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I.          Purpose 
The Clarke County Board of Education prohibits harassment on the basis of race, color, 

national origin, sex, sexual orientation, pregnancy, age, religion, or disability in its 
education programs and activities and in its employment practices.   

The Clarke County Board of Education is committed to providing a learning environment 

and a work place free of all forms of harassment on the basis of race, color, national 
origin, sex, sexual orientation, pregnancy, religion, age, or disability.  Academic success 

is maximized while working and studying in an environment that is conducive to the 
learning process and free of harassment.  It is the policy of this Board to maintain a 
zero-tolerance attitude in regard to behavior that breaches that learning environment 

and impairs the emotional well-being of students or employees.  To that end, 
harassment on the basis of race, color, national origin, sex, sexual orientation, 
pregnancy, age, religion, or disability will not be tolerated by the School District.  

The Board does not intend by this Policy to create any additional rights which are not 
provided by federal or state laws. 

II.        Definition of Harassment  

Harassment is verbal, nonverbal, or physical conduct, directed toward an individual 
because of his or her race, color, national origin, sex, sexual orientation, pregnancy, 
religion, age, or disability, that is sufficiently severe, persistent, or pervasive so as to 

create a hostile environment, result in an adverse job action (e.g., failure to hire, 
demotion, or termination), or result in a denial of access to educational opportunities 
and resources.  An individual does not have to engage in harassing conduct which 

would impose liability under federal law in order to be in violation of this Policy. 

III.       Examples of Harassment 

A hostile environment may exist if the harassing conduct adversely affects a term or 

condition of employment, or if it adversely affects an individual’s ability to perform his 
or her job or participate in or benefit from the School District’s education 
programs.   The harasser can be the victim’s supervisor, supervisor in another area, co-

worker, visitor, volunteer, independent contractor, or student.  If conduct is sufficiently 
severe, it does not necessarily need to be persistent or pervasive in order to rise to the 
level of harassment.  Some examples of severe forms of harassing conduct include: 

 A threat of physical violence against an individual because of his or her national 
origin. 
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 An act of physical violence intended to intimidate or discourage an employee 
from pursuing a complaint of harassment or discrimination.  

 Engaging in non-sexual verbal or physical conduct that is intended to insult, 

humiliate, demean, or exclude an individual because of his or her sex or sexual 
orientation.   

Although this Policy does not prohibit simple teasing, offhand comments, or isolated 
incidents that are not very serious, less severe forms of conduct may, if allowed to 

continue, become sufficiently severe, persistent or pervasive so as to create a hostile 
work environment or result in a denial of educational opportunities.  Some examples of 
harassing conduct which, alone or in combination, may result in harassment include:  

 An employee’s repeated use, in the presence of others, of ethnic slurs when 
referring to students in an English Language Learners program. 

 An employee’s failure to take disciplinary action against a group of students who 
repeatedly place classroom furniture and other objects in the path of a student 
who uses a wheelchair, impeding the student’s ability to enter the classroom on 

numerous occasions. 

 An employee’s consistent practice of refusing to allow parents to attend a school 
play if they are wearing a hijab (a body covering and/or head-scarf). 

 An employee’s continuous humiliating and insulting comments to a colleague 
about the amount of weight the colleague has gained during her pregnancy. 

 An employee’s regular practice of denying an employee over the age of 40 the 

same professional development and training opportunities as his younger 
colleagues based on the assumption that, because of the employee’s age, he is 

close to retirement. 

