LAKEHEAD DISTRICT SCHOOL BOARD

SPECIAL EDUCATION ADVISORY COMMITTEE (SEAQ)

Jim McCuaig Education Centre 2026 JAN 21

6:00 p.m.

MEMBERS PRESENT:

Suzanne Posthumus, Chair Alina Cameron, Vice Chair
Sarah Niles Trustee Leah Vanderwey
Liz Tod Trustee George Saarinen
Wendy Carroll Anne Antenucci

Michelle Blackburn Tara Ingram

Miranda Myers Scott McBean

OTHERS PRESENT:

Maggie Fredrickson

Simona Serrao

1.

ABSENT WITH REGRET:

Michelle Probizanski

Call to Order
Suzanne Posthumus, Chair, called the meeting to order at 6:01 p.m.

Disclosure of Conflict of Interest

There were none.

Approval of the Agenda

Moved by Trustee Saarinen Seconded by Liz Tod
“THAT the agenda for the SEAC Meeting, January 21, 2026, be approved.”

Land Acknowledgement

Suzanne Posthumus, Chair, acknowledged the lands and traditional territory.

Delegations and Presentations

5.1 Sasha Friske, Registered Behavior Analyst, and Kim Pineau, Autism Resource
Teacher, presented the Autism Student Supports Presentation.

All members’ questions were addressed.

5.2 There were no delegations
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6. Approval of Minutes

Moved by Anne Antenucci Seconded by Sarah Niles

“THAT the minutes of November 19, 2025, SEAC meeting be approved.”

CARRIED
Moved by Michelle Blackburn Seconded by Alina Cameron
“THAT the minutes of December 17, 2025, SEAC meeting be approved.”

CARRIED

7. Unfinished Business and General Orders

There were none.

8. Work Plan — N/A

9. Correspondence

Suzanne Posthumus, Chair reviewed the SEAC correspondence that was distributed
during the month of December 2025 as follows:

e Policy under review: Use of School Buildings, Facilities & Grounds - Due February 9,
2026;

e Special Education Advisory Committee Table at Superior Collegiate & Vocational
Institute: Grade 8 Open House - February 11, 2026, 7 p.m.; and

e Special Education Advisory Committee Table at Hammarskjold High School —
February 12, 2026, 6 p.m.

10. New Business

10.1 Maggie Fredrickson, Principal of Special Education, provided the following
special education update:

e Lakehead Public Schools (LPS) Speech-Language Team is managing a
high caseload. An increasing number of students are entering school as
non-speakers, intensifying the need for additional support. Lakehead
District School Board (LDSB) has received additional Northern Adjustment
funding to engage external providers to help alleviate pressure in this area;

« training was scheduled for special education facilitators on Friday, January
16, 2026, to self-evaluate their IEPs. This training was a success with good
discussion and learning; and

e student support professionals (SSP) update was provided on learning and
training.

All members’ questions are addressed.



11.

12.

13.

14.

LAKEHEAD DISTRICT SCHOOL BOARD

SPECIAL EDUCATION ADVISORY COMMITTEE (SEAQC)

Information/Inquiries & Association Reports

* Anne Antenucci of Autism Ontario provided the Autism Ontario update. April
2026 is Autism Awareness month. Theme this year is ‘Celebrate the
Spectrum’. April 2, 2026 is World Autism Day;

e Scott McBean of Children’s Centre Thunder Bay shared an update of
change in CEO for their organization effective April 1, 2026. Terra Lofts has
been appointed as the new CEO;

e Michelle Blackburn provided the George Geffery Children’s Centre update;
and

» Alina Cameron, Community Member, provided the Ontario Autism Coalition
(OAC) update.

SEAC Budget Update

Maggie Fredrickson, Principal of Special Education, reported the SEAC Budget to be at
$9,109.

Board Update

Trustee Vanderwey provided the following Board update from the recent Board Advisory
Committee meeting, January 13, 2026:

e the Arts Department chair and team were awarded the Trustee Character
Award for the Chippewa Park Carousel,

e the Arts Program presented an overview of their program. All areas of the
strategic plan initiatives are met in this program; and

e the Health and Safety Program — Semi Annual Report was presented.

Adjournment
Moved by Trustee Saarinen Seconded by Michelle Blackburn

“THAT we do now adjourn at 7:00 p.m.”
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PERSONNEL & EMPLOYEE RELATIONS 7000

HUMAN RIGHTS AND WORKPLACE

HARASSMENT PROCEDURES 7030

3.3

3.4

3.2.2

3.2.3

Reports through the portal are not immediately considered to be formal written
complaints, as detailed in Section 5 of this procedure.

Complaints submitted through the portal that have all required information may
be classified into two streams:

3.2.2.1 Steam A: Questions, concerns, or general inquiries that do not require a
resolution process under 7030 policy/procedure; or

3.2.2.2 Stream B: Complaints or concerns that require a resolution process under
7030 policy/procedure. Complaints in Stream B may be classified as
formal written complaints (per Section 5 of this procedure).

Anonymous complaints or complaints without sufficient information submitted
through this portal may not be investigated.

