployer plan under the Employee Retirement 
Income Security Act, subject to certain conditions.  
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E.  Additional Absences 

Additional absences, above and beyond earned sick time under the ESTA, are 
governed by an applicable collective bargaining agreement, individual employment 
contract, or Board Policy. 

 F.  Permissible Uses 

An eligible employee may use earned sick time for the following reasons: 

1. the employee’s mental or physical illness, injury, or health condition; medical 
diagnosis, care, or treatment of the employee’s mental or physical illness, 
injury, or health condition; or preventative medical care for the employee; 

2. for the employee’s family member’s mental or physical illness, injury, or health 
condition, medical diagnosis, care, or treatment of the employee’s family 
member’s mental or physical illness, injury, or health condition or preventative 
medical care for a family member of the employee; 

3. if the employee or the employee’s family member is a victim of domestic 
violence or sexual assault, for medical care or psychological or other 
counseling for physical or psychological injury or disability, to obtain services 
from a victim services organization, to relocate due to domestic violence or 
sexual assault, to obtain legal services, or to participate in any civil or criminal 
proceedings related to or resulting from the domestic violence or sexual 
assault; 

4. for meetings at a child’s school or place of care related to the child’s health or 
disability, or the effects of domestic violence or sexual assault on the child; or 

5. for closure of the employee’s place of business by order of a public official due 
to a public health emergency, for an employee’s need to care for a child whose 
school or place of care has been closed by order of a public official due to a 
public health emergency, or when it has been determined by the health 
authorities having jurisdiction or by a health care provider that the employee’s 
or employee’s family member’s presence in the community would jeopardize 
the health of others because of the employee’s or family member’s exposure 
to a communicable disease, whether or not the employee or family member 
has actually contracted the communicable disease. 

G.  Use of Earned Sick Time 

If the eligible employee’s need to use leave is foreseeable, the employee must 
provide notice to the District of the employee’s intent to use earned sick time at 
least 7 days prior to the date leave is to begin. If the eligible employee’s need to 
use leave is not foreseeable, the employee must provide notice to the District of 
the employee’s intent to use earned sick time as soon as practicable. For leave of 
more than 3 consecutive days, upon District request, the eligible employee must 
provide the District – within 15 days after the request – reasonable documentation 
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that earned sick time was used for an ESTA purpose. The District will be 
responsible for paying the eligible employee’s costs in obtaining the requested 
documentation. 

In cases of domestic violence or sexual assault, reasonable documentation 
includes any of the following: 

• a police report indicating that the employee or the employee’s family member 
was a victim of domestic violence or sexual assault; 

• a signed statement from a victim and witness advocate affirming that the 
employee or the employee’s family member is receiving services from a victim 
services organization; or 

• a court document indicating that the employee or the employee’s family 
member is involved in legal action related to domestic violence or sexual 
assault. 

All health, sexual assault, and domestic violence information and documentation 
received from an employee about earned sick time remains confidential and will 
not be disclosed, except to the employee, with the employee’s written permission, 
or as and to the extent required by law. 

Failure to comply with notice procedures or document requests to support the use 
of earned sick time, or using earned sick time for a non-permissible use, may result 
in discipline, including discharge. 

Unless otherwise provided in an employee’s collective bargaining agreement, 
individual employment contract, or handbook: 

• earned sick time must be used in hourly increments; and 

• an employee using earned sick time will not receive overtime pay, holiday pay, 
or bonuses for the earned sick time. 

H.  Notice and Recordkeeping 

The District will: 

1. provide an ESTA notice created by LEO to each eligible employee at hire or by 
March 23, 2025, whichever is later (see 4113-F-1); 

2. display in a conspicuous location in each of its buildings the ESTA poster 
created by the LEO; and 

3. retain for not less than 3 years records documenting hours worked and earned 
sick time taken by eligible employees. 

Legal authority: MCL 408.934b, 408.961 et seq., Mothering Justice v Attorney General, 
2024 Mich LEXIS 1454 (July 31, 2024) 
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BOARD OF EDUCATION 
FOREST HILLS PUBLIC SCHOOLS 

GRAND RAPIDS, MICHIGAN 
 

November 10, 2025 
 

 
 
SUPERINTENDENT/BOARD OF EDUCATION 
 
 
TOPIC: AASA National Conference  
 
The School Superintendents Association, AASA, is holding its national conference in Nashville, 
TN, February 12-14, 2026. The conference involves anticipating future trends, challenges, and 
opportunities in education and proactively shaping strategies and initiatives to address them for 
staff and students. The conference will incorporate emerging technologies, data-driven decisions, 
and an increased shift toward partnerships and collaboration. It offers a great opportunity for 
school superintendents to come together and develop a clear vision for the future of education. 
 
Superintendent Kirby is seeking board approval to attend this out-of-state professional 
conference. 
 
 
PROPOSED MOTION: 
 
I move that the Forest Hills Board of Education approve Superintendent Kirby’s attendance at 
the 2026 AASA National Conference, along with related travel/conference expenses. 
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