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1422 - NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY

The School Board does not discriminate on the basis of the-Preteeted-Elasses-efrace, color, national origin, sex (including
transgender-status-gender status, sexual orientation and gender identity), disability, age, religion, military status, ancestry, er
genetic information,_or any other legally protected category which-are-classes-protected-by Federal-and/or-Statelaw

(collectively, "Protected Classes") eeed
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activitiesaffecting-the-Corperatien-envirenment_including employment opportunities.

Notice of the Board's policy on nondiscrimination and the identity of the School Corporation's Compliance Officer(s)
(see below) will be published on the Corporation's website, posted throughout the Corporation, and included in the
Corporation's recruitment statements or general information publications.

Definitions

according_to their plain and ordinary meanings.

Complainant is the individual who alleges or is alleged to have been subjected to unlawful discrimination/retaliation,
regardless of whether the person files a formal complaint or is pursuing_an informal resolution to the alleged
discrimination/retaliation.

Respondent is the individual who is alleged to have engaged in unlawful discrimination/retaliation, regardless of
whether the Complainant files a formal complaint or is seeking_an informal resolution to the alleged
discrimination/retaliation.

Corporation community means students, Corporation employees (i.e., administrators, and professional and support
staff), and Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of
the Board.

Third Parties include but are not limited to guests and/or visitors on Corporation property (e.g., visiting speakers,
participants on opposing_athletic teams, parents), vendors doing business with or seeking to do business with the
Board, and other individuals who come in contact with members of the Corporation community at school-related
events/activities (whether on or off Corporation property).

a day(s) that the Corporation office is open for normal operating_ hours, Monday - Friday, excluding State-recognized
holidays).

Military status: refers to a person's status in the uniformed services, which includes the performance of duty on a




voluntary or involuntary basis in a uniformed service, including_active duty, active duty for training,_initial active duty
for training, inactive duty for training, full-time National Guard duty, and performance of duty or training by a member
of Indiana organized militia. It also includes the period of time for which a person is absent from employment for the
purpose of an examination to determine the fitness of the person to perform any duty listed above.

p= - —reame - - - - 150 eSO e orpoira ofTranfiaaao — - - PaiT B = - - .The
Board designates the following_individuals to serve as the Corporation's "Compliance Officers" (also known as "Civil

Rights Coordinators")_(hereinafter referred to as the "COs").

[DRAFTING NOTE: Neola suggests the Board appoint both a male and a female CO in order to provide Complainants
with the option to report their concerns to an individual of the gender with which they feel most comfortable. The COs
also may serve as the Corporation's Section 504 Compliance Officer/ADA Coordinator and Title IX Coordinator.

discrimination/retaliation that pertains to the other CO. The Board must list either the Name or Title of the CO; while
the Board may list both the Name and Title, Neola suggests that the Board consider listing only the Title in this policy
(so it does not need to revise/amend its policy whenever there is a change in the actual person(s) holding the
designated position(s)), but list both the Name and Title in the requisite postings (e.g., website) and publications
(e.g.,_ handbooks) and in the Administrative Guideline.]

Mr. Joel Strode
[Name and/or Title]

1105 N Grant Street; West Lafayette, IN 47906
[Address]

765-746-0435
[Telephone No.]

strodej@wl.k12.in.us
[Email address]

Mrs. Jane Schott
[Name and/or Title]

1105 N Grant Street; West Lafayette, IN 47906
[Address]

765-746-0435
[Telephone No.]

schottj@wl.k12.in.us
[Email address]

The names, titles, and contact information of these individuals will be published annually on the Corporation's website
and:

A. (X )_in the staff handbooks.

B. (_)_in the Corporation's Annual Report to the public.




C. ()_on each individual school's website.

D. ().in the Corporation's calendar.

E. ()

The COs are responsible for coordinating the Corporation’s efforts to comply with applicable Federal and State laws
and regulations,_including_the Corporation’s duty to address in a prompt and equitable manner any inquiries or
complaints regarding_discrimination/retaliation or denial of equal access. The COs also shall verify that proper notice
of nondiscrimination for Title IT of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil
Rights Act of 1964, Section 504 of the Rehabilitation Act of 1973 (as amended), and the Age Discrimination in
Emplovment Act of 1975 is provided to staff members and the qeneral public (_)_Any sections of the Corporation‘s

of nondiscrimination S|m|Iar to that in the Board's statement above. In addition, any gender-specific terms should be
eliminated from such contracts. [END OF OPTION] A copy of each of the Acts and regulations on which this notice is
based will be made available upon request from the CO.

