
The City of Durant encourages participation from all its citizens. If participation at any public meeting is 
not possible due to a disability, notification to the City Clerk at least 48 hours prior to the scheduled 

meeting is encouraged in order to make the necessary accommodations. The City of Durant may waive 
the 48-hour rule if interpreters for the deaf (signing) or translation services for limited English proficient 

(LEP) individuals are not necessary accommodation. 
  

DURANT CITY COUNCIL 
  
6:00 PM Roscoe J. Hatfield 

Council Chambers 
300 West Evergreen 
Durant, Oklahoma  

November 24, 2025 

 AMENDED  
SPECIAL AGENDA 

 

 
City of Durant Economic Development Director Kathy Moore will be attending via Zoom 
from a private residence. 

CALL TO ORDER 
  

 

INVOCATION/FLAG SALUTE 
  

 

ROLL CALL 
  

 

ORDER OF BUSINESS 
 

 

1.  Administration 
  

 

  a. Discussion and Possible Vote to Approve Economic Development Agreement 
Between the City of Durant and IE Durant, LLC (C-2025-76) 
  

 

  b. Consider Approval of Amendment to the City of Durant Employee Handbook 
Section 2.01 Equal Employment Opportunity and 2.02 Non-Discrimination 
  

 

ADJOURNMENT 
 

 

CERTIFICATE 
This is to certify that in conformity with the Oklahoma Open Meeting Act, public notice of the 
date, time and place of this meeting was filed with the City Clerk of Durant on the 18th day of 
November 2025 and that an agenda of said meeting was posted at the place of such meeting at 
8:00 a.m. on the 21st day of November 2025. An amended agenda was posted at the place of 
such meeting at 4:30 p.m. on the 21st day of November 2025. 

 
_______________________________________ 
Cynthia J. Price, City of Durant 
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 Agenda Item: 1. 
  
 The City of Durant 
 [AGENDA_ITEM_DEPARTMENT] 
 
 

Memorandum 
 
Date: 11/24/2025  
To: Mayor and City Council 
From: 

 

Re: Administration  
 

 
 
  
Council Information / Action Requested  
 
City Staff Information / Action Follow-up, if Council authorizes this action:  
 
ATTACHMENTS:  
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 Agenda Item: 1.a. 
  
 The City of Durant 
 [AGENDA_ITEM_DEPARTMENT] 
 
 

Memorandum 
 
Date: 11/24/2025  
To: Mayor and City Council 
From: Kathy Moore, Economic Development Director  
Re: Discussion and Possible Vote to Approve Economic Development Agreement Between the City 

of Durant and IE Durant, LLC (C-2025-76)  
 

 
The value to the City in supporting this project is to stabilize and strengthen a key retail node along one of Durant's 
primary commercial corridors, preventing further vacancy and protecting existing co-tenancies as infill development and 
investment expands in this area.  
  
Over the past 18 months, the property owner, Isom Holdings, has worked in good faith with multiple national retailers with 
active assistance from their broker and the City of Durant to fill the former Clifton's space. Following Clifton's early 
departure after the landlord invested in a 15,000 square foot expansion (bringing the space to approximately 34,000 
square feet), five different prospects, to include Dunham's, Aldi, Goodwill, Albertsons, and Planet Fitness. Each reached 
some stage of engagement, negotiation, or letter-of-intent discussions before ultimately withdrawing. These repeated 
near-placements highlight both the unique configuration of the building and tension between tenant-improvement needs, 
rent levels, and confidence in a growing market that is still maturing into its full retail potential.   
  
Today, Ollie's Bargain Outlet is actively engaged and willing to anchor the site. What would make the deal possible is a 
City-Landlord partnership that invests directly in the retail stabilization of this shopping center, protecting existing tenants 
(Boot Barn and Harbor Freight) from co-tenancy risk, preserving the corridor's vitality, and reinforcing Durant's retail base. 
  
The Economic Development Agreement is a performance-based sales-tax rebate, directing a portion of the City's 2% 
discretionary sales-tax share to help fund tenant improvements (TI) that produce lasting public benefit. The incentive is 
performance-based, paid only from verified sales-tax collections after the store opens and is self-funding, drawn solely 
from new tax revenue generated by the project. The rebate would be capped at 50 percent of the City’s annual non-
obligated (general fund) 2 percent share, not to exceed $215,000 dollars total (half of the Landlord TI). Should the tenant, 
Ollie’s Bargain Outlet, terminate before the cap is reached, the sales tax rebate is terminated at that time as well. (NOTE: 
Ollie's is committing approximately $1M in improvements.) This incentive is return-focused, supporting permanent site 
improvements and ensuring long-term corridor/shopping center stability. 
  
