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The purpose of this regulation is to implement Board Policy GAEB by establishing 

guidelines for the prompt and equitable resolution of complaints involving harassment 

against employees and other individuals who are not students.  Complaints of 

discrimination against and harassment of students shall be resolved in accordance with 

Board Policy JAA. 

This regulation calls for the exercise of a considerable degree of personal deliberation, 

discretionary decision-making and professional judgment in its application.  

Consequently, these guidelines should be liberally construed by School District officials 

to carry out the purpose of the relevant Board Policy in a equitable manner.  

1.       Responsibilities of Equal Opportunity Coordinator.  The EO Coordinator is 

responsible for coordinating the School District’s compliance with Board policies and 

federal civil rights laws which prohibit discrimination against employees and other 

non-students, including the relevant provisions Title IX of the Education Amendments of 

1972.  The Title IX Coordinator is responsible for coordinating the School District’s 

compliance with those provisions of Title IX of the Education Amendments Act of 1972 

which prohibit discrimination against students on the basis of sex.   The EO Coordinator 

shall work with the Title IX Coordinator to resolve complaints of sexual harassment 

against students where the victim is a student and the accused individual is not another 

student.   If the Title IX coordinator receives a complaint which should be handled by 

the EO Coordinator, such Coordinator shall forward the complaint to the EO 

Coordinator.   

2.       Written Complaint.  Any student, employee, applicant for employment, or 

other person who is a victim of or witness to harassment may make a complaint 

directly to the school principal, building supervisor, or EO Coordinator.  The complainant

should be encouraged to provide their complaint in written form, but this is not 

required.  If the complaint is oral, the coordinator shall prepare a memorandum or 

written statement of the complaint as made to him or her by the complainant within 

five (5) business days of the oral complaint.  The complainant shall be provided with an 

opportunity to review and sign the complaint but a signature shall not be required.  

3.       Reporting Complaints to EO Coordinator.  A teacher or other 

non-supervisory employee who receives a complaint of harassment, or who has 

reasonable cause to believe harassing conduct is occurring in the School District, shall 

immediately report it to the school principal, building supervisor, or EO Coordinator. 

The complaint should generally be reported within five (5) business days after it is 

received. 



A supervisor who receives a complaint of harassment must promptly report the 

complaint to the EO Coordinator or, if the alleged harasser is the EO Coordinator, to the 

Superintendent. The complaint should generally be reported within five (5) business 

days after it is received.   

4.         Complaint Investigation.  The EO Coordinator will be responsible for 

assigning an objective and impartial investigator to gather evidence, interview 

witnesses, resolve credibility issues, and make a determination as to whether 

harassment occurred.  The EO Coordinator may also conduct the harassment 

investigation. The purpose of the investigation is to determine whether harassment has 

occurred, or whether harassing conduct, if allowed to continue, might create a hostile 

work environment.  If harassment has occurred, the investigator should recommend 

actions necessary to: (a) end the harassment; (b) prevent it from recurring; and (c) 

remedy the effects of the harassment.  

5.         Investigation Timelines.  The specific time frame for resolving a complaint of 

harassment will depend on the complexity of the facts and circumstances and the 

severity and extent of the harassment.  Generally, however, it should not take more 

than twenty (20) business days to complete the investigation.  At the conclusion of the 

investigation, the EO Coordinator shall prepare a written response to the complaint 

detailing any action to be taken in response to the complaint and the time frame in 

which such action will be taken and copies of the response shall be furnished to the 

victim, the accused individual, and the Superintendent.  The response should be 

forwarded to the victim and the accused individual as soon as practicable after the 

investigation but generally not more than five (5) business days after the investigation 

is completed.  

6.         Victim Notification.  If the EO Coordinator receives a complaint of 

harassment which is not made by the alleged victim, the EO Coordinator should 

promptly inform the alleged victim that the School District intends to initiate an 

investigation into the complaint.   The alleged victim should be provided with copy of 

Board Policy GAEB.  The EO Coordinator may, but is not required to, send written 

notification confirming receipt of the complaint to the alleged victim. The EO 

Coordinator should inform the Complainant of the status of the investigation on a 

periodic basis.  

