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POLICY AGAINST WORKPLACE DISCRIMINATION AND HARASSMENT  

 
The Hauppauge Union Free School District is committed to providing a work 

environment that is free from all forms of discrimination and conduct that can be 
considered illegally harassing, coercive or disruptive. Discrimination or harassment based 
on race, color, national origin, creed, age, genetic information, marital status, familial 
status, domestic violence victim status, religion, disability, pregnancy-related condition, 
arrest (not pending), criminal conviction, military or veteran service status, use of a guide 
dog, hearing dog or service dog, or any other characteristic or basis protected by 
applicable law is strictly prohibited and will not be sanctioned or tolerated. The Board of 
Education further recognizes that preventing and remedying illegal harassment and 
discrimination is essential to ensure a nondiscriminatory environment in which 
employees can work productively. 

 
This policy prohibits unlawful workplace discrimination and harassment based         

upon any characteristic or status protected by applicable law other than sexual harassment             
(including sexual orientation, gender identity and the status of being transgender).           
Complaints or concerns about workplace sexual harassment are addressed separately in           
Policy #0110, Policy Against Workplace Sexual Harassment.  

 
Prohibited Conduct 
 

Harassment on the basis of any protected characteristic is strictly prohibited.           
Harassment is considered verbal or physical conduct that denigrates or shows hostility or             
aversion toward an individual because of race, color, national origin, creed, age, genetic             
information, marital status, familial status, domestic violence victim status, religion,          
disability, pregnancy-related condition, arrest (not pending), criminal conviction, military         
or veteran service status, use of a guide dog, hearing dog or service dog, or any other                 
characteristic or basis protected by applicable law. This includes, but is not limited to:              
any conduct that has the purpose or effect of creating an intimidating, hostile, or              
offensive work environment; has the purpose or effect of unreasonably interfering with            
an individual’s work performance; or otherwise adversely affects an individual’s          
employment. This prohibition extends to conduct by school employees, officers, board           
members, volunteers, students and non-employees such as agents, contractors and          
vendors, which occurs on school grounds or at school-sponsored events, programs or            
activities, including those that take place at locations off school premises or in another              
state. 

 
Harassing conduct includes, but is not limited to: epithets, slurs, or negative            

stereotyping; threatening, intimidating or hostile acts; and written or graphic material that            
denigrates or shows hostility or aversion toward an individual or group and that is placed               
on walls or elsewhere on the District’s premises, circulated in the workplace, or on the               
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internet. 
 

Discrimination is the act of treating or allowing similarly situated employees or            
applicants for employment to be treated differently with respect to hiring, firing,            
promotion or any other term or condition of employment because of any characteristics             
or bases protected by applicable law or this Policy. 
 
Complaint Procedure 
 

Any employee who believes that he or she has been subjected to prohibited 
harassment or discrimination or who has witnessed anyone engaging in prohibited 
harassment or discrimination should immediately contact one of the District’s Title IX 
District or Building Coordinators. If the complaint involves or the employee is hesitant to 
bring the matter to the attention of a Title IX District or Building Coordinator, a report 
can be made to the Superintendent of Schools. If the complaint involves or the employee 
is hesitant to report to the Superintendent of Schools, the individual should report the 
behavior to the President of the Board of Education. The contact information for these 
individuals is listed on the District’s website. 

 
It is the responsibility of all supervisors to ensure that no employee is subjected to 

any form of prohibited harassment or discrimination. Should a supervisor become aware 
of the occurrence of harassment or discrimination, irrespective of whether the affected 
employee has filed a complaint, it is the responsibility of that supervisor to follow the 
procedures set forth below in order to ensure that appropriate action is taken to eliminate 
the harassment or discrimination and rectify the situation. 

 
The following procedure must be followed when there is any indication that 

harassment or discrimination has taken, or is taking, place: 
 

● An employee who raises a question or concern regarding harassment or 
discrimination should be encouraged to file a written complaint with one of 
the District’s Title IX District or Building Coordinators. A form for filing the 
complaint is attached to this Policy. If the complaint involves or if the 
employee is hesitant to file the complaint with a Title IX District or Building 
Coordinator, the employee should file the complaint directly with the 
Superintendent of Schools. If the employee’s complaint involves or the 
employee is hesitant to report to the Superintendent of Schools, the employee 
should file a complaint with the President of the Board of Education. 

 
● In the event that a supervisor becomes aware of an occurrence of harassment 

or discrimination, but discovers that no complaint has been filed by the 
affected employee or that the employee is unwilling to file a complaint, the 
supervisor must immediately notify a Title IX District or Building 
Coordinator or, if the behavior involves the Title IX District or Building 
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Coordinators, the supervisor must immediately notify the Superintendent of 
Schools.  

 
● All complaints about suspected harassment or discrimination will be 

investigated, whether that information was reported in oral or written form. 
 

● All complaints of harassment or discrimination will be investigated by the 
Title IX District or Building Coordinator, or a designee of the Title IX District 
or Building Coordinator, Superintendent of Schools or the Board of Education 
(which may include a third party).  The investigation will include, but not be 
limited to, interviewing the complaining party, the accused, any supervisors, 
and any other personnel, as necessary, to obtain sufficient factual information 
upon which to make a determination. All records of this investigation will be 
maintained in an independent and confidential file. Third parties may be 
designated to investigate the complaint or assist with any investigation.  