Ollies Projected Minimum Sales for Durant: $4.3M 
Ollies Annual 2024 Sales in Sherman: $5.4M  
  
Council Information / Action Requested  
 
City Staff Information / Action Follow-up, if Council authorizes this action:  
 
ATTACHMENTS: 
1. C-2025-76 Economic Development Agreement Between City and IE Durant, LLC Unsigned 
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 Agenda Item: 1.b. 
  
 The City of Durant 
 [AGENDA_ITEM_DEPARTMENT] 
 
 

Memorandum 
 
Date: 11/24/2025  
To: Mayor and City Council 
From: Brandi Nelson, HR Manager 
Re: Consider Approval of Amendment to the City of Durant Employee Handbook Section 2.01 Equal 

Employment Opportunity and 2.02 Non-Discrimination  
 

 
This amendment to the City of Durant Employee Handbook, Section 2.01 Equal Employment Opportunity and 2.02 Non-
Discrimination, eliminates outdated information and the need for Appendix B. The amendment consolidates information 
provided in both sections and Appendix B. The changes are outlined in the attached document.  
  
Council Information / Action Requested 
Approval of Amendment to the City of Durant Employee Handbook Section 2.01 Equal Employment Opportunity and 2.02 
Non-Discrimination 
 
City Staff Information / Action Follow-up, if Council authorizes this action:  
 
ATTACHMENTS: 
1. Employee Handbook 2.00 Employment Updates 
2. Appendix B 
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2.00 EMPLOYMENT AND HIRING 

 

2.01    EQUAL EMPLOYMENT OPPORTUNITY 

The City will not, because of an individual’s race, color, religion, sex, sexual orientation, 
national origin, veteran status, age, handicap or disability status, fail or refuse to hire, or 
discharge any individual or otherwise discriminate against them with respect to 
compensation, terms, conditions, or privileges or employment. Personnel decisions will 
be made on the basis of occupational qualifications and job-related factors such as skill, 
knowledge, education, experience, and ability to perform a specific job. It is further 
policy of the City to cooperate to the fullest extent with the applicable regulations of the 
City Rights Act of 1964 and Executive Order No. 11246, the Vocational Rehabilitation 
Act of 1973, and the Americans with Disabilities Act of 1990 (ADA). This policy pertains 
to any and all arrangements under which employees are selected or referred for work. 

The City is committed to providing equal employment opportunities to all employees and 
applicants for employment.  There shall be no discrimination against any employee or 
applicant on the basis of race, ancestry, religion, gender, age, marital or civil union status, 
national origin, sexual orientation, place of birth, citizenship, veteran status, or disability, 
as defined and required by state and federal laws.  This commitment extends to every 
aspect of employment, including recruitment, selection, placement, training, 
compensation, promotion, transfer, layoff, recall and disciplinary action. The responsibility 
for administering this policy is delegated to Department Heads and Supervisors. The City 
prohibits retaliation against any individual who reports discrimination or who participates 
in and investigation of discrimination. 
 

2.02     NON-DISCRIMINATION 

The City will take positive action to see that applicants are employed, and employees 
are treated equally during employment without regard to their race, age, religion, color, 
handicap or disability, veteran status, national origin, sex, or sexual orientation. The City 
will make sure that seniority practices, job, classifications, etc., do not have 
discriminatory effect; that all facilities and City activities are non-segregated, and the 
City will continually monitor all personnel activities to ensure that its Non-discrimination 
Policy is carried out. 

The City is committed to establishing a professional and congenial work environment and 
will take reasonable steps to insure that the work environment is pleasant for all who work 
here.  All employees are expected to treat others with courtesy, consideration and 
professionalism. The City will not tolerate the harassment of any employee or any 
member of the public by any other employee, supervisor or customer.  Employees may 
not use epithets, slurs or other terms or language designed to threaten, insult, intimidate 
or show hostility to another.  Employees are prohibited from posting or circulating in the 
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workplace any written or graphic materials or other objects that attack, defame, belittle, 
degrade or show hostility or aversion to any person or group of people. In addition, 
harassment for any discriminatory reason, such as race, gender, national origin, disability, 
age, religion or veteran status is prohibited not only by State and Federal laws but also 
by the policies of the City. The City prohibits not only unlawful harassment but other types 
of unprofessional and discourteous conduct.  Accordingly, derogatory, racial, ethnic, 
religious, age, gender, sexual orientation, sexual or other inappropriate remarks, slurs, 
"jokes," written material or actions will not be tolerated in the workplace. 
 