7.         Requests for Confidentiality.  If the victim requests that his or her name not 

be disclosed to the harasser or asks that nothing be done about the alleged 

harassment, the EO Coordinator will be responsible for determining the School District’s 

ability to honor this request.  The EO Coordinator may consider the following factors 

when evaluating confidentiality requests by a victim: 

a. The source of the information and the seriousness of the alleged harassment; 

b. Whether the alleged harassment triggers mandatory reporting requirements 

under state law; 

c. Whether there have been other complaints or reports of harassment against the 

alleged harasser; 

d. The rights of the accused individual to receive information about the accuser and 

the allegations in connection with any disciplinary action; and 

e. The likelihood and potential impact of retaliation or reprisal against the 

Complainant. 



The EO Coordinator should take all reasonable steps to investigate and respond to the 

complaint in a manner consistent with the request for confidentiality.  The EO 

Coordinator should counsel the victim about the School District’s obligation to disclose 

investigatory records which are requested under the Georgia Open Records Act or in 

connection with pending or future litigation. 

8.       Evaluation of Need for Interim Measures.  The EO Coordinator is responsible 

for evaluating whether it is necessary to implement interim measures to immediately 

stop and prevent any alleged harassing conduct while the complaint is being 

investigated.  For example, it may be necessary to temporarily restructure work 

assignments to minimize interactions among the victim and the accused individual 

during the course of the investigation.   

9.         Investigation Procedures.  The specific steps in an investigation will vary 

depending on the nature of the allegations, the source of the complaint, confidentiality 

concerns, and other factors.  Unless circumstances dictate otherwise, follow the steps 

outlines one the Employee Harassment Investigation Checklist, GAEB-E(1). 

10.      Focus of the Investigation.  The investigator should structure the 

investigation in order to identify facts necessary to answer the following questions: 

a. If the conduct was sexual in nature, was it unwelcome?  Except in cases of 

supervisor-subordinate or employee-student relationships, the sexually harassing

conduct must be unwelcome.  Conduct is unwelcome if the victim did not request 

or invite it and “regarded the conduct as undesirable or offensive.”  Acquiescence 

in the conduct or the failure to complain does not necessarily mean that the 

conduct was welcomed by the victim.  

b. Was the conduct directed toward an individual because of his or her race, color, 

national origin, sex, sexual orientation, pregnancy, age, religion, or 

disability?  Harassing conduct on the basis of sex does not have to be sexual in 

nature.  Any type of conduct that is intended to insult, humiliate, demean, or 

exclude an individual because of his or her protected status may constitute 

harassment.   This includes non-sexual harassing conduct directed toward an 

individual because of his or her sex. 

c. Does the victim subjectively believe that the conduct created a hostile 

environment?  If a complaint is made by someone other than the victim, it will 

be important for the investigator to determine how the victim perceived the 

conduct which forms the basis for the complaint.  

d. If so, would a reasonable person in the victim’s position find the conduct 

sufficiently severe, persistent, or pervasive to alter the terms and conditions of 

employment or deny participation in or benefits of the School District’s programs 

or activities?  Not all inappropriate and subjectively offensive conduct constitutes 

harassment.  In this connection, the following factors should be considered: (1) 

the frequency of the conduct; (2) the severity of the conduct; (3) whether the 

conduct was physically threatening and humiliating or just a mere utterance; and

(4) whether the conduct unreasonably interferes with the employee's work 

performance.   Infrequent teasing, offhand comments, and isolated incidents, 

unless extremely serious, do not usually create a hostile environment.  However, 

even in the absence of a hostile environment or adverse job action, the School 



District may need to implement preventative measures to eliminate such 

inappropriate conduct and prevent harassment from occurring.   

