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1662 - ANTI-HARASSMENT
General Policy Statement

It is the policy of the School Board ef-SeheelFrustees-to malntaln an education and work environment that is free from all forms
of unlawful harassment |nclud|ng sexual harassment, e : 5 epporty 5 g

—unlawﬁu-l—hara&smeﬂt—} ThIS cornm|trnent applles to all School Corporatlon operations, emp}eyment—eppe&umt-res—programs

and activities. All students, administrators, teachers, staff, and all other school personnel share responsibility for avoiding,

dlscouraglng, and reportlng any form of unlawful harassment -eeeufnng—m—the—eefpera&oﬂ—s-empleyment—eppeftﬂmhes—

- Thls pollcy applies to unlawful conduct

occurring on school property, or at another Iocat|on if such conduct-a#eets—me-eerperatmn—emwenment occurs during_an
activity sponsored by the Corporation Beard.

The Board will vigorously enforce its prohibition against anlawfut-discriminatory harassment {see-definition-in-first
paragraph);—whieh-is-based on race, color, national origin, sex (including transgender-status;—sexual orientation andfer gender
identity), religien;-disability, age,_religion, military status; military-status;-ancestry, or genetic information (collectively,
"Protected Classes") that are elasses-protected by Federal and/er-State-civil rights laws (hereinafter referred to as—"Pretected
€lasses" "unlawful harassment"); and encourages those within the Corporation community as well as third-parties-Third

Parties | who feel aggneved to seek a551stance to rectlfy such problems—eeeufrmg—rn—t-he—eerpafahen—s—emp{wmeﬂt

emm-oﬁment—and in those cases where unlawful harassment is substantlated theB-eard—er—take |mmed|ate steps to end the
harassment, prevent its reeurrenee,-reoccurrence, and remedy its effects.

Individuals who are found to have engaged in unlawful harassment {see-definition-in-first-paragraph)-eceurring-in-the




Other Violations of the Anti-Harassment Policy

The Corporation also will take immediate steps to impose disciplinary action on individuals engaging in any of the following
prohibited acts:

A. Retaliating against a person who has made a report or filed a complaint alleging unlawful harassment {see-definitien
abewvej-or who has participated as a witness in a harassment investigation.

B. Filing a malicious or knowingly false report or complaint of unlawful harassment-{see-definition-abeve).

C. Disregarding, failing to investigate adequately, or delaying investigation of allegations of unlawful harassment-{see
definitien-abeve}, when responsibility for reporting and/or investigating unlawful harassment charges comprises part of
one's supervisory duties.

Notice

Notice of the Board's policy on anti-harassment related to employment practices and the identity of the Corporation's
Compliance Officers will be posted throughout the Corporation and published in any Corporation statement regarding
the availability of employment, staff handbooks, and general information publications of the Corporation as required
by Federal and State law and this policy.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed
according to their plain and ordinary meanings.

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

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

Corporation community means students, Corporation employees (i.e., administrators and professional and classified
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).

Dav(s) Unless expressly stated otherwise, the term “day” or “davs" as used in this p Iicy means business day(s).

recogmzed holidays).

Bulying



Sexual Harassment

Pursuant-te-For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, and-Fitle-BX-ef-the
Education-Amendments-ef 1972-"sexual harassment" is defined as:

Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature, when:

A. Submission to such conduct is made either implicitly or explicitly a term or condition of an individual's employment;e#
” —— » | " ity
B. Submission or rejection of such conduct by an individual is used as the basis for employment er-edueatienal-decisions
affecting such individual.

C. Such conduct has the purpose or effect of interfering with the individual's work er-edueatienal-performancesor of creating

an |nt|m|dat|ng, hostlle or offensive workmg enwronment—and+eﬁleammg—a%meﬂﬂreﬂP-er—oFmteﬁerm§—mEh—0ﬂe—s,

Sexual harassment may involve the behavior of a person of either-any gender against a person of the same or eppesite-another
gender.

Sexual Harassment covered by Policy/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or
Activities, i.e., sexual harassment prohibited by Title IX, is not included in this policy. Allegations of such conduct shall
be addressed solely by Policy 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or
Activities.