IV.       Definition of Sexual Harassment 

Sexual harassment is a particular form of harassment and, as such, will not be 
tolerated by the School District.  Unwelcome verbal, nonverbal, or physical conduct 

may constitute sexual harassment if such conduct is sexual in nature, is based on an 
individual’s sex, and results in a hostile environment, an adverse job action, or the 
denial of access to educational opportunities. Sexual harassment is unwelcome verbal, 

nonverbal, or physical conduct that is sexual in nature and directed toward an 
individual because of his or her sex.  In addition, the conduct must also be sufficiently 
severe, persistent, or pervasive so as to create a hostile environment, result in an 

adverse employment action, or result in a denial of educational 
opportunities.  Unwelcome conduct of a sexual nature may also constitute sexual 
harassment when submission to the conduct is explicitly or implicitly made a term or 

condition of an individual’s employment or otherwise used as a basis for employment 
decisions.  Both the victim and the harasser can be either a man or a woman, and the 
victim and the harasser can be the same sex.   

V.        Examples of Sexual Harassment 



If conduct is sufficiently severe, it does not necessarily need to be persistent or 
pervasive in order to rise to the level of sexual harassment.  Some examples of severe 

forms of harassing conduct include: 

 Unwelcome, intentional touching of an individual’s intimate body parts, including 
rape, sexual assault, and other criminal conduct. 

 A sexual relationship between an employee and a student. 

 Threats of physical violence against an individual because of his or her sex. 

 Explicitly or implicitly promising to hire or promote an individual if he or she 
submits to unwelcome sexual conduct. 

 Terminating an employee for rejecting unwelcome sexual advances. 

Although this Policy does not prohibit simple teasing, offhand comments, or isolated 

incidents that are not very serious, less severe forms of verbal or physical conduct may, 
if allowed to continue, become sufficiently severe, persistent, or pervasive so as to 
create a hostile work environment or result in a denial of access to educational 

opportunities.  Some examples of sexually harassing conduct which, alone or in 
combination, may contribute to a hostile environment include:  

 Making humiliating or offensive comments about a colleague’s body or physical 
appearance. 

 Continuing to proposition a teacher to engage in unwelcome sexual activity, 

including repeated requests for dates. 

 Sending lewd, vulgar or profane graphics or written materials to others, or 
otherwise displaying sexually explicit content in the workplace.  

 Engaging in sexually suggestive conduct which is directed at another individual, 

including the use of provocative gestures or sexual innuendo and double 
entendre.   

VI.       Equal Opportunity Coordinator 
The Superintendent shall annually appoint an Equal Opportunity (“EO”) Coordinator 

who shall be responsible for coordinating the School District’s compliance with this 
Policy. The EO Coordinator shall serve as the School District’s designated employee for 
purposes of coordinating the School District’s compliance with those provisions of Title 

IX of the Education Amendments of 1972 (“Title IX”), which prohibit discrimination 
against employees and other individuals who are not students.  The designated Title IX 
Coordinator shall be responsible for coordinating the School District’s compliance with 

those provisions of Title IX which prohibit discrimination against students.  

The EO Coordinator (or his or her designee) shall have adequate training investigating 
complaints of discrimination and harassment and shall be able to explain the operation 



of the School District’s complaint procedures.  The EO Coordinator shall ensure that all 
complaints are thoroughly and impartially investigated and resolved in a prompt and 

equitable manner.   This EO Coordinator shall also be responsible for ensuring that this 
Policy is distributed to all employees on an annual basis, along with the name, office 
address and telephone number of each employee authorized to receive complaints of 

harassment.  

Complaints of discrimination and harassment (including sexual harassment) against 
students shall be resolved in accordance with Board Policy JAA.  The EO Coordinator 

shall work with the appropriate student coordinator to resolve complaints of 
harassment where the victim is a student and the alleged harasser is an employee, 
independent contractor, visitor, or volunteer.  

VII.     Impartiality of Supervisors 

As a matter of sound judgment, employees must avoid any apparent or actual conflicts 
of interest between their professional responsibilities and their personal 

relationships.  The power disparity inherent in supervisor-subordinate relationships 
makes them particularly vulnerable to exploitation and favoritism and, as a result, even 
consensual sexual or romantic relationships between supervisors and subordinate 

employees are strictly prohibited.  To further avoid complaints of favoritism, undue 
access, and restricted opportunity, an employee may not supervise any member of the 
employee’s immediate family or household.  For purposes of this Policy, the term 

“household” means all individuals living together at the same address whether or not 
related or romantically involved.  