e. Did the harassing conduct result in an adverse job action, or deny the individual 

participation in or the benefits of a program or activity operated by the School 

District?  The EO Coordinator should consider whether an employee or applicant 

suffered a serious material change in the terms or conditions of employment, 

such as not being hired for a position, being suspended, or being terminated.  An 

extreme cut in pay, humiliating demotion, or transfer to a position with 

significantly reduced responsibilities may be considered adverse job actions. A 

transfer or reassignment that does not result in a loss of responsibility, prestige, 

or pay will not usually constitute an adverse job action.  However, it will still be 

necessary for the investigator to fully explore an employee’s claim that a 

job-related action was motivated by discrimination.  

f. If harassing conduct occurred but did not, alone or in combination, create a 

hostile environment or result in an adverse job action, what steps should the 

School District take to prevent harassing conduct from escalating or recurring?  
An individual does not have to engage in harassing conduct which would impose 

liability under federal civil rights laws in order to be in violation of Board 

Policy GAEB.  Corrective and remedial measures may still be imposed if the 

accused individual engages in harassing conduct because of another individual’s 

race, color, national origin, sex, sexual orientation, pregnancy, age, religion, or 

disability.   The EO Coordinator must identify measures which are reasonably 

calculated to end the harassing conduct and prevent it from recurring.  Some 

examples of preventative measures include:  requiring mandatory harassment 

training; issuing a letter of reprimand and/or GTDRI deficiency notification; 

placing the harassing individual on a Professional Development Plan; transferring 

the harassing individual away from the victim; assigning another administrator 

to complete an evaluation or observation of the victim’s performance; limiting 

access to School District programs or activities; and suspending or terminating 

the harassing individual.  All preventative measures should be designed to 

minimize the burden on the victim as much as possible.  

g. If harassing conduct created resulted in an adverse job action or denied an 

individual participation in or a benefit of an educational program, what steps 

should the School District take to remedy the effects of such harassment and 

prevent it from recurring?   The appropriate steps will vary depending on the 

circumstances and the nature of the impact of the harassment on the terms and 

conditions of the victim’s employment. Some examples of remedial measures 

include removing negative evaluations from the victim’s file; reinstating the 

victim to a previous position; crediting the victim with sick leave taken to avoid 

the harasser; and providing compensatory benefits.  

11.      Student and Employee Discipline.   Where the accused individual is a 

student, the investigator may also find that the student has violated the Student 

Behavior Code.  If so, the EO Coordinator will forward the findings from the 

investigation to the Title IX Coordinator and school principal for further action under the 

Student Behavior Code.  Where the accused individual is an employee or non-student, 



the EO Coordinator will determine the level of due process protections which must be 

afforded to the employee prior to imposing any recommended discipline.   
12.      Reporting to Law Enforcement.  In cases involving potential criminal conduct 

the EO Coordinator should determine whether appropriate law enforcement authorities 

should be notified.  Although police investigations and reports may be useful in terms of 

fact-gathering, these reports are not determinative of whether harassment occurred in 

violation of Board Policy.  Accordingly, the School District’s investigation will proceed 

even if there is an on-going criminal investigation.  In no event shall the School 

District’s investigation be delayed by or postponed until the conclusion of a criminal 

investigation or adjudication.  

13.      Request for Review.  If either party is dissatisfied with the recommended 

resolution of the complaint, the victim and the alleged harasser both have the right to 

have the matter reviewed by the Superintendent.  The request for review must be 

submitted in writing to the Superintendent within five (5) business days of receiving a 

written response to the complaint from the EO Coordinator.  This process may not be 

used to appeal the results of a student disciplinary hearing or the results of a employee 

disciplinary proceeding before the Board of Education.  

14.      Superintendent’s Review.  The Superintendent shall have twenty (20) 

business days to review the complaint and the response of the coordinator and attempt 

to resolve the complaint.  The Superintendent shall furnish to the complainant a written 

response setting forth either his approval of the action recommended by the 

coordinator or the action to be taken by the system in response to the complaint in lieu 

of that recommended by the coordinator and the time frame in which such action shall 

be taken. 

 

Clarke County School District 

Last Issued Date: 1/12/2017 

Original Issued Date: 3/4/2010

 

 

 

 


