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REGULATION  Board of Education of Queen 

Anne’s County  
 

Responsible Office: Human Resources 

 

REGULATION for Non-Discrimination 103 - Staff 
 

I. REGULATION ELEMENTS  

 

A. Definitions 

 

1. Protected Status – an applicant’s or employee’s actual or perceived race, color, 

Gender identity, sexual orientation, age, national origin, religion, socio-economic 

status, or disabling condition, and/or other protected group characteristic identified 

in applicable federal, state, and local employment discrimination laws. 

 

2. Discrimination – decisions and/or practices differential treatment based on an 

individual’s protected status that unlawfully affects employment or the 

compensation, terms, conditions, or privileges of an individual’s employment with 

QACPS; or creates an intimidating, hostile, or offensive working environment, or 

substantially interferes with an individual’s work or otherwise is sufficiently 

serious to limit an individual’s employment opportunities. 

 

3. Harassment – a form of discrimination that involves: 

 

(a) Unwelcome and offensive conduct, which need not be severe or pervasive, 

when: 

 

(i) the conduct is based on race, color, religion, ancestry or national origin, sex, 

age, marital status, sexual orientation, gender identity, disability, or military 

status; and 

(ii) submission to the conduct is made either explicitly or implicitly a term or 

condition of employment of an individual; 

 

(b) Submission to or rejection of the conduct is used as a basis for employment 

decisions affecting the individual; or 

(c) Based on the totality of the circumstances, the conduct unreasonably creates a 

working environment that a reasonable person would perceive to be abusive or 

hostile. 

 

4. Sexual Harassment – includes conduct, which need not be severe or pervasive, that 

consists of unwelcome sexual advances, requests for sexual favors, or other conduct 

of a sexual nature when: 
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(a) Submission to the conduct is made either explicitly or implicitly a term or 

condition of employment of an individual; 

(b) Submission to or rejection of the conduct is used as a basis for employment 

decisions affecting the individual; or 

(c) Based on the totality of the circumstances, the conduct unreasonably creates a 

working environment that a reasonable person would perceive to be abusive or 

hostile. 

 

5. Retaliation – the act or process of threatening or otherwise penalizing a person for 

reporting an alleged violation of policy or regulation or for participating in an 

investigation, hearing, or reasonable accommodation process of an alleged 

violation 

 

6. Complaint of discrimination or harassment – a verbal or written report in which an 

applicant for employment or an employee alleges that he or she has been subjected 

to the prohibited conduct described in this Regulation or Board Policy 103. 

 

B. Procedures 

 

1. Complaints of Discrimination or Harassment 

 

(a) An individual who believes that he or she has been the subject of discrimination 

or harassment, except as provided in paragraph 4 below, may make a written 

report of the allegations to his or her Principal or immediate supervisor, or make 

a written report of the allegations to the Director of the Department of Human 

Resources. If the Principal or immediate supervisor is the alleged 

discriminating party or harasser, the employee may report it to that person’s 

supervisor. 

(b) Any report of discrimination or harassment should include the specific basis for 

the belief that unlawful discrimination has taken place, the names of the parties 

involved, the names of any witnesses, and the dates of when the alleged 

discrimination occurred. A written report of discrimination or harassment, 

made in this manner, shall be construed to be the Complaint. 

(c) The Complaint shall be reviewed and a conference held with the Complainant 

within twenty (20) work days of the initial complaint or as soon as practicable. 

(A work day is defined as a day when the Central office is open.) A preliminary 

investigation into the allegations may be conducted at the discretion of the 

Director of Human Resources. 

(d) A written record of any meeting or discussion and actions taken shall be 

maintained. All discussions, written communications, records, and proceedings 

shall be confidential and disclosed only to those with a legitimate need to know. 

Filing of a Complaint or otherwise reporting unlawful harassment shall not 

reflect upon the individual’s status, nor shall it affect future employment or 

work assignments. However, a complainant’s failure to cooperate with the 

investigation into his or her allegations may result in the dismissal of the 

Complaint. 
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(e) The Director of Human Resources may present the Complaint to an internal 

management team for instructions on whether the Complaint requires a full 

investigation. 

(f) The Superintendent of Schools, or his or her designee, may direct resolution of 

the Complaint prior to an investigation at their discretion. 

(g) If a full investigation is deemed appropriate, the matter shall be promptly 

investigated. If administratively possible, findings shall be completed within 

sixty (60) work days of the date the investigation began or as early as 

practicable, and 2 Regulation | 103.2 shall be presented to an internal 

management team for review and resolution of the complaint. 

(h) If a Complaint is substantiated, the complainant shall be so notified in writing 

that his or her allegations were substantiated, and his or her supervisor and/or 

the Director of Human Resources will discuss the availability of appropriate 

assistance. 

 

2. Retaliation 

 

Complaints of retaliation shall be reviewed, investigated, and resolved by the 

Director of Human Resources, using the same timelines as investigations of 

discrimination or harassment. 

 

3. Violations 

 

(a) An employee who violates this Regulation and Policy 103 shall be subject to 

appropriate disciplinary actions, which may include counseling, suspension, or 

termination of employment, depending upon the severity of the offense. A 

violation of this policy may require, as a condition of continuing employment, 

participation in counseling and/or other interventions designed to assist in the 

recognition and correction of stereotyping, discrimination, bias, and prejudice. 

(b) Any disciplinary action taken against an employee may be appealed in writing 

to the Superintendent within ten (10) work days from when the employee is 

notified of the action taken. If the employee is not satisfied with the decision of 

the Superintendent or his or her designee, he or she may appeal to the Board of 

Education. 

 

4. Complaints alleging violations of sexual discrimination or sexual harassment in 

violation of Title IX shall be filed pursuant to procedures outlined in Policy 528 

and not the procedures outlined in this Regulation. 

 

C. References 

 

• Policy 103, “Non-Discrimination and Equity”, adopted by Queen Anne’s County 

Board of Education 

Adopted 5/2/2013 

• Policy 401, “Disability Accommodations”, adopted by Queen Anne’s County 

Board of Education, 
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Adopted 5/3/2017 

• Policy 528, “Title IX”, adopted by Queen Anne’s County Board of Education, May 

4, 2016. 

• Md. Code Ann., Educ. §§ 4-108, 26-704. 

 

II. IMPLEMENTATION 

The Superintendent directs QACPS staff to implement this regulation. 

III. EFFECTIVE DATE 

Date: September 2, 2026 

 
Matthew Kibler, Ed.D.  

Superintendent, Queen Anne’s County Public Schools  
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