Reports and Complaints of Unlawful Discrimination and Retaliation

Employees are eneo-ufaged—te—pfempt-l-y—requlred to report incidents of unlawful diSCrimlnatIOH and/or retaliation eeeufrmg-m

envirenamentto an admlnlstrator, supervisor, or other Corporatlon Ievel 0ff|C|aI SO that the Board may address the conduct Any
administrator, supervisor, or other Corporation-level official who receives such a eemplaint-shati-file-it-with-a-eompliance-officer
{3report shall provide it to the CO within two (2) business-days.-{ ) within——{—)-business-days-[END-OF
OPTIONS]

Discrimination against an individual based on their sex (including gender status, sexual orientation, and gender
identity)_is discrimination in violation of Title VII. Specifically, discrimination on the basis of sex stereotyping/gender-
nonconformity constitutes sex discrimination. This is true irrespective of the cause of the person's gender non-
conforming_behavior. Employment actions based upon an individual's sex could be suspect and potentially
impermissible.

COs are required to investigate allegations of conduct involving the discrimination or harassment of an employee or
applicant based upon his/her gender status, sexual orientation, and gender identity.

Any questions concerning whether alleged conduct might violate this prohibition should be brought to the CO's
attention promptly.

Employees who believe they have been unlawfully dlscrlmmated/retallated agalnst m—the—eerperat-re-n—s-empleyment

smployinent eppectunities pregramsand actividies ceting-theCorpeoiration-envi areenhtledtoutlhzethe
complaint process set forth below Inltlatlng a complalnt whether formally or |nformally, inthe Cerporationand/eraconcurrent
eriminal-eemplaint-will not adversely affect the eemplaining-individual's-Complainant's employment-status-er-eppeortunity.
While there are no time limits for initiating complaints under this policy, individuals should make every effort to file a complaint as
soon as possible after the conduct occurs while the facts are known and potential witnesses are available.

The eemplianee-offieer{s)}-COs will be available during regular school/work hours to discuss concerns related to unlawful
discrimination/retaliation. Fhe-compliance-officer{s)-COs shall accept eemplaints-reports of unlawful discrimination/retaliation
directly from any member of the Corporation community or a ¥isiter-te-the-Corperation,andreceive-cemplaints-Third Party
and such reports that are-initially Fﬂed—weﬂa—a—sehool—thdmg—are made to an admlmstrator super\nsor, or other Corporatlon-
level official. Upon receipt of a eer gdiree : =
Ge-rpefat-reﬂ—level—o#raal—a—eeﬂnplmee-ofﬁeer—report of alleged d:scrlm|nat|onlreta||at|on, the CO WI|| begﬂ-n—contact the

Complainant and initiate either an informal or formal complaint process (depending on the Complainant's request ef-the

persen-alleging-the-diserimination/retaliatien-er-and the nature of the alleged discrimination/retaliation); or designate a

specific individual to conduct such a process.

The eempliance-offieer-CO will provide a copy of this policy to-any-persen-whefiles-a-cemplaint_the Complainant and the
Respondent. In the case of a formal complaint, the eemplianee-effieer-CO will prepare recommendations for the Superintendent
or oversee the preparation of such recommendations by a designee. All members of the Corporation community must report
incidents of discrimination/retaliation that are reported to them to the eempliance-effiecer{3-CO within two (2) business days—3}
within———{(— ) business-days[END-OFOPTION] of learning of the incident/conduct.

Any Corporation employee who directly observes unlawful discrimination/retaliation is obligated, in accordance with this policy, to
report such observations to one of the eemplianece-offieers-COs within two (2) business days. Additionally, any Corporation




employee who observes an act of unlawful discrimination/retaliation is expected to intervene to stop the misconduct; unless
circumstances make such an intervention dangerous, in which case the staff-member-employee should notify immediately netify
other Corporation employees and/or local law enforcement officials, as necessary, to stop the misconduct. Thereafter, the
eompliance-offieer-CO or designee must contact the empleyee-Complainant within two (2) business days to advise him/her
the Complainant of the Eerperatien's-Board's intent to investigate the alleged wrongdoing.

