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The employment of relatives or persons involved in a significant personal or romantic 
relationship can give rise to a conflict of interest, the perception of favoritism or adversely 
affect the morale in the workplace. To maintain an atmosphere conducive to the District's 
educational purpose, the District has the discretion to not select, appoint, promote or transfer 
a person to a position within the same school or department in which the person’s relative 
already holds a position, when such employment would result in any of the following: 

1. A direct or indirect supervisory relationship; 
2. The two employees having job duties which require performance of shared 

duties on the same or related work assignment; 
3. Both employees having the same immediate supervisor; or 
4. A potential for creating an adverse impact on supervision, safety, security, 

morale or efficiency that is greater for relatives than for unrelated persons. 
 

 
Supervision of Relatives 
 
An employee shall not be appointed to a position in which a relative has direct or indirect 
supervisory or evaluation responsibilities over the employee. A relative is defined to include 
a parent, step-parent, grandparent, spouse, child, step-child, sibling, aunt, uncle or anyone 
functioning in a surrogate role. 
 
The Superintendent may exempt an employee who has indirect supervisory responsibility 
over a relative from the provisions of this section provided it is in the best interest of the 
district and does not result in undue disruption. The supervisor shall comply with the following 
guidelines: 

1. The supervisor shall not participate in any action, decision or discussion 
involving the subordinate employee, including evaluation, supervision, and 
review of any grant programs or assignments. 

2. The supervisor shall take reasonable precautions to avoid favoritism or conflict 
of interest or the appearance of favoritism or conflict of interest. Any staff 
member of the involved school or department can file a written complaint 
containing specific instances of alleged favoritism, bias, or conflict with the 
appropriate Superintendent or Superintendent’s Designee. The Superintendent 
or Designee shall be responsible for reviewing the alleged favoritism towards 
the employee or conflict of interest. 
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3. The supervisor shall not retaliate against any staff member involved in a 
complaint or anyone who seeks review of any decision within the scope of 
paragraph #2 above. 

4. The supervisor and employee will avoid personal contact in the workplace other 
than the type of contact that is necessary to carry out work responsibilities and 
shall otherwise maintain appropriate professional relationships. 

This section is not intended to be retroactive; its effective date shall be the date this regulation 
is approved by the Superintendent. 
 
 
Relatives in the Same Location or Department 
 
Relatives may be employed at the same site, department or work location provided no family 
member is involved in any other family member's supervision or evaluation. However, 
performance issues, complaints, disharmony or disruption that relate to the family 
relationships may provide grounds for unsatisfactory performance ratings, discipline or 
involuntary transfer of one or all of the relatives. 
  
 
Consensual Relationships 
 
Consensual relationships with no formal legal status can also exist in the workplace. A 
consensual relationship means a romantic, sexual, or intimate relationship or cohabitation 
that is verified by the administration and creates the potential for a conflict of interest or 
favoritism.  Consensual relationships with no formal legal status can be a source of conflict, 
disruption, or complaint in the workplace: 

1. A consensual, romantic relationship may change over time. One party to the 
relationship may then perceive the conduct of the other person to be 
unwelcome. If the relationship is terminated, it may be difficult to maintain a 
professional posture. 

2. In the event of a sexual harassment claim, a supervisor may be precluded from 
asserting that the relationship was consensual. A third party may perceive the 
consensual relationship as garnering special benefits or privileges. 

3. Employees may lose confidence in the supervisor's unbiased or objective 
decision making. Accordingly, the burden to avoid the appearance of conflict, 
favoritism or impropriety shall be on the persons involved in the relationship. 

 
 
Consensual Relationship/Supervision 
 
When a person has direct or indirect supervisory or evaluation duties relating to a person 
with whom he/she is involved in a consensual relationship in the workplace, a power 
differential exists. Accordingly, the person in the supervisory role bears the burden of 
accountability for the employment relationship. 
 
Persons involved in consensual relationships involving direct or indirect supervision shall 
comply with the guidelines applicable to supervision of relatives. 
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Performance issues, formal complaints or disruptions that relate to the consensual 
relationship may provide grounds for unsatisfactory performance ratings, discipline or 
involuntary transfer of any of the persons involved in the consensual relationship. 