In the following cases, individuals will be directed as noted:

3.3.1

3.3.2

3.3.3

3.3.4

Incidents/complaints against a trustee or superintendent (supervisory officer) will
be referred to the director of education. If the alleged harasser is a trustee, the
director of education may seek legal advice about referring the matter to the
Trustee Code of Conduct, Board of Trustees, or an external investigator, as
deemed appropriate. If the alleged harasser is a superintendent, the director of
education will bring in outside legal counsel and, if necessary, an external human
resources expert to support in the investigation.

Incidents/complaints against the director of education will be referred to the chair
of the Board of Trustees The chair shall seek external legal counsel and an
external human resources expert to support the investigation and management
of the complaint. The chair shall bring the complaint to a Special Board, or the
next Regular Board meeting based on the advice of legal counsel.

Incidents/complaints against the chair of the Board of Trustees will be referred to
the director of education. The director of education must notify the Board of
Trustees of the complaint. Trustees must work to resolve it under the guidelines
outlined in the Trustee Code of Conduct.

Incidents/complaints of harassment or behaviour of a violent nature, including
physical assault and sexual assault, must be formally reported according to
LDSB’s policies, such as 7040 Violence in the Workplace policy and related
procedures. The individual(s) may refer the matter to the police. Lakehead
District School Board may refer the matter to the police.

All human rights and workplace harassment complaints must be filed within one year of
the last alleged incident.
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3.5

3.6

3.4.1

3.4.2

3.4.3

In the event the complaint is being filed after one year, the complainant must
identify, in writing, the reason(s) for the delay in filing the complaint, for
consideration by the appropriate superintendent or designate.

It is within the discretion of LDSB to determine whether a complaint can be filed
beyond the one-year anniversary of the last alleged incident.

Prompt reporting is encouraged as it allows for more thorough and accurate
investigations, where needed. Investigations, where needed, will be conducted
within a reasonable timeframe, respecting both the need for a prompt resolution
and the need for a thorough and complete investigation.

Reprisal or retaliation against an individual for making a report of harassment,
discrimination, or workplace harassment in good faith or against an individual for
participating in good faith, in these procedures, is prohibited. An allegation of reprisal
can be reported to the superintendent, for appropriate action.

3.5.1

3.5.2

Allegations of reprisal against a trustee or superintendent should be reported to
the director of education. The director will initialize a review of the complaint
using the processes outlined in Section 3.3 of this procedure.

Allegations of reprisal against the director of education should be reported to the
chair of the Board of Trustees. The Board of Trustees will initialize a review of
the complaint using the processes outlined in Section 3.3 of this procedure.

Any person can also pursue their complaint externally including at the Ontario Human
Rights Tribunal, contact the Ministry of Labour or law enforcement, at any time, as
appropriate.
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4.0

Informal Complaint Process

4.1

There is nothing in this process that would prevent a complainant from bypassing the
informal resolution stage and proceeding directly to request a formal investigation. The
informal options, (excepting for complaints involving students), to resolve complaints are
the following.

411

41.2

413

Option one: where appropriate, complainants can choose to resolve their
complaint first by addressing the person(s) involved, stating clearly the behaviour
or actions are objectionable and must be stopped. This is a voluntary step. If
this encounter does not result in the end of the harassment, discrimination, or
workplace harassment or if the complainant is uncomfortable with addressing the
individual(s) involved, alternate methods of reporting are available.

Complainants are encouraged to keep a record of dates, times, places and
witnesses of the harassment, discrimination, or workplace harassment, as well
as specific details.

If the complainant is not satisfied with the results of the above process or is
uncomfortable addressing the individual(s) involved, the harassment,
discrimination or workplace harassment can be reported to those with
supervisory authority at LDSB (for example, the principal or vice principal of the
school, supervisor, manager, or a union representative, if applicable). Once the
harassment, discrimination or workplace harassment has been reported to an
employee with supervisory authority at LDSB and a preliminary investigation (at a
minimum talking to complainant and respondent) has taken place, if deemed
appropriate, an informal resolution can be sought using Option Two or Option
Three.

Option two: attempt an informal resolution with the involvement of the employee
with supervisory authority at LDSB (e.g., complainant speaking with respondent
or with respondent apologizing to the complainant).

Option three: LDSB may offer mediation or other forms of alternative dispute
resolution to the complainant(s) and respondent(s) where appropriate.

4.1.3.1 If one or more parties identify as Indigenous, LDSB may be able to
provide resolution or mediation services that are in line with the parties’
Indigenous practices and beliefs on conflict resolution. Parties must
agree to proceed with culturally aligned resolution. Lakehead District
School Board will endeavour to provide these services if appropriate and
feasible.
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4.2

4.3

4.4

4.5

As part of Option Two and Option Three the complainant will be informed:

of the policy and these procedures;

about the limits to the confidentiality of the process (see section 5.6.4);

about counselling for eligible employees provided by LDSB;

they can withdraw the complaint at any time;

they can bring a support person (e.g., union representative) to assist them with
the process and in accordance with collective agreement provisions. A support
person must keep complaint related information confidential and may be required
to sign a confidentiality agreement; and

they can initiate a formal written complaint.

