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The Inlet Common School District prohibits discrimination, including harassment, in – or related 

to – the work place based on an employee’s actual or perceived race, color, weight, national 

origin, religion, religious practice, political affiliation, disability, sexual orientation, gender, age, 

veteran status, genetic information, or any other characteristic protected by local, state, or 

federal law.  District employees are encouraged to report even isolated incidents of unlawful 

discrimination and/or harassing behavior engaged in by their supervisor(s) or coworkers or by 

other individuals they come into contact with while at work.  While isolated incidents may not 

actually constitute a violation of local, state, or federal law, it is District policy to prevent or stop 

unlawful discrimination and harassing conduct before it rises to that level.  The District also 

prohibits retaliation or any adverse treatment of employees because they either report 

harassment or provide information related to such complaints.   

Regulations will be developed by the Superintendent which provide: 

 an explanation of prohibited conduct under this policy; 

 that employees who make complaints of harassment or provide information 

related to such complaints will be protected against retaliation; 

 an explanation of the complaint process that provides accessible avenues of 

complaint as well as a prompt, thorough, and impartial investigation; 

 that the District will protect the confidentiality of harassment complaints to the 

extent possible; 

 that the District will take immediate and appropriate corrective action when it 

determines that harassment has occurred. 

A copy of this policy and its accompanying regulations will be available upon request and 

should be posted at various locations in each school building.  The District’s policy and 

regulations on harassment will be published in appropriate publications, such as 

teacher/employee handbooks, student handbooks, and/or school calendars. 

 

Explanation of Prohibited Conduct 

All “harassing conduct” is prohibited regardless of whether it is committed by an employee’s 

supervisor or coworker or by a non-employee.  “Harassing conduct” is offensive behavior which 

is motivated by the individual’s attitudes and/or impermissible stereotypes about groups of 

people, i.e. women, racial groups, religious groups, older people, disabled individuals, or any 

other group protected by state or federal law.  There are two types of such conduct: 1) tangible 
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employment action discrimination, which can only be committed by an employee’s 

supervisor(s) and 2) hostile environment harassment, which can be committed by supervisors, 

coworkers, non-employees. 

 

 Tangible Employment Action Discrimination 

A tangible employment action is an employment-related decision made by a supervisor which 

results in a significant change in a particular employee’s employment status.  This can include 

such actions as: hiring and firing; promotion or failure to promote; demotion; undesirable 

reassignment; compensation decisions; and undesirable work assignments.  If such an action is 

based upon an employee’s gender, race, religion, age, disability, etc., it would constitute 

tangible employment action discrimination.  Some examples of tangible employment action 

discrimination might include: 1) a male supervisor fires a female employee because she refused 

his sexual advances; 2) a Caucasian supervisor gives an African-American employee a bad 

performance review because of his prejudice against African-Americans; or 3) a supervisor 

refuses to promote an employee who is confided to a wheelchair because of the employee’s 

disability. 

 

 Hostile Work Environment Harassment 

Hostile work environment harassment involves conduct which has the purpose or effect of 

interfering with an Employee’s work performance or creating an intimidating, hostile, or 

offensive working environment.  The following are some illustrative examples of “harassing 

conduct” which could result in hostile work environment harassment: 1) unwanted physical 

contact or conduct of any kind, including sexual flirtations, touching, advances, or propositions; 

2) verbal harassment, threats and hostile comments regarding an individual’s or groups’ actual 

or perceived race, color, weight, national origin, religion, religious practice, political affiliation, 

disability, sexual orientation, gender, age, veteran status, genetic information, pregnancy, or 

any other characteristic protected by state or federal law, including lewd comments, jokes or 

references, and offensive personal references; 3) the display in the workplace of demeaning, 

insulting, intimidating, or sexually suggestive objects, pictures, or photographs; and 4) 

demeaning, insulting, intimidating, or sexually suggestive written, recorded, or electronically 

transmitted message.   
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Protection Against Retaliation 

Retaliatory behavior directed against complainants, victims, witnesses, and/or any other 

individuals who participate in the investigation of a complaint of sexual harassment is strictly 

prohibited.  When the District investigates a complaint of harassment, the official who 

interviews the parties and witnesses should remind these individuals about the prohibition 

against retaliation.  Follow-up inquiries will be made after the resolution of the harassment 

complaint to verify that no individual involved in the complaint or investigation process has 

suffered retaliation.   