Included in this prohibition is a prohibition against sexual harassment, which includes 
unwelcome sexual advances, requests for sexual favors, or any other visual, verbal or 
physical conduct of a sexual nature when: 
 
1. Submission to the conduct is made either implicitly or explicitly a condition of the 

individual's employment; 
 
2. Submission to or rejection of the conduct is used as a basis for an employment 

decision affecting the harassed employee; or 
 
3. The harassment has the purpose or effect of unreasonably interfering with the 

employee's work performance or of creating an environment which is intimidating, 
hostile or offensive to the employee. 

 
 
Each employee must exercise his own good judgment to avoid engaging in conduct that 
may be perceived by others as harassment.  Forms of harassment include, but are not 
limited to, the following: 
 
1. Verbal: Repeated sexual innuendos, racial or sexual epithets, derogatory slurs, 

off-color jokes, propositions, threats or suggestive or insulting sounds; 
 
2. Visual/Non-Verbal: Derogatory posters, cartoons, telefaxes, drawings, suggestive 

objects or pictures, graphic commentaries, leering or obscene gestures; 
 
3. Physical: Unwanted physical contact including touching, interference with the 

individual's normal work movements or threatening gestures; and 
 
4. Other: Making or threatening reprisals as a result of a negative response to a 

harassing action. 
 
Any employee or applicant who feels that he or she has been subjected to harassment 
or otherwise has been discriminated against due to his or her race, color, religion, national 
origin, gender, sexual orientation, age, disability or veteran status or who witnesses such 
harassment of or discrimination against another employee, should promptly report the 
incident.  A complaint form is available in the Personnel Office. Although employees are 
encouraged to discuss issues of alleged harassment or discrimination with their 
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immediate supervisor, they may by-pass their immediate supervisor and report the 
incident directly to the Personnel Director. In the event the employee believes the 
Personnel Director is involved in the harassment or discrimination, the employee may 
bring the complaint to the attention of the City Manager.  Further, any supervisors who 
gains information concerning allegations of harassment or discrimination is to 
immediately report the same to the Personnel Department.   
 
All complaints of harassment or discrimination will be investigated.  In determining 
whether alleged conduct constitutes harassment or discrimination, the totality of the 
circumstances, the nature of the harassment and the context in which the alleged 
incidents occurred will be considered.  Except as deemed necessary to investigate and 
remedy violations, management will keep any complaint and the information revealed in 
the investigation as confidential as possible. 
 
All employees are strongly encouraged to use the complaint procedures set forth herein 
if they believe they have been subjected to discrimination or harassment.  Before it 
becomes a serious problem and the conduct interferes with an individual’s work 
performance or creates a hostile environment, employees are encouraged to notify 
management of conduct that may violate this policy.  That will allow management time to 
address the situation.   
 
The initiation of a complaint, in good faith, will not be grounds for discipline.  It is a violation 
of the City’s policy for an individual to be disciplined or otherwise disadvantaged as a 
result of a good faith resort to this complaint procedure.  However, deliberately reporting 
false allegations may be considered as a form of harassment and may subject an 
employee to appropriate discipline. 
 
If a person is determined to have violated this policy, the City will take appropriate action 
designed to prevent any further incidents of inappropriate behavior.  If necessary, this 
could include disciplinary action up to and including termination.  In addition, management 
and supervisory employees may face disciplinary action if they fail to take corrective 
action after becoming aware of the existence of harassment or discrimination, regardless 
of whether the victim has filed a formal complaint. The City prohibits retaliation against 
any individual who reports harassment or who participates in an investigation of 
harassment. 
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APPENDIX B

ANTI HARASSMENT AND DISCRIMINATION POLICY

EQUALEMPLOYMENTOPPORTUNITY/NON-DISCRIMINATION POLICY

The City is committed to providing equal employment opportunities to all
employees and applicants for employment. There shall be no discrimination
against any employee or applicant on the basis of race, ancestry, religion, gender,
age, marital or civil union status, national origin, sexual orientation, place of birth,
citizenship, veteran status, or disability, as defined and required by state and
federal laws. This commitment extends to every aspect of employment, including
recruitment, selection, placement, training, compensation, promotion, transfer,
layoff, recall, and disciplinary action. The responsibility for administering this policy
is delegated to Department Heads and Supervisors.