Investigation and Complaint Procedures {SeeFerm31422 F2)

Any-Except for sex discrimination and/or Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the
Basis of Sex in Education Programs or Activities, any employee who believes-thats/he-has-alleges to have been subjected
to unlawful discrimination or retaliation may seek resolution of kis/her-the complaint through the procedures described below. The
formal complaint procedures involve an investigation of the individual’s claims of discrimination/retaliation and a process for
rendering a decision regarding whether the charges are substantiated-at-the-lowest-pessible-administrative leveland-ina
promptand-equitable-manner.

Due to the sensitivity surrounding complaints of unlawful discrimination or retaliation, timelines are flexible for initiating the
complaint process; however, individuals sheuld-malee-every-effert-are encouraged to file a complaint within thirty (30) calendar
days after the conduct occurs. Once the formal complaint process is begun, the investigation will be completed in a timely manner
(ordinarily; within fifteen (15) business days of the complaint being received).

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of
unlawful discrimination or retaliation with the United States Department of Education Office for Civil Rights ("OCR"),.
the Indiana Civil Rights Commission ("ICRC") or the Equal Employment Opportunity Commission ("EEOC").

Informal Complaint Procedure

The goal of the informal complaint procedure is to stop guieldy-inappropriate behavior promptly and facilitate resolution through
an informal means, |F possnble The informal complalnt procedure is provnded as a less formal optlon for an employeever

envirenment who alleges unlawful dascrlmmatton or retallatlon This |nformal procedure is not required as a precursor to the

filing of a formal complaint-er-a-eencurrent-eriminal-eemplaint. The informal process is available only when the

Complainant and the Respondent mutually agree to participate in it.

aeiwrt*es—aﬁfeetmg—t-h&éerp&rahfm—eﬂwonment-ﬁhe Complamant may proceed lmmedlately to the formal complamt
process, and individuals who seelereselutien-threugh-participate in the informal procedure may request that the informal

process be terminated at any time to move to the formal complaint process.

All complaints involving a Corporation employee or any other adult member of the Corporation community against-and a student

will be fermally-investigated_formally—and-a-cencurrent-eriminal-complaint-shall-be-filed.
As an mltlal course of actlon, |f an-individual-a Complamant feels+hat—sf-heﬂ9—be+ng—tm+awfu1+yﬁrseﬂmﬁtedffetahated

Eerporatroﬂ-enﬂﬂmment—a-nd—s—/—he—rs—ab-l&and-feels comfortable and fee&s—safe domg S0, the mdﬁﬂduai—Complamant
should tell or otherwise inform the persen-whe-engaged-in-Respondent that the allegedly discriminatory/retaliatory conduct

thatit-is inappropriate and must stop. The eemplaining-individual-Complainant should address the alleged misconduct as soon

after it occurs as possible. A#The eemplianee-efficer-is-COs are available to support and counsel individuals-the Complainant
when taking this initial step or to intervene on behalf of the individual if requested to do so._.A Complainant who is
uncomfortable or unwilling to approach the Respondent directly about the inappropriate conduct may file an informal
or a formal complaint.




In addition, with regard to certain types of unlawful discrimination;sueh-as-sexual-diserimination; (e.qg,, sex discrimination),
the eemplianee-efficer-CO may advise against the use of the informal complaint process.

e tunities pgrams-and - ng-the-Cerpe BR-ef AComplamantwhoalleges
unlawful dlscrlmmatlon[retallatlon may make an |nformal complaint, either orally orin wrltmg €1) to a building administrator;
£2) directly to-the-ecempliance-efficer{s}_one of the COs; andfor £3) to the Superintendent or other Corporation-level employee.

All informal complaints must be reported to the-cempliance-officer{s}-one of the COs, who either will either-facilitate an
informal resolution as described below or appoint another individual to facilitate an informal resolution.

The Corporation’s informal complaint procedure is designed to provide empleyees-whoe-believe-they-are beingunlawfully
diseriminated/retaliated-against-the Complainant with a range of options aimed at bringing about a prompt resolution of their
the Complainant's concerns. Depending upon the nature of the complaint and the wishes of the-individual-elaiming-unlawful
diseriminatien/retaliation_Complainant, informal resolution may involve; but is not be-limited to; one or more of the following:

A. Advising the individual-Complainant about how to communicate his/her-concerns to the-persen-wheo-allegediy
engaged-in-the-diseriminatery/retaliatery behavier Respondent.

mlelduals in the school building or office where the-individual-whese-behavior-is-being-questioned-werlks Respondent
works/attends school.