As part of Option Two and Option Three the respondent will be informed:

of the policy and these procedures;

about the limits to the confidentiality of the process (see section 5.6.4);

about counselling for eligible employees provided by LDSB;

they can bring a support person to assist them with the process and in
accordance with collective agreement provisions. A support person must keep
complaint related information confidential and may be required to sign a
confidentiality agreement; and

of the nature of the allegation, and who has filed the complaint.

If the complaint cannot be resolved informally, to the satisfaction of the complainant, the
complainant can choose to file a formal written complaint.

Employees, in accordance with these procedures, may also file informal complaints if
they witness harassing or discriminatory behaviour, if they are unable to speak to the
individual(s) involved, or if speaking with the individual(s) involved was unsuccessful.
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5.0

Formal Complaint Process

5.1

5.2

5.3

Employees

It is preferred that employee complainants report the incident or complaint using the
online complaint reporting form but should keep a written copy that describes the
incident, the steps taken to resolve the matter, and the names of witnesses. The
complaint will be forwarded to the appropriate supervisory authority at LDSB. If an
employee opts to report the matter verbally initially, they can report it to their immediate
supervisor or the human resources officer for their area. If the immediate supervisor is
the respondent, the complaint will be provided to the person to whom the supervisor
reports or the appropriate superintendent. If the respondent is a superintendent, trustee,
or the director of education, the complainant should address their complaint to the
designated person outlined in Section 3.3.

Students

Student complainants should provide a written copy of the harassment or discrimination
complaint, describing the incident(s), witnesses and any steps already taken to resolve
the matter to their principal or vice-principal directly. If assistance is required in reporting
the complaint, the student should contact the principal or vice-principal directly, or
through their parent/guardian/teacher. If the principal is the respondent, then the
complaint letter should be sent directly to the appropriate superintendent. The principal
or designate (as determined by the superintendent) will address the complaint according
to the policy and procedures and other applicable LDSB policies or procedures. If the
respondent is a superintendent, trustee, or the director of education, the complainant
should address their complaint to the designated person outlined in Section 3.3.

Other Users

Other user complainants should send a written copy of the harassment or discrimination
complaint, describing the incident(s), witnesses and steps already taken to resolve the
matter, to the immediate supervisor of the area/school/Board office where the
respondent is working. In cases where the respondent is the supervisor, the complaint
should be provided to the appropriate superintendent. If the respondent is a
superintendent, trustee, or the director of education, the complainant should address
their complaint to the designated person outlined in Section 3.3.
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54

The Role of the Superintendent (Supervisory Officer)

5.41

5.4.2

54.3

5.4.4

54.5

The supervisory officer under this procedure is responsible for dealing with
complaints (the “Responsible SO or RSO”). The RSO will respond to complaints
by having a preliminary assessment of incidents/complaints of
harassment/discrimination or workplace harassment conducted, in order to
determine if, on the face of the complaint, the allegation(s) meet the definition of
harassment/discrimination or workplace harassment and to determine
appropriate next steps to deal with an incident/complaint, in a manner deemed
appropriate in the circumstances. This may include consulting with the Office of
the Human Rights & Equity Advisor (OHREA) or re-directing matters to another
department of LDSB as deemed appropriate by the RSO. Actions taken or fact-
finding conducted for the purposes of an assessment will be deemed an
investigation appropriate in the circumstances for purposes of the OHSA, if the
assessment determines that on the face of the complaint no further investigation
of the matter is warranted.

If it is determined that on the face of the complaint it rises to the definition of
harassment/discrimination or workplace harassment, the RSO will retain carriage
of the complaint and assign it to an investigator or investigation team, as
appropriate.

If, on the face of the complaint, the allegations do not meet the definition of
harassment/discrimination or workplace harassment, the RSO may forward the
complaint to another area of the Board to address (e.g., appropriate
supervisory/managerial staff, human resources in cases involving alleged
culpable behavior, workplace violence), or the RSO may recommend mediation
or alternative dispute resolution, as deemed appropriate in the circumstances. In
such cases, supervisory staff, in conjunction with the union/association/federation
representative and the affected employee(s), should give consideration as to
whether a third-party mediator (agreeable to all parties), is appropriate. In some
cases, the RSO may determine that no further action is required.

Where it is determined by the RSO that the matter is more appropriately dealt
with by another department of LDSB, the complainant will be notified prior to
forwarding the complaint. In such cases, the alleged respondent is typically not
notified by the RSO.

The RSO may also determine, in consultation with human resources, that the
matter complained of has already been dealt with through another forum (i.e.,
grievance/arbitration, human resources, disciplinary process). In such cases, the
complainant will be advised of this by the RSO prior to file closure.
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5.5

5.6

5.4.6 The RSO has discretion to limit the allegations in any complaint due to
duplication of information or in order to streamline the complaint, without loss of
any substantive information.

5.4.7 In the event of a complaint against a superintendent, the director of education will
bring in external legal counsel and, if necessary, an external human resources
expert to support in the investigation and fulfill the duties of the RSO.