An individual qualifies as a “supervisor” if that individual has authority to direct the day-
to-day work activities of the employee, is involved in the evaluation of the employee, or 
can make or recommend tangible employment decisions including, but not limited to, 

hiring, firing, promotion, or reassignment.  Sexual or romantic relationships between 
supervisors and subordinates shall be immediately disclosed or reported to the EO 
Coordinator.  A supervisor who fails to promptly report that he or she is supervising an 

employee in violation of this Policy shall be subject to disciplinary action. 

VIII.    Employee-Student Relationships 

It is a violation of this Policy for any employee to engage in sexual contact or have a 

romantic relationship with a student who is enrolled in the School District.  This 
prohibition applies even if the relationship or sexual contact is consensual between an 
employee and a student who is 16 years of age or older.   

IX.       Complaint Procedures 

Any person who is a victim of or witness to may complain directly to the school 
principal, building supervisor, or EO Coordinator.  

In no event will anyone be required to make a complaint of harassment directly to an 
alleged harasser, or the direct subordinates of such individual.  Employees may bypass 
their building supervisor or school principal and report directly to the designated EO 



Coordinator. If the alleged offending individual is the EO Coordinator, the complaint 
may be made or reported directly to the Superintendent. 

The complaint may be written or oral and should include a description of the alleged 
harassment, the time frame in which the conduct occurred, the name of the person or 
persons involved, and the names of any witnesses or other evidence relevant to the 

allegations in the complaint.  If the complaint is oral, the principal or supervisor 
receiving the complaint shall promptly prepare a memorandum or written statement of 
the complaint.  Filing a complaint or otherwise reporting discrimination or harassment 

will not reflect upon the individual’s employment status, nor will it affect future 
employment or job assignments. 

Prompt reporting is absolutely essential to the School District’s ability to prevent 

harassing conduct before it becomes severe or pervasive.  When a victim delays more 
than thirty (30) days before reporting an incident or occurrence of prohibited conduct, 
the aggrieved individual fails to take full advantage of all available corrective measures 

under this Policy.  During the delay, harassing conduct may escalate or continue, 
memories of corroborating witnesses may fade, and the School District’s ability to take 
preventative measures may be compromised.  

X.        Reporting Procedures 

This Policy is intended to encourage employees and others to report harassing conduct 
before it creates a hostile environment, results in an adverse job action, or adversely 

affects an individual’s ability to participate in or benefit from the School District’s 
education programs.   While isolated incidents of inappropriate conduct may not meet 

the legal definition of harassment, all complaints of suspected harassment should be 
reported to the EO Coordinator so the School District can investigate the complaint and, 
if necessary, prevent harassing conduct from escalating to the point of creating a 

hostile environment.      

                                    

A school principal or supervisor who receives a complaint of harassment shall notify the 

EO of the complaint as soon as practicable under the circumstances, but in no event 
later than five (5) business days from the time the individual receives the complaint.  A 
principal or supervisor who fails to forward a complaint of sexual harassment under this 

Policy may be subject to disciplinary action.  

XI.       Sexual Harassment of Students 

Any employee who has reasonable cause to believe that a student is being subjected to 

sexual harassment must report the harassment to the school principal, EO Coordinator, 
or Title IX Coordinator as soon as practicable under the circumstances, but in no event 
later than five (5) business days from the time the employee has reasonable cause to 

believe a student is being subjected to sexual harassment.  An employee who fails to 
report known or suspected sexual harassment of a student – including inappropriate 
relationships between employees and students and peer-to-peer sexual harassment – 

may be subject to disciplinary action.   

XII.     Confidentiality 



The right to confidentiality, both of the complainant and of the accused, will be 
respected consistent with the school district’s legal obligations, and with the necessity 

to investigate allegations of misconduct and take corrective action.  