C. If both parties agree the eemp{fanee—e#ree-r—co may arrange and facilitate a meetlng or medlatron between the

Complalnant and the Respondent to work out a mutual resolut|on

While there are no set time limits within which an informal complaint must be resolved, the eemplianee-effieer-CO or designee wiH
exercise-his/herautherity-is directed to attempt to resolve all informal complaints {3-within fifteen (15) business days of
receiving the informal complaint. - )-within————{—) business-days-ofreceiving-the-informal-complaint-[ENB-OF

If the Complainant is dissatisfied with the informal complaint process, the Complainant may proceed to file a formal
complaint. And, as stated above, either party may request that the informal process be terminated at any time to move
to the formal complaint process.

Formal Complaint Procedure

If a complaint is not resolved through the informal complaint process, if-one of the parties requested that the informal complaint
process be terminated to move to the formal complaint process, erif-the individual- Complainant elects to file a formal complaint
initially from the outset, this-or the CO determines the allegations are not appropriate for resolution through the
informal process, the formal complaint process shall be implemented.

eemplamt—w&h—ﬂmaw—enfereemeﬂt—ageney—havmg—}&ﬂsdfeﬂen—A Complamant may file a formal comp!amt, elther

orally or in writing, with a Principal, the CO, the Superintendent, or other Corporation official.

Due to the sensitivity surrounding complaints of unlawful discrimination and retaliation, timelines are flexible for initiating the
complaint process; however, individuals should make every effort to file a formal complaint within thirty (30) calendar days after
the conduct occurs._If a Complainant informs a Principal, the Superintendent, or other Corporation official,_either orally




or in writing, about any complaint of discrimination/retaliation, that employee must report such information to the CO

within two (2) _business days.

Throughout the course of the process, the eemplianee-effieer-CO should keep the parties reasonably informed of the status of
the investigation and the decision-making process.

All formal complalnts must mclude the followmg mformatlon to the extent—rt—rs—avaﬂable known: the identity of the-individual

d enduct Respondent; a detailed
dESCrIDtIOH of the facts upon whu:h the complamt is based (| e., when, where, and what occurre_) a list of potential witnesses;
and the resolution sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the eemptiance
effieer-CO shall ask for such details in an oral interview. Thereafter, the eempliance-effieer-CO will prepare a written summary of
the oral interview, and the Complainant will be asked to verify the accuracy of the reported eemplaint-charge by signing the
document.

Upon receiving a formal complaint, the eemplianee-effieer-CO will consider whether any action should be taken in the investigatory
phase to protect the Complainant from further discrimination or retaliation, including; but not limited to; a change of work
assignment or schedule for the Complainant and/or the-persen-wheo-allegedly-engaged-inthe misconduet Respondent. In
making such a determination, the eemplianee-effieer-CO should consult the Complainant to assess histher-agreementte

whether the individual agrees with the proposed action. If the Complainant is unwilling to consent to the proposed change, the
eompliance-effieer-may-CO still may take whatever actions sfhe-deems-are deemed appropriate in consultation with the
Superintendent.

{—]—Wlthln two (2) busmess days of recel\nng the formal complalnt H—M%hiﬂ—{—}—bﬁsmess—da-ys—ef—reeemng-t-he

B offieer—or-a-designee +—the CO or designee will initiate a formal investigation to
determlne whether the Complalnant has been subJected to unlawfu] dlscrlm|natlon/retallatlon

Simultaneously, the eemplianee-efficeror-a-designee;CO will inform the individual-alleged-to-have-engaged-in-the
diseriminatery-orretaliatery-conduet-thereinafterreferred-to-as-the “Respondent™); that a formal complaint has been

received. The Respondent will be informed about the nature of the allegations and provided with a copy of any relevant policies
and/or administrative guidelines, including Policy 1422 - Nondiscrimination_and Equal Employment Opportunity. The Respondent
also must be informed of the opportunity to submit a written response to the complaint £3-within five (5) business days.-{)-within
——f—})-business-days-

Although certain cases may require additional time, the eempliance-effieer,~CO or a designee; will attempt to complete an
mvestsgahon into the allegatmns of dlscnmlnahon/retahatlon (—)—w1thm fnfteen (15) business days of receiving the formal complaint.