5.4.8 In the event of a complaint against a trustee, the director of education will notify
the Board of Trustees who will manage the complaint through the process
outlined in the Trustee Code of Conduct.

5.4.9 In the event of a complaint against the director of education. The chair of the
Board shall seek external legal counsel and an external human resources expert
to support the investigation and management of the complaint and fulfil the duties
of the RSO. The chair shall bring the complaint to a Special Board or the next
Regular Board meeting based on the advice of legal counsel.

Investigators

To conduct an investigation most appropriate according to the policy, LDSB can assign
an employee(s) with supervisory authority as an internal investigator(s) and/or may
appoint an external investigator(s). Lakehead District School Board may assign an
external third-party investigator(s), where necessary, for various reasons such as
complexity or limited resources. The investigator(s) shall act in accordance with the
policy and these procedures and with any small variations if deemed necessary by
LDSB. If the respondent is a superintendent, trustee, or the director of education, an
investigator will be appointed per the procedures outlined in Section 3.3.

Investigation Process

5.6.1 The investigation of an allegation of harassment, discrimination or workplace
harassment must be consistent with current collective agreements in case of
employees, applicable Board policy(s) in case of students, and the doctrine of
"procedural fairness".

5.6.2 Normally, LDSB will aim to complete an investigation within 90 days of the
complaint being assigned for investigation. Factors that may affect this timeline
include the number of parties, the availability of parties to the complaint, the time
of the year the complaint is received (e.g., during summer, school-based
employees may not be available), and the complexity of the matter.

5.6.3 Any person reporting an incident or complaint of harassment, discrimination or
workplace harassment or participating in a process to resolve the matter, are
required to keep the complaint related information confidential.



PERSONNEL & EMPLOYEE RELATIONS 7000

HUMAN RIGHTS AND WORKPLACE

HARASSMENT PROCEDURES 7030

5.6.4 Lakehead District School Board keeps the files in accordance with the records

5.6.5

5.6.6

5.6.7

5.6.8

5.6.9

retention schedule. Lakehead District School Board maintains confidentiality and
will share information, to the extent necessary, to protect students and
employees (e.g., to create a safety plan or for the separation of parties) for
actions such as investigation, follow-up, corrective action or as otherwise
required by law. Lakehead District School Board may be legally required to
provide information to an outside authority. As well, LDSB may be legally
required to speak to the respondent regarding the harassment, discrimination, or
workplace harassment and, where appropriate, take further action. It is for these
reasons that absolute confidentiality cannot be provided. Lakehead District
School Board cannot be held responsible for the actions of the complainant(s),
respondent(s) or others involved and in relation to any outside agency.

The investigator(s) will explore, with parties, any concerns of physical safety and
will make them known to the appropriate superintendent and, when the matter
involves an employee(s), inform the human resources manager.

In some circumstances, an interim separation of parties pending final disposition
of the complaint may be needed. An interim separation pursuant to these
procedures does not constitute “discipline” or a “transfer”.

Regardless of the outcome of the complaint, no action will be taken against a
complainant unless it can be shown that the complaint was made maliciously or
in bad faith.

All parties (such as, complainants, respondents, and witnesses) shall be
provided copies of the policy, these procedures and will also be advised about
maintaining confidentiality and not engaging in reprisal or threats of reprisal.

Where a report or complaint is filed in good faith, the employee who filed the
report shall not be subject to any reprisal by anyone in the employ of LDSB or not
in the employ of the LDSB if said individual is a student, parent, guardian,
community member or person who works on or is invited to LDSB premises.

Should an employee who filed a report or complaint in good faith be the subject
of a reprisal, then an investigation into the alleged reprisal shall be initiated
following its reporting to the superintendent, as needed.

5.6.10 Should the individual who is found to have reprised against an employee who

filed a report in good faith, also be an employee of LDSB and the reprisal was
proven as a result of an investigation, then said individual may be subject to
disciplinary action in accordance with the appropriate collective agreement and
LDSB policies governing such matters.
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5.7

5.6.11 Should the individual be found to have reprised against an employee who filed a

report in good faith be someone other than an employee of LDSB, and the
reprisal is proven as a result of an investigation, then said individual may be
subject to some form of sanction issued in accordance with LDSB policies and
procedures and school/office where the employee who was subject to the proven
reprisal works.

Formal Employee Complaints

5.7.1

5.7.2

5.7.3

5.7.4

5.7.5

5.7.6

Participants involved in the formal investigation will normally include the
complainant, the respondent, witnesses (if any), an investigator(s) and/or support
person(s).

Once a formal written complaint alleging harassment, discrimination or workplace
harassment is received, the superintendent(s) appoints an investigator(s) with an
identified lead investigator, where needed.

The investigator(s) meets with the appropriate principal or manager to discuss
the issue. Investigator(s) will keep detailed notes pertinent to the investigation
and as outlined in “records of investigation” ( 8.4).

The investigator(s) normally will meet with the complainant first, to obtain the
necessary information pertaining to their complaint.