 

Report Harassing Conduct Before it Becomes Severe 

District employees are encouraged to report harassing conduct before it becomes severe.  The 

District will take appropriate action to stop such conduct even before it rises to the level of 

unlawful harassment. 

 

Complaint Process 

District employees are strongly encouraged to report even isolated incidents of harassing 

behavior.  Any employee who encounters harassing conduct is to notify his or her immediate 

supervisor immediately.  If the employee believes that reporting the incident to his or her 

supervisor would be inappropriate, the employee should instead contact the Superintendent.  If 

the employee believes that reporting the incident to his or her Superintendent would be 

inappropriate, the employee should instead contact the Chair of the Board of Education, as 

soon as possible.   

 

Confidentiality 

The District will protect the confidentiality of harassment allegations to the extent possible.  

However, the District cannot guarantee complete confidentiality, since it cannot conduct an 

effective investigation without revealing certain information to the alleged harasser and 

potential witnesses, and because disclosure may be required by law or to conduct proceedings 

related to the harassment.  Nevertheless, to the extent permitted by law, information about 
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the allegation of harassment will be shared only with those who need to know about it.  

Records relating to harassment complaints will be kept confidential on the same basis. 

 

Investigator 

The District’s investigator of harassment complaints will be either the Title IX Compliance 

Officer or the Chair of the Board of Education.  The investigator cannot be either the harasser 

or a subordinate to the alleged harasser.  In the event that the alleged harasser is the 

Superintendent, the Chair of the Board of Education may be the investigator or the Board of 

Education will appoint the investigator.  While the District will not appoint its school attorney to 

perform the investigation, the appointed investigator will work closely and consult frequently 

with the school attorney throughout the investigation.  Such consultation is designed to meet 

the legal requirements of a thorough investigation.   

 

Investigation 

As soon as the District’s investigator learns about the alleged harassment, he/she should 

determine whether a detailed fact-finding investigation is necessary.  For example, if the 

alleged harasser does not deny the accusation, there generally would be no need to interview 

witnesses, and the District could immediately determine appropriate corrective action.  (This is 

not to say that the investigator must interview witnesses to alleged harassment in any 

particular order.  There may be circumstances where it would be imprudent to interview the 

alleged harasser before other witnesses, e.g. if the harasser could destroy important evidence 

or intimidate other witnesses.) 

If a fact-finding investigation is necessary, it should be launched immediately.  The amount of 

time that it will take to complete the investigation will depend on the particular circumstances.  

If, for example, multiple individuals were allegedly harassed, then it will take longer to 

interview the parties and witnesses.   

It may be necessary to undertake immediate measures before completing the investigation so 

that further harassment does not occur.  Examples of such measures are making scheduling 

changes so as to avoid contact between the parties; transferring the alleged harasser; or placing 

the alleged harasser on non-disciplinary leave with pay pending the conclusion of the 

investigation.   
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Corrective Action 

The District will undertake appropriate corrective action, including discipline, whenever it 

determines that harassing conduct has occurred in violation of the District’s policy.  Remedial 

measures will be designed to stop the harassment, correct its effects on the employee, and to 

prevent the harassment from recurring.  These remedial measures need not be those that the 

employee requests or prefers, as long as they are effective.  The alleged victim will be informed, 

in writing, of the findings of the investigation and of any remedial action taken. 

District employees who have been found to engage in harassing conduct will be subject to 

discipline, up to and including discharge.  All statutory, constitutional, and contractual 

disciplinary procedures will apply to any discipline the District intends to impose on an 

employee. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPROVED: Board of Education 

Date:  October 9, 2013 