XIII.    Retaliation Prohibited 

Any act of retaliation against an individual who, in good faith, files a complaint alleging 

a violation of this Policy or who participates in the investigation of a complaint made 
under this Policy is strictly prohibited. Retaliation may include, but is not limited to, any 
form of intimidation, reprisal or harassment based upon participation in the 

investigation of, or filing a complaint of, discrimination or harassment.  Complaints of 
retaliation should be promptly reported and shall be investigated and resolved in the 
same manner as a complaint of harassment.   

XIV.    Investigation and Resolution of Complaints 

All allegations of harassment and retaliation shall be promptly and fully investigated 
and appropriate corrective or disciplinary action shall be initiated.  Appropriate 

documentation shall be maintained on all allegations of such misconduct.  A 
substantiated charge against an employee may subject such person to disciplinary 
action, including discharge. 

The Superintendent shall establish regulations for the timely and equitable resolution of 
all complaints of harassment.  At a minimum, the regulations must: (1) include 
reasonably prompt timeframes for each stage of the investigation and complaint 

process; (2) provide for notice to the parties of the investigation procedures, status, 
and outcome; and (3) establish a process for parties to appeal the findings or remedy 

or both. 
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Policy Reference Disclaimer: These references are not intended to be part of the 

policy itself, nor do they indicate the basis or authority for the board to enact this 
policy. Instead, they are provided as additional resources for those interested in the 
subject matter of the policy. 

 
Note: The State of Georgia requires acceptance of Terms and Conditions before 

reviewing the code. To ‘accept’ click here: State of Georgia Terms and Conditions After 
accepting, return here and click on the links below to be taken to each specific 
code. You should only have to do this one time per session. 

State Reference Description 

O.C.G.A 19-07-0005 Reporting child abuse 

O.C.G.A 20-02-1184 
Mandatory reporting of students 
committing certain prohibited acts 

 

https://tinyurl.com/ycdmfrff
https://advance.lexis.com/api/document/collection/statutes-legislation/id/5NYG-G8D0-004D-803S-00008-00?cite=O.C.G.A.%20%C2%A7%2019-7-5&context=1000516
https://advance.lexis.com/api/document/collection/statutes-legislation/id/5NYG-G7T0-004D-846G-00008-00?cite=O.C.G.A.%20%C2%A7%2020-2-1184&context=1000
https://advance.lexis.com/api/document/collection/statutes-legislation/id/5NYG-G7T0-004D-846G-00008-00?cite=O.C.G.A.%20%C2%A7%2020-2-1184&context=1000


O.C.G.A 45-01-0004 

Complaints or information from public 
employees as to fraud, waste, and 
abuse in state programs and 

operations 

Federal Reference Description 

18 USC 1513 

Retaliating against a witness, victim, 

or an informant 

20 USC 1681 
Title IX-Prohibition against 
discrimination based on sex 

34 CFR 100.7 Title VI - Conduct of investigations 

34 CFR 104.7 

Section 504 - Designation of 
responsible employee and adoption 
of grievance procedures 

42 USC 2000d 

Civil Rights Act-Prohibition against 

discrimination in federally assisted 
programs on basis of race, color, or 
national origin 

42 USC 2000e-2 Unlawful employment practices 

45 CFR 86.57 
Discrimination based upon marital or 
parental status prohibited 
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http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title18-section1513&num=0&edition=prelim
http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title18-section1513&num=0&edition=prelim
http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title20-section1681&num=0&edition=prelim
http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title20-section1681&num=0&edition=prelim
https://www.ecfr.gov/cgi-bin/retrieveECFR?gp=1&SID=ee80f4b05232570cab110073e64a2b1e&ty=HTML&h=L&mc=true&r=PART&n=pt34.1.100#se34.1.100_17
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http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title42-section2000d&num=0&edition=prelim
http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title42-section2000d&num=0&edition=prelim
http://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title42-section2000d&num=0&edition=prelim
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