The investigation will include:

A. interview(s) with the Complainant;
B. interview(s) with the Respondent;

C. interviews with any other witnesses who reasonably may be expected to have any information relevant to the allegations;
andy

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other witness
that is reasonably believed to be relevant to the allegations.

At the conclusion of the investigation, the eemplianee-effieer,-CO or the designee; shall prepare and deliver a written report to the
Superintendent that summarizes the evidence gathered during the investigation and provides recommendations based on the
evidence and the definition of unlawful discrimination/retaliation as provided in Board policy and State and Federal law as to whether
the-Eemplainant-has-beensubjected-to-unlawful-diseriminatien/retaliation Respondent has engaged in unlawful
harassment/retaliation of the Complainant. The CO's recommendations must be based upon the totality of the circumstances.
In determining if discrimination or retaliation occurred, a preponderance of evidence standard will be used-f-eitis-morelikely

thannetthat-unlawful-diserimination/retaliation-oceurred).




[X_]{) The eempliance-officer;or-the-designee;—should-CO may consult with the Board’s legal counsel before finalizing the

report to the Superintendent.

Absent extenuating circumstances, within five (5) business days of receiving the report of the eemplianee-effieer-CO or the
designee, the Superintendent either must either-issue a written decision regarding whether the charges have been substantiated
or request further investigation. A copy of the Superintendent's final written decision will be delivered to both the Complainant and
the Respondent.

If the Superintendent requests additional investigation, the Superintendent must delineate-specify the additional information that
is to be gathered, and such additional investigation must be completed within five (5) business days. At the conclusion of the
additional investigation, the Superintendent must issue a final written decision as described above.

If the Superintendent determines the Eemplainant-was-subjected-te-Respondent engaged in unlawful
discrimination/retaliation;s/he toward the Complainant, the Superintendent must identify what corrective action will be taken

to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action should be reasonable, timely,
age-appropriate, effective, and tailored to the specific situation.

[ X] The decision of the Superintendent shall be final.

The Board reserves the right to investigate and resolve a complalnt or report of unlawful d|scr|mmatmn/retahatmn regardless of
whether the empleyee-er-unsueeess pplie eF e : i ; 3

Complainant pursues the complalnt The Board also reserves the rlght to have the formal complalnt |nvest|gat|on conducted by an
external person in accordance with this policy or in such other manner as deemed appropriate by the Board or its designee.

The Eemplainantand-the Respondent-parties may be represented, at his/her-their own cost, at any of the above-described
interviews/meetings/hearings.

The right of a person to a prompt and equitable resolutmn of the complamt shall not be |mpa|red by the person 's purSUIt of other
remedies, such as the filing of a complaint with the ©ffice-for-Givi : S :
Indiana-Civil-Rights-Cemmission;-OCR, EEOC or ICRC, the filing of charges W|th local law enforcement,_or the ﬁlmg of a
eoncurrent-eriminal-complaint civil action in court. Use of #he-this internal complaint preeedures-process is not a
prerequ13|te to the pursuut of other remedies. #M&—the—eow&iam&mmt—&mmesﬂgﬂeﬁ—evenﬁ—sepafate

Privacy/Confidentiality

The Corporation will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the witnesses te
the-extent-as much as possible, consistent with the Corporation’s legal obligations to investigate, take appropriate action, and
comply with any discovery or disclosure obligations.

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.
Conf‘dentnallty, however, cannot be guaranteed Addltlonally, the Respondent must be prov:ded the Complalnant's identity.




During the course of a formal investigation, the eemplianee-effieer-CO or designee will instruct each person who is interviewed
about the importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not to
disclose to third parties any information that s/the-learnsand/er-prevides-is learned or provided during the course of the
investigation.

Remedial Action,Sanetions and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant,_including_but not

limited to-—Suchremedial-action-may-includebutisnetlimitedte; counseling services, reinstatement of leave taken due to

the discrimination; or other appropriate action.

The Board may appoint an individual, who may be a Corporation employee, _to follow up with the Complainant to
ensure no further discrimination or retaliation has occurred and to take action to address any reported occurrences
promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against unlawful discrimination by taking appropriate action
reasonably calculated to stop and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the
discharge of an employee_or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with
applicable State law and the terms of the-any relevant collective bargaining agreement{s);—#fany_or student code of conduct.