The investigator(s) will inform the respondent about the complaint and seek the
respondent’s response to the allegations. A copy of the formal signed complaint
will be submitted to the respondent, indicating the name of the complainant and
respondent, the places, times, dates, and nature of the alleged incidents being
investigated.

The investigator(s) conducts further fact-finding meeting(s) as needed including
to interview potential witnesses.
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5.8

5.7.7

5.7.8

5.7.9

5.7.10

5.7.11

5.7.12

Once the investigator(s) has completed the fact-finding, the final report of the
investigation and a final summary report will be prepared. The final summary
report is provided to the complainant, respondent, and the appropriate
superintendent(s) or RSO. This summary will respect confidentiality to the extent
possible.

In cases where there is a breach of the policy, appropriate disciplinary or
remedial sanctions will be implemented. A record of the remedial or disciplinary
action will be placed in the appropriate employee’s personnel file. The
complainant and respondent will be informed, in writing, about results of the
investigation and of any corrective action that has been or will be taken as a
result of the investigation. In accordance with confidentiality and/or collective
agreements, details of corrective action(s) against employees may not be
disclosed.

Where a resolution cannot be reached, or if the complainant is not satisfied with
the resolution, an outside agency may become involved. Lakehead District
School Board will cooperate, as required, with external proceedings (i.e., police,
Ontario Human Rights Tribunal) as required by law.

Should the complaint be proven to be malicious or in bad faith, the complainant
may be subject to the disciplinary action.

Where an employee related complaint has been investigated, human resources
will maintain the investigation records in accordance with section 8.0, Records.

Under Regulation 18(1) (b) of the Teaching Profession Act, a teacher must "on
making an adverse report on another member, furnish that member with a written
statement of the report at the earliest possible time and not later than three days
after making the report."

Formal Student Complaints

5.8.1

5.8.2

5.8.3

Participants involved in the formal investigation procedure will include the
complainant, the respondent, witnesses (if any), and the principal or designated
investigator and/or support person.

Once a formal written complaint alleging harassment or discrimination from a
student is received, the principal or designate(s) shall conduct an investigation.
The principal or designate(s) will keep detailed notes pertinent to the
investigation and as outlined in “records of investigation” ( 8.4).

The principal or superintendent will inform the parents/guardians of the involved
parties if the student(s) are under the age of 18.
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5.8.4

5.8.5

5.8.6

5.8.7

5.8.8

5.8.9

5.8.10

The investigator(s) normally will meet with the complainant first, to obtain the
necessary information pertaining to their complaint.

The investigator(s) will inform the respondent about the complaint and seek the
respondent’s response to the allegations. A copy of the formal signed complaint
will be submitted to the respondent, indicating the name of the complainant and
respondent, the places, times, dates, and nature of the alleged incidents being
investigated.

The principal or designate(s) conducts further fact-finding meeting(s,) as needed,
including to interview potential witnesses.

Once the principal or designate(s) has completed the fact-finding investigation,
the final report of the investigation and a final summary report will be prepared.
The final summary report is provided to the complainant (parent/guardian where
appropriate), respondent and the appropriate superintendent(s) or RSO. This
summary will respect confidentiality to the extent possible.

In cases where there is a finding that a breach of the policy has occurred,
appropriate disciplinary/remedial sanctions will be implemented. A record of the
remedial or disciplinary action will be kept. The complainant and respondent
will be informed, in writing, about results of the investigation and of any
corrective action that has been or will be taken as a result of the investigation.
In accordance with confidentiality and/or collective agreements, details of
corrective action(s) against employees may not be disclosed.

Where a resolution cannot be reached, or if the complainant and/or their
parents/guardians are not satisfied with the resolution, an outside agency may
become involved. Lakehead District School Board will cooperate, as required,
with any external proceedings (for example, police, Ontario Human Rights
Tribunal).

Should the complaint be determined to be malicious or in bad faith, the
complainant may be subject to the disciplinary action.
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5.9

Formal Other User Complaints

5.9.1

5.9.2

5.9.3

594

5.9.5

5.9.6

5.9.7

5.9.8

Participants involved in the formal investigation procedure will include the
complainant, the respondent, witnesses (if any), and an investigator and/or
support person.

Once a formal written complaint alleging harassment or discrimination is received
from another user, the appropriate superintendent will appoint an investigator(s).

The investigator(s) will meet with the manager to discuss the issue, as needed.
The investigator(s) will keep detailed notes pertinent to the investigation and as
outlined in “records of investigation” ( 8.4).

The investigator(s) conducts further fact-finding meeting(s), as needed, including
to interview potential withesses.

Once the investigator(s) has completed the fact-finding investigation, the final
report of the investigation and a final summary report will be prepared. The final
summary report is provided to the complainant, respondent, and the appropriate
superintendent(s) or RSO. This summary will respect confidentiality to the extent
possible.

The complainant and respondent will be informed, in writing, about results of
the investigation and of any corrective action that has been or will be taken as
a result of the investigation. In accordance with confidentiality and/or
collective agreements, details of corrective action(s) against employees may
not be disclosed.