Prohibited acts that constitute sexual harassment under this policy may take a variety of forms. Examples of the kinds of conduct
that may constitute sexual harassment include; but are not limited to:

A. unweleeme-Unwelcome sexual propositions, invitations, solicitations, and flirtations;

B. sexual-vieleneeincluding-Unwanted physical and/or sexual-assault_contact;

€. thfeats—Threats or |nsmuat|0ns that a person S ernployment wages aeademle—g-rade—promotlon elassreom-werker
cad : 5 ertts;—or other conditions

of employment ef-edueahen-may be adversely affected by not submlttlng to sexual advances



D. unweleeme-Unwelcome verbal expressions-ef-a-sexualnature, including graphic sexual commentaries about a person's
body, dress, appearance, or sexual aCtiVltIES the unwelcome use of sexually degrading language, profanlty,_}okes or
innuendoes; { W

E. sexualy-Sexually suggestive objects, pictures, videetapes;—graffiti, videos, posters, audio recordings or literature;
placed in the work er-edueatienal-environment_that reasonably—whieh may embarrass or offend individuals;

F. unweleeme-Unwelcome and inappropriate touching, patting, or pinching+{)-ebscere-gestures;

G. Asking_or telling_about sexual fantasies, sexual preferences, or sexual activities;

H. Speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or
sexual history;

I. Giving_unwelcome personal gifts,-such-as lingerie,-that suggest the desire for a romantic relationship;

J. Leering_or staring at someone in a sexual way;—stich-as-staringata persen'sbreasts,buttocks or-groin;

K. &A pattern of conduct, which can be subtle in nature, that has sexual overtones and is intended to create or has the effect of
creatlng discomfort and/or humiliation to another;

L. in(X)_In the context of employees, consensual sexual relationships where such relationship leads to favoritism of a
subordinate employee with whom the superior is sexually involved and where such favoritism adversely affects other
employees or otherwise creates a hostile work environment;

N. (X) verbal-Verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does
not involve conduct of a sexual nature.

Not all behavior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct must be
sufficiently severe, pervasive, and persistent sueh-that it adversely affects, limits, or denies an individual's employment or
educatien-er-creates a hostile or abusive employment er-edueatienal-environment.

Race/Color Harassment

Prohibited racial harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's race or
color and when the conduct has the purpose or effect of: interfering with the individual's work or educational performance; ef
creating an intimidating, hostile, or offensive working_or -and/fer-learning environment; or efinterfering with one's ability to
participate in or benefit from a class or an educational program or actl\nty Such harassment may inelude-butisnetlimited-te
occur where conduct is directed at the characteristics of a person's race or color, such as racial slurs, nicknames implying
stereotypes, epithets, and/or negative references relative-te-regarding_racial customs.

Religious (Creed) Harassment

Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's religion
or creed and when the conduct has the purpose or effect of: interfering with the individual's work or educational performance; ef
creating an intimidating, hostile, or offensive working amdsfor learning environment; or ef-interfering with one's ability to participate
in or benefit from a class or an educational program or activity. Such harassment may ineclide-but-is-netlimited-te-occur where
conduct is directed at the characteristics of a person's religious tradition, clothing, or surnames, and/or invelving-involves religious
slurs.

National Origin/Ancestry Harassment



Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin_or ancestry and when the conduct has the purpose or effect of: interfering with the individual's work or
educational performance; ef-creating an intimidating, hostile, or offensive working ane+or learning environment; or efinterfering
with one's ability to participate in or benefit from a class or an educational program or activity. Such harassment may include-but-is
netlimited-te-occur where conduct is directed at the characteristics of a person's national origin_or ancestry, such as negative
comments regarding customs, manner of speaking, language, surnames, or ethnic slurs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
disability and when the conduct has the purpose or effect of: interfering with the individual's work or educational performance; ef
creating an intimidating, hostile, or offensive working and/or learning environment; or ef-interfering with one's ability to participate
in or benefit from a class or an educational program or activity. Such harassment may inelude-butis-netlimited-te-occur where
conduct is directed at the characteristics of a person's disabling-eenditien;-disability, such as negative comments about speech
patterns, movement, physical impairments or defects/appearances, or the like. Such harassment alse-may-include-butisnet
Himited-te-further may occur where conduct is directed at or pertaining-pertains to a person’s genetic information.

Corporation Compliance Officers

The following individuals serve as the Corporation's Compliance Officers (also known as "Anti-Harassment Compliance

[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(s)/ADA Coordinator(s) and/or Title IX
Coordinator(s). Additionally, by appointing two (2) COs, there always should be a CO available to investigate a claim of
harassment 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.ki2.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. (X3}.in the student or parent and 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_harassment on the basis of a protected class.

The COs will oversee the investigation of any complaints of harassment based on a protected class which may be filed
pursuant to the Board's adopted internal complaint procedure (see below) and will attempt to resolve such complaints.
The Board will provide for the prompt and equitable resolution of complaints alleging_harassment based on a protected
class.