When imposing discipline, the Superintendent shall consider the totality of the circumstances involved in the matter,_including_the
age and maturity level of any student involved. In those cases where unlawful discrimination/retaliation is not substantiated,
the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies,
consistent with the terms of #he-any relevant collective bargaining agreement{s};—if-any or student code of conduct.

AH-Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, all
subsequent sanctions imposed by the Board and/or Supermtendent shall be reasonably calculated to end such conduct, prevent its
recurrence, and remedy |ts effect. : 5 ; ; :

Retaliation

Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or
participates as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate,
threaten, coerce or interfere with any individual because the person opposed any act or practice made unlawful by any,
Federal or State civil rights law, made a report, formal complaint, testified, assisted or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws or this policy, or exercised,
enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or protected by those
laws or this policy.

Retaliation against a person for making_a report of discrimination, filing a formal complaint, or participating_in an
investigation or meeting_is a serious violation of this policy that can result in imposition of disciplinary

sanctions/consequences and/or other appropriate remedies.

Formal complaints alleging_retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute
retaliation prohibited under this policy.

Education and Training



In support of this policy, the Board promotes preventative educational measures to create greater awareness of
unlawful discriminatory practices. The Superintendent shall provide appropriate information to all members of the
Corporation community related to the implementation of this policy and shall provide training_for Corporation students
and staff where appropriate. All training_and information provided regarding the Board's policy and discrimination in
general will be age and content appropriate.

Retention of Publie Records; StudentReecords,—and-Investigatory Records and Materials

The CO is responsible for overseeing_retention of all records that must be maintained pursuant to this policy. All
individuals charged with conducting investigations under this policy shall retain all infermatien;—documents, electronically stored
information ("ESI"), and electronic media (as deﬁned in Policy 8315) created and[__ r received as part of an |nvest|gatlon me*ud-mg
whnch may :nclude but are_ not limited toz-ee 2HvES ¢ : doe ente :

A. all written reports/allegations/complaints/grievances/statements/responses pertaining to an alleged violation

of this policy;

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses
pertaining_to an alleged violation of this policy;

C. any documentation that memorializes the actions taken by Corporation personnel or individuals contracted or
appointed by the Board to fulfill its responsibilities related to the investigation and/or the Corporation's
response to the alleged violation of this policy;

D. written witness statements;

F. e-mails, texts, and social media posts that directly relate to or constitute evidence pertaining_to an alleged
violation of this policy (i.e., not after-the-fact commentary about or media coverage of the incident);

G. notes and summaries prepared contemporaneously by the investigator in whatever form made (e.q.,
handwritten, keyed into a computer or tablet, etc.), but not including_transitory notes whose content is
otherwise memorialized in other documents;

H. written disciplinary sanctions issued to students or employees and other documentation that memorializes oral
disciplinary sanctions issued to students or employees for violations of this policy;

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence)
and other documentation that memorializes oral notifications to the parties concerning the outcome of the
investigation, including_any consequences imposed as a result of a violation of this policy;

J. documentation of any supportive measures offered and/or provided to the Complainant or the Respondent,
including_no contact orders issued to both parties, the dates the no contact orders were issued, and the dates
the parties acknowledged receipt of the no contact orders;

K. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment,
prevent its recurrence, eliminate any hostile environment, and remedy its discriminatory effects;

L. copies of the Board policy and procedures/guidelines used by the Corporation to conduct the investigation and
any documents used by the Corporation at the time of the alleged violation to communicate the Board's
expectations to students and staff with respect to the subject of this policy (e.g., Student Codes of Conduct
and/or Employee Handbooks);

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination

or harassment;




The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records
exempt from disclosure under Federal (e.g., FERPA, ADA)_and/or State (e.g., I.C. 5-14-3-4) law, such as student
records and confidential medical records.

The infermatien,-documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 and-for not less than three (3)_years
and longer if required by the Corporation’s records retention schedule.

liati

1.C. 5-14-3 (Access to Public Records Act)

1.C. 20-28-10-12
1.C. 20-28-10-13
1.C. 20-33-1-6

1.C. 22-9-10, Employment Opportunities for Veterans and Indiana National Guard and Reserve Members
Fourteenth Amendment, U.S. Constitution

29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967

29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended

38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act
42 U.S.C. 2000 et seq., Civil Rights Act of 1964
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