Where a resolution cannot be reached, or if the complainant and/or their
parents/guardians are not satisfied with the resolution, an outside agency may
become involved. Lakehead District School Board will cooperate, as required,
with external proceedings (for example, police, Ontario Human Rights Tribunal).

Should the complaint be determined to be malicious or in bad faith, the
complainant may be subject to the disciplinary action.
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6.0

Possible Remedial or Disciplinary Action

The type of remedy or discipline should:

be based on an investigation;
take all relevant factors into consideration; and

. be in accordance with the principles of progressive discipline and just cause, where
applicable.

6.1 Employee Respondents

Any remedial or disciplinary action must be taken in consultation with the human
resource manager or the superintendent of business. Action taken against an employee
respondent may include discipline, up to and including, termination.

Some examples are as follows:

e an oral or written reprimand and/or a letter in file;
counselling or training with an educational component focused on the impact of
discrimination;

e continuing the employee in their assignment with precautionary measures, where
appropriate;
suspending the employee without pay; and
termination.

Depending on the severity of remedial or disciplinary action taken, LDSB may be
obligated to report the matter to the employee’s regulatory body.

6.2 For student respondents remedial or disciplinary action to address the misconduct could
be as follows:

an oral or written reprimand and/or a letter;

counselling with an educational component focused on discrimination;

informing parents, where applicable, according to LDSB policy;

suspension;

transfer (class or school);

expulsion; and

other appropriate discipline as outlined in the Education Act, other LDSB policies, or
applicable Code(s) of Conduct.
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6.3

For other user respondents action taken could be as follows:

a letter of disapproval and warning;
revoking of permits or contracts;
issuing a trespass notice; and

other remedies as applicable by law.

Withdrawn & Abandoned Complaints

71

7.2

7.3

8.1

8.2

A complainant who has submitted a formal or informal complaint under this policy may
opt at any time to withdraw their complaint.

7.1.1 Intent to withdraw a complaint must be submitted to the investigator or RSO in
writing.

7.1.2 Once a complaint is withdrawn, the file will be considered closed and cannot be
revived. The complainant can resubmit the complaint to open a new file, subject
to the time limits outlined in this procedure.

A complainant can also voluntarily elect to forgo their formal complaint and investigation
to instead participate in any options outlined in Section 4 — Informal Complaint Process.

The investigator will take all reasonable steps to contact and gather information from the
complainant and all parties involved. Should the complainant cease contact with the
investigator during the investigation, the complaint file may be deemed abandoned.

7.3.1 The investigator must demonstrate that they attempted to communicate with the
complainant without response for a period of at least thirty (30) days in order to
deem a complaint abandoned.

7.3.2 The investigator will notify the RSO (or other designated party) that the file is
abandoned and closed. These files cannot be reopened.

7.3.3 Complainants may resubmit their complaint to open a new file, subject to the time
limits outlined in this procedure.

Records

All information will be gathered and dealt with in accordance with the Municipal Freedom
of Information and Protection of Individual Privacy Act and be marked “PRIVATE AND
CONFIDENTIAL”. Records of investigation will be kept securely and according to the
record retention schedule at LDSB.

Records of investigation may include copies of the complaint, details regarding the
incident/complaint, investigation notes, summaries, or reports.
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8.3

8.4

Human resources will maintain investigation records pertaining to employees in a
confidential file.

Records shall be kept for a period of a minimum of two years and in accordance with
LDSB’s Records Retention Schedule. If, at the time prescribed in the retention
schedule, there is no litigation, investigation, ongoing concerns, or further activity under
these procedures and the 7030 Human Rights and Workplace Harassment Policy
involving a party to the original complaint, all records of the complaint may be destroyed.
A record of the type of document destroyed, by whom and when, should be kept in
accordance with privacy legislation.

8.4.1 The director of education and superintendent of human resources must approve
the destruction of records of the complaints from an employee’s confidential file.
Approval will not be unreasonably withheld.

8.4.2 For records of complaints against a superintendent, the director of education
should follow the advice of the external legal counsel who managed the
complaint.

8.4.3 For records of complaints against the director of education, the Board of Trustees
should follow the advice of the external legal counsel and human resources
expert who managed the complaint.
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Review

These procedures will be reviewed annually, in accordance with the Occupational Health and
Safety Act, R.S.0. 1990, subsection 32.0.1(1).

Cross Reference

7030 Workplace Harassment
and Human Rights Procedures

7040 Violence in the Workplace
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Accommodation Guideline
Appendix A
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8071 Bullying Prevention and
Intervention

8072 Sexual Orientation and
Gender Identity

8075 Service Animals in
Schools
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Education Act
Safe Schools Act
Ontario Human Rights Code

Occupational Health and Safety
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Policy/Program Memorandum
120 — Reporting Violent
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Policy/Program Memorandum
128 — Provincial Code of
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Dreaming Big After
High School?

The Empowered Kids Ontario
Scholarship Program is now open!

Eight awards of $3,000

Learn about eligibility, guidelines and apply online:
www.empoweredkidsontario.ca/scholarshipawards
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Scholarship Application Deadline: April 30, 2026
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WHAT IS EMPOWERED KIDS ONTARIO (EKO)?