Reports and Complaints of-Harassing-Cenduect Unlawful Harassment and Retaliation

Students; and Corporation employees are required, and all other members of the Corporation community and third-parties
Third Parties are encouraged, to promptly report incidents of untawful-harassment {see-definition-infirst paragraph)-based
on a protected class to an administrator, supervisor, or other Corporation official so that the €erperatien-Board may address the

conduct before it becomes severe, pervaswe or per5|stent Mkeeﬂaerat-lan—employees—memdiﬁg—admmstrﬂors—pfofessw

- Any teacher,__ dmmlstrator supervisor, or other Corporat|on-

I-eifel—empioyee or ofFC|aI who receives such a complalnt shall file it with the-eeﬂnsfahe-n—s—Aﬂtf—Hafassment—GQManee
be—subjeet—te—dﬁeiphﬂertm—to—aﬂd—me&idmg—termaheﬂ— co wn:hm two (g) business days. [NOTE: while students are

advised to report discrimination/retaliation to administrators, supervisors, or other Corporation officials, the Board
recognizes that some students may report discrimination/retaliation to a teacher. When a teacher receives such a
report, the teacher must file it with the CO as indicated above.]

Members of the Corporation community erthird-parties-and Third Parties who believe they have been subjected-to-unlawful

harassment{see-definitionin-firstparagraph)}-unlawfully harassed by another member of the Corporation community or a
third-party-Third Party are entitled to utilize the Board's complaint process that is set forth below. Initiating a complaint, whether

formally or informally, will not adversely affect the eemplah&ng%dua#&Complamant s emp!oyment or part:cupatron in
educational or extra-curricular programs, us he-eofm RHg-iF : 3
knewl-edge—t-hat—rt—w—false—imimd—uals—Whlle there are no time llmlts for |mt|at|nq complalnts of harassment under this
policy, individuals should make every effort to file a complaint-within-thirty-(30)-ecalendar-days-after-the-conduct-eceurs

while-the factsare knewn-and-potential-witnessesare-available:_as soon as possible after the conduct occurs while the

facts are known and potential witnesses are available.

The COs will be available during regular school/work hours to discuss concerns related to harassment on the basis of a

protected class. The COs shall accept reports of unlawful harassment directly from any member of the Corporation
community or a Third Party and such reports that initially are made to another Corporation employee. Upon receipt of
a report of alleged harassment, the CO will contact the Complainant and begin either an informal or formal complaint
process (depending_on the Complainant's request and the nature of the alleged harassment) or designate a specific
individual to conduct such a process.

The CO will provide a copy of this policy to the Complainant and Respondent. In the case of a formal complaint, the CO
will prepare recommendations for the Superintendent or will oversee the preparation of such recommendations by a
designee. All members of the Corporation community must report incidents of harassment based on a protected class
that are reported to them to the CO within two (2) business days of learning_of the incident/conduct.

Any Corporation employee who directly observes unlawful harassment is obligated, in accordance with this policy, to
report such observations to a CO within two business (2) days. Additionally, any Corporation employee who observes
an act of unlawful harassment is expected to intervene to stop the harassment unless circumstances make such an
intervention dangerous, in which case the staff member should immediately notify other Corporation employees
and/or local law enforcement officials, as necessary, to stop the harassment. Thereafter, the CO or designee must
contact the Complainant if age eighteen (18) or older or the Complainant's parents/guardians if the Complainant is
under the age eighteen (18) within two (2) days to advise of the Board's intent to investigate the alleged harassment.

Investigation and Complaint Procedure {SeefForm-1662F1)

Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education
Program or Activities, any employee or other member of the Corporation community or Third Party (e.g., visitor to the
Corporation) who alleges to have been subjected to unlawful harassment or retaliation may seek resolution of the




complaint through the procedures described below. The formal complaint procedures involve an investigation of the
individual's claims of harassment based on a protected class or retaliation and a process for rendering_a decision
regarding whether the charges are substantiated.

Due to the sensitivity surrounding_ complaints of unlawful harassment or retaliation, timelines are flexible for initiating
the complaint process; however, individuals are encouraged to file a complaint within thirty (30) calendar days after
the conduct occurs while the facts are known and potential withesses are available.




Once the formal complaint?rocess is begun, the investigation will be completed in a timely manner (ordinarily within
fifteen (15) business days of the complaint being_received).