PROFESSIONAL CONDUCT AND ANTI-HARASSMENT POLICY

The City is committed to establishing a professional and congenial work
environment and will take reasonable steps to ensure that the work environment
is pleasant for all who work here. All employees are expected to treat others with
courtesy, consideration, and professionalism. The City will not tolerate the
harassment of any employee or any member of the public by any other employee,
supervisor, or customer. Employees may not use epithets, slurs, or other terms or
language designed to threaten, insult, intimidate, or show hostility to another.
Employees are prohibited from posting or circulating in the workplace any written
or graphic materials or other objects that attack, defame, belittle, degrade or show
hostility or aversion to any person or group of people. In addition, harassment for
any discriminatory reason, such as race, gender, national origin, disability, age,
religion, or veteran status is prohibited not only by State and Federal laws but also
by the policies of the City. The City prohibits not only unlawful harassment but
other types of unprofessional and discourteous conduct. Accordingly, derogatory,
racial, ethnic, religious, age, gender, sexual orientation, sexual or other
inappropriate remarks, slurs, "jokes," written material or actions will not be
tolerated in the workplace.

Included in this prohibition is a prohibition against sexual harassment, which
includes unwelcome sexual advances, requests for sexual favors, or any other
visual, verbal or physical conduct of a sexual nature when:

m. Submission to the conduct is made either implicitly or explicitly a
condition of the individual's employment;

n. Submission to or rejection of the conduct is used as a basis for 
an employment decision affecting the harassed employee; or
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o. The harassment has the purpose or effect of unreasonably interfering with
the employee's work performance or of creating an environment that is
intimidating, hostile, or offensive to the employee.

Each employee must exercise his own good judgment to avoid engaging in
conduct that may be perceived by others as harassment. Forms of harassment
include, but are not limited to, the following:

p. Verbal: Repeated sexual innuendos, racial or sexual epithets, derogatory
slurs, off-color jokes, propositions, threats or suggestive or insulting sounds;

q. Visual/Non-Verbal: Derogatory posters, cartoons, telefaxes, drawings,
suggestive objects or pictures, graphic commentaries, leering or obscene
gestures;

r. Physical: Unwanted physical contact including touching, interference with
the individual's normal work movements or threatening gestures; and

s. Other: Making or threatening reprisals as a result of a negative response to
a harassing action.

Any employee or applicant who feels that he or she has been subjected to
harassment or otherwise has been discriminated against due to his or her race,
color, religion, national origin, gender, sexual orientation, age, disability or veteran
status or who witnesses such harassment of or discrimination against another
employee, should promptly report the incident. A complaint form is available in the
Human Resources office. Although employees are encouraged to discuss issues
of alleged harassment or discrimination with their immediate supervisor, they may
by-pass their immediate supervisor and report the incident directly to Human
Resources. In the event, the employee believes Human Resources is involved in
the harassment or discrimination, the employee may bring the complaint to the
attention of the City Manager. Further, any supervisors who gains information
concerning allegations of harassment or discrimination is to immediately report the
same to Human Resources.

All complaints of harassment or discrimination will be investigated. In determining
whether alleged conduct constitutes harassment or discrimination, the totality of
the circumstances, the nature of the harassment, and the context in which the
alleged incidents occurred will be considered. Except as deemed necessary to
investigate and remedy violations, management will keep any complaint, and the
information revealed in the investigation as confidential as possible.

All employees are strongly encouraged to use the complaint procedures set forth
herein if they believe they have been subjected to discrimination or harassment.
Before it becomes a serious problem and the conduct interferes with an individual’s
work performance or creates a hostile environment, employees are encouraged to
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notify management of conduct that may violate this policy. That will allow
management time to address the situation.

The initiation of a complaint, in good faith, will not be grounds for discipline. It is a
violation of the City’s policy for an individual to be disciplined or otherwise
disadvantaged as a result of a good faith resort to this complaint procedure.
However, deliberately reporting false allegations may be considered as a form of
harassment and may subject an employee to appropriate discipline.

If a person is determined to have violated this policy, the City will take appropriate
action designed to prevent any further incidents of inappropriate behavior. If
necessary, this could include disciplinary action up to and including termination. In
addition, management and supervisory employees may face disciplinary action if
they fail  to take corrective action after becoming aware of the existence of
harassment or discrimination, regardless of whether the victim has filed a formal
complaint.
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