We represent Ontario’s publicly funded developmental health sector—the centres
that provide leading clinical treatment and support so kids with disabilities and
developmental differences and their families can live their best lives.

We promote investments, policies and programs based on the best research and
thought leadership available. We look for smart, innovative approaches to care at
home, in schools and in communities across Ontario.

Our programs foster bold leadership and innovation, explore creative partnerships,
and build on the strong foundations that ensure Ontario continues to set the bar
for all aspects of child development.

WHAT IS THE EMPOWERED KIDS ONTARIO SCHOLARSHIP PROGRAM?

The EKO Scholarship Program empowers kids with disabilities and developmental
needs with awards of $3,000 to pursue their education goals and career dreams.

Post-secondary education is an important element for achieving independence,
yet people with disabilities and developmental needs are less likely to attend and
complete post-secondary education than their peers.

Our goal is for the EKO Scholarship Program to help address the unemployment
bias people with disabilities and developmental needs face, because nothing
should stand in the way of promising young Ontarians pursuing their education
and career goals.

If you have accessibility concerns, questions or would like additional guidance in

completing your scholarship application through an application coach,
please reach out to us at info@empoweredkidsontario.ca.
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February 19, 2026

The Honourable Paul Calandra
Minister of Education

Mowat Block, Queen’s Park
Toronto, ON

Dear Minister Calandra:

Re: Provincial Proposal to Replace Trustees with Provincially Appointed Supervisors

On behalf of the Special Education Advisory Committee (SEAC) of the Durham District School Board, | write to express
our profound disappointment and concern regarding the Ontario government’s proposal to expand the use of
provincially appointed supervisors in place of locally elected trustees in the province’s school boards.

The suggestion that trustees could be removed (or their role diminished) undermines local democratic control of
education and erodes community confidence. Trustees serve as a non-partisan, direct voice of families and students,
particularly those receiving special education supports. In contrast, supervisors appointed by Queen’s Park lack
accountability to local parents and caregivers. Furthermore, examples from other boards show that important
mechanisms for transparency - such as live-streamed SEAC meetings and regular trustee-parent communication - have
been curtailed under supervision, challenging families’ ability to stay informed and engaged.

We also note that there is no financial savings for the Ministry or school boards by replacing Trustees with Supervisors
but, in fact, costs more. The salary for 1 provincially appointed supervisor is approximately $350,000 per year, whereas
the remuneration costs for the 12 Trustees at the DDSB is $240,000. From our perspective, replacing Trustees with
provincially appointed supervisors, who have no connection to the local community and do not understand the unique
needs and culture of that community, runs contrary to PPM 170 regarding transparency, collaboration and building
trust and does so at a higher cost to school boards and, by extension, Ontario taxpayers.

Furthermore, setting up Parent/Student Support Offices, to be staffed by current Board staff, while a great point
of contact for parent/students to obtain information regarding Board process or policies, is not a replacement for
the advocacy a Trustee does on behalf of students and parents. As employees of the Board, staff is accountable to
the Board itself; in contrast, Trustees are accountable to their constituents. Parents and students, especially those
who require special education accommodations, will lose an important avenue to hold teachers, schools and the
Board accountable for ensuring that students are receiving those accommodations appropriately.

In the DDSB, SEAC members, including trustees and representatives from eight different associations (along with our
At Large members), work collaboratively to advise the Board on special education programs, services, and parent

ﬂm @DurhambDistrictSchoolBoard @DDSBSchools ddSb.Ca
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support. This local advocacy is vital to ensuring students with exceptional needs receive tailored supports that enable
their success.

We are concerned that removing elected trustees will disconnect families from decision-making processes and weaken
the advocacy structures that help protect the rights of students with special education needs. We urge the Ministry to
preserve local governance and strengthen, not weaken, the voices of parents and caregivers in shaping education
policies that affect their children.

Thank you for your consideration.

Sincerely,

, Z?é; ik d o

Eva Kyriakides

Chair, SEAC

Durham District School Board

cc: Chairs of Ontario Special Education Advisory Committees
Chandra Pasma, Shadow Minister of Education (CPasma-QP @ndp.on.ca)
John Fraser, Education Critic (jfraser.mpp.co@liberal.ola.org)
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translated means children raised in a good way.

Parents and caregivers of infants and children up to the age of six can
access the center five days a week for learning experience, social
interaction, support from early childhood educators. As an Anishinabek-led
center, parents and caregivers can expect the center to be culturally-safe,
relevant, reciprocal, and respectful.

EarlyON Program Information

Drop In - Perfect place for kids to play, explore, and make new friends in a

safe and welcoming environment! No registration required—just drop in
during our open hours and let the fun begin.

Intercity - The Early Years Community site is a shared space where service

providers offer families and children a place to play and explore local
resources, supports, and programs.

Morning Cuddles & Crumbs - Rise and shine with snuggles and snacks! Join
us for a fun-filled morning where you and your little one can cuddle up and
enjoy a tasty, nutritious breakfast snack together. It’s all about cozy
moments, giggles, and yummuy bites to kickstart your day the right way.