The infermal-and-fermal-procedures set forth below are not intended to interfere with the rights of any individual to pursue a
complaint of unlawful harassment 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 ("EEQC").;er-te-filea
concirent-criminalcemplaint-with-the law-enforeement-ageney-having jurisdietion-_The Chicago Office of the OCR can
be reached at John C. Kluczynski Federal Building, 230 S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone:
312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Informal Complaint Procedure

The goal of the informal complaint procedure is to stop inappropriate behavior andferuntawful-harassment-{see-definition-in
first-paragraph)and-te-investigate-promptly and facilitate resolution through an-informal means, if possible. The informal

complaint procedure is provided as a less formal option for am-a Corporation employee, other member of the Corporation

community or Thlrd Party who alleges unlawful harassment or retalratlon who—beheves—s—fhe—has—been—mﬂawfuw

aetmttes—af—feetmg—the-eeﬂmhen—enment— Thls lnformal procedure is not reqwred asa precursor to the Fllng of a

formal complalnt. e

e e : = e p procedt .The mformal process is avallable only in
those cnrcumstances where the Complainant and the Respondent mutually agree to participate in it.

The Complainant may proceed immediately to the formal complaint process, and individuals who seek resolution
through the informal procedure may request that the informal process be terminated at any time to move to the formal
complaint process.

Hewever,—al-All complaints efunlawful-harassment{see-definition-infirstparagraph)-involving a Corporation employee, any
other adult member of the Corporation community, or a third-party-against-Third Party and a student will be formally

investigated.-Simitarly—any-allegatiens-ef sexual-vielence-will-be fermally-investigated-

As an initial course of action, if an-individual-a Complainant feels that-sthe-is-being-unlawfully-harassed {see-definition-in
firstparagraph)-and-s/the-is-able-comfortable and feels-safe_in doing so, the individual should tell or otherwise inform the
harasser-Respondent that the alleged harassing_conduct is unwelcome and must stop. Sueh-direet-communicationsheuld
not-be-utilized-in-eireumstanees-invelving-sexualvielenee-The eemplaining-individual-Complainant should address the
allegedly harassing conduct as soon after it occurs as possible. The Eempliance-Offieer{s)-is/are-COs are available to support
and counsel individuals when taking this initial step or to intervene on behalf of the individual-Complainant if requested to do so.
An-individual-A Complainant who is uncomfortable or unwilling to inferm-approach the harasser-ef-hisfhercomplaintisnet




prohibfted—frem—ot-hefmseﬁmg—Respondent dlrectlv about the allegedly |nappropriate conduct may file an informal or a
formal complamt radé 2

In addition, with regard to certain types of unlawful harassment, such as sexual harassment, the CO may advise
against the use of the informal complaint process.

An-individual-A Complainant who believes-s/he s-beenur ; ssed-{see-de : St alleges
harassment based on a protected class or retahatlon may make an mformal complalnt either orally or in wrltmg 1) toa

teacher;other-empleyeeer-building administrator; 2) directly to one {33}-of the-Compliance-Officers COs; andfor 3) to the

Superintendent or other Corporation-level employee.

All informal complaints must be reported to one of the Eempliance-Officers-COs, who will-either will facilitate an informal
resolution as described below en-his/ther-ewn-or appoint another individual to facilitate an informal resolution.

The Corporatlon s |nf0rma| complalnt procedure is de5|gned to prowde emp%eyee&—e%:hef—members—ef-{h&eeﬂmatfen

pafagfaph}—the Complamant W|th a range of optlons deﬁgned—te-bﬂng—almed at brlnglng about a resolutlon of their-the
Complainant's concerns. Depending upon the nature of the complaint and the wishes of the individual-elaiming-untawful
harassment-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 the unwelcome nature of the behavior to the-alleged
harasser Respondent.

B. Distributing a copy of the-anti-harassment-policy-asareminder-Policy 1662 - Anti-Harassment to the individuals in
the school building or office where the individualwhese-behavier-is-beingquestieoned-Respondent works or attends

school.

C. If both parties agree, the Eempliance-Offieer-CO may arrange and facilitate a meeting or mediation between the
mdfwdual—elaﬂniﬂg—harassmeﬂt—Complalnant and the mdwml&al—aeeused—af—har&ssment—Respondent to work out a
mutual resolution.-Sue : :

While there are no set time limits within which an informal complaint must be resolved, ene-ef-the-Compliance Officers-the CO or
a-designee will-exercise-his/her-autherity-is directed to attempt to resolve all informal complaints within {3}-fifteen (15) 3
4{-—)—[-ENB-GF—9P5F—IGNi—busmess days of recelvmg the mformal complalnt.—may—ﬁle—a—eeinpl-amt—mt-h—the—u-mted

If the Complainant is dissatisfied with the results of 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, ifone of the parties has 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
initiatly;from the outset, or the CO determines the allegations are not appropriate for resolution through the informal
process, the formal complaint process as-deseribed-belew-shall be implemented.