Family Fun Night - Join us for evening family fun! Bring the whole family for
a special time to learn, play, and grow together in a safe and welcoming
environment. Enjoy fun activities with your child(ren) and connect with other
families in our community. Dinner will be provided. Call 807-939-3160 or text
us at 807-632-0530 to register.

Beaded Keychain Workshop - Join us to create your own beautiful beaded
keychain with Jennifer! Lunch and child minding are available. Please
contact us to register! Call 807-939-3160 or Text 807-632-0530.



Simona Serrao

From: Anne Antenucci <anne.antenucci@gmail.com>

Sent: Monday, March 2, 2026 8:15 PM

To: Simona Serrao

Subject: Fwd: Last Call to Join Celebrate the Spectrum — April 1!
Follow Up Flag: Follow up

Flag Status: Completed

CAUTION: This email originated from outside of the Lakehead District School Board. Do not click links or
open attachments unless you recognize the sender, have verified their email address and know the content
is safe. ( MsgID: LDSB20190424 )

Please see below....

Anne Antenucci

---------- Forwarded message ---------

From: Autism Ontario Fundraising <fundraising@autismontario.com>
Date: Mon, Mar 2, 2026 at 1:13 PM

Subject: Last Call to Join Celebrate the Spectrum — April 1!

To: Anne Antenucci <anne.antenucci@gmail.com>

Wear tie-dye to bring awareness to the autistic community

Celebrate the Spectrum
School Giving Challenge

April 1-30, 2026

Endless possibilities in every pattern




Dear School Community,

April is almost here, and it’s time to Celebrate the Spectrum! Autism
Ontario’s School Giving Challenge kicks off April 1, 2026, and we want your
school to join the province-wide fun.

This is your chance to raise awareness, show support for autistic students of
all strengths and support needs, and make a real impact in your community.

Ways to Join the Challenge

e Register your school now — Rally students, staff, and families to raise
funds for Autism Ontario.

e Wear tie-dye or bright colours on World Autism Day, April 2!

o Share your celebration — Fly the flag or create your own fundraiser to
bring awareness for World Autism Day! Post photos on social media
with #AutismOntario #CelebrateTheSpectrum #WorldAutismDay to
inspire other schools.

e Use our Educator Toolkit —Share meaningful classroom activities
about autism and inclusion with your students using our Educator
Toolkit’s

Exciting Incentive Opportunity: Registered schools compete to raise the
most funds! The top school wins a $500 pizza lunch, and all participating
schools are entered into a draw for a $200 Dollarama gift card.

Your participation matters. Without schools like yours, we can’t provide the
programs and resources that support every student, including those who need
higher levels of support. Every dollar raised, every activity completed, and
every colourful tie-dye shirt worn helps make Ontario a more inclusive place
for autistic individuals of all strengths.

Let’s show the province how your school celebrates diversity and supports
every student. Register today and make April 1 the start of something special!

With appreciation,

Autism Ontario Fund Development Team

Learn more today!

Phone: 416-246-9592
Toll Free: 1-800-472-7789




You are receiving this email because your school and/or school board
participated in Raise the Flag and/or Celebrate the Spectrum in the past.
Autism Ontario is CASL-compliant. If you would like to unsubscribe from
receiving fundraising email solicitations, please click here.
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If you wish to present, please prepare a 10-minute presentation, followed by 5 minutes for
questions from Trustees. Kindly RSVP by Friday, March 27, 2026, to Simona Serrao,
providing your group name and the names of representatives attending so we can schedule
your group:

E-mail: simona_serrao@lakeheadschools.ca
Telephone: (807)625-5126

Please forward your electronic submission to simona_serrao@lakeheadschools.ca no
later than Friday, March 27, 2026. Additional written comments may also be submitted to this
email address.

For additional information regarding the 2026-2027 budget process, please view our Budget
Process web page on the Board’s website at:
https://www.lakeheadschools.ca/about/board/budget-process/

Should you have any questions, please contact Kirsti Alaksa, Superintendent of Business, at
807-625-5126.

We appreciate your ongoing partnership and look forward to your input.
Sincerely,

I

Trustee Scottie Wemigwans
Chair, Finance Committee

Encl (2)

o} Trustees
Senior Administration

Committed to the success of every student
www.lakeheadschools.ca
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How Resources Are Allocated by Type of Expense

Estimated Total Expenses by Object (% of Total)

Salaries and wages, together with employee benefits, account for the majority of costs,
reflecting the labour-intensive nature of public education. Supplies and services and fees and
contract services represent a smaller portion of spending and typically comprise areas with
more limited discretion. Amortization, interest, and other fixed or non-cash costs are required
expenses that cannot be readily adjusted in the short term.

Why This Context Matters

Most LDSB funding is committed to staffing, facilities, and core operational requirements,
leaving limited discretionary funding available. This context helps stakeholders frame input
around where discretionary resources should be prioritized to support the Strategic Plan
commitments to Belonging, Student Success, and Reconciliation and the Student Achievement
Plan outcomes (Literacy, Mathematics, Graduation Rates and Preparation for Future Success).

Committed to the success of every student
www.lakeheadschools.ca