 
● At the conclusion of the investigation, the investigator will report the findings 

to the Superintendent of Schools or, if the complaint involves the 
Superintendent of Schools, to the Board President. If it is found that 
prohibited harassment or discrimination has, in fact, occurred, appropriate 
corrective action will be taken.  

 
● Where appropriate, the affected employee and the accused will be separately 

advised by the investigator as to the final disposition of the investigation. 
 

● All investigations will be conducted in a prompt, thorough and impartial 
manner. 

 
Confidentiality 
 

At all stages of this process, the confidentiality and privacy of all parties,             
including complainants, informants, witnesses and the accused, will be respected to the            
extent possible and consistent with law while still conducting a thorough investigation of             
the complaint and taking appropriate corrective action as necessary.  

 
Retaliation is Prohibited 
 

Any act of retaliation against anyone who, in good faith, reports an incident of              
harassment or discrimination, or provides information or assists in an investigation of            
suspected harassment or discrimination as a witness or otherwise is prohibited and will             
not be tolerated.  
 

For purposes of this Policy, retaliation includes, but is not limited to: adverse             
employment action(s) (e.g., being discharged, disciplined, discriminated against; etc.),         
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verbal or physical threats, intimidation, ridicule, bribes, destruction of property,          
spreading rumors, stalking, harassing phone calls, and any other form of harassment.            
Anyone who retaliates against another in violation of this Policy is subject to appropriate              
corrective action including, but not limited to, disciplinary action, as warranted, in            
accordance with District policy, the District’s Code of Conduct, and applicable laws,            
regulations and contractual provisions. 
 

Any individual who believes that he or she has been subjected to any acts of               
retaliation should immediately report that conduct to a Title IX District or Building             
Coordinator. If the complaint involves or the individual is hesitant to bring the matter to               
the attention of a Title IX District or Building Coordinator, the report should be made to                
the Superintendent of Schools. If the complaint involves or the individual is hesitant to              
bring the matter to the attention of the Superintendent of Schools, the report should be               
made to the President of the Board of Education.  
 
Interim Measures 
 

If the complainant reports that (s)he feels unsafe at work due to the nature of the                
complaint, the District will determine if interim measures or accommodations need to be             
made pending the investigation and resolution of the complaint. 
 
Corrective Action  
 

If, after appropriate investigation, the District finds that there has been prohibited            
harassment, discrimination or retaliation in violation of this Policy or law, appropriate            
corrective action will be taken in accordance with an applicable collective bargaining or             
other agreement, District policy, the District’s Code of Conduct and applicable laws and             
regulations.  
 

If the accused is an employee, consequences may include, but are not limited to, 
disciplinary action up to, and including, termination of employment. If the accused is not 
a District employee, consequences may include, but are not limited to, termination of any 
contractual or other relationship between the District and the individual. If the accused is 
a student, appropriate disciplinary measures may be applied up to, and including, 
suspension in accordance with the District’s Code of Conduct and applicable laws and 
regulations. 
 
Bad Faith Claims  
 

If, after investigating a complaint of harassment or discrimination, it is           
determined that an individual has intentionally made a claim of harassment or            
discrimination in bad faith, or intentionally provided false information regarding a           
harassment, discrimination or retaliation complaint, legal action and/or appropriate         
corrective action including, but not limited to, disciplinary action, termination of           
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employment and/or termination of any contractual or other relationship with the District            
may be taken against that individual. 
 
 
Regulations 
 

The Superintendent of Schools may develop and implement regulations regarding          
allegations of harassment or discrimination.  
 
Dissemination and Training 
  

This Policy will be available in each District facility, on the District’s website, in              
employee handbooks and will also be published annually in appropriate school           
publications. All new employees will receive information about this Policy at new            
employee orientation. All other employees will be provided information at least once a             
year regarding this Policy.  
 

The District’s employees will be trained annually with regard to their rights and             
obligations pursuant to this Policy.  
 
Review and Revision of Policy 

 
A review of this Policy will be conducted periodically to consider its effectiveness             

and compliance with applicable State and federal law. Revisions will be recommended to             
the Board when appropriate.  

 
 

 
Adoption Date:  
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SEXUAL HARASSMENT OF STUDENTS 
 

1. Definitions 
 

A. Building Compliance Officer – person in building who is trained to     
investigate Level I complaints. 

 
B. District Compliance Officer – person in district who is trained to 

investigate Level II complaints. 
 

C.  Sexual Harassment – Sexual harassment experienced by students is 
not always easily recognized.  It consists of any verbal or physical 
conduct of sexual nature imposed on the basis of sex by the offender.  
Sexual harassment may include unwelcome sexual advances, requests 
for sexual favors and other forms of verbal or physical conduct of a 
sexual nature.  All unwelcome behavior of a sexual nature, which is 
either designed to extort sexual favors from individuals, or for the 
purpose or effect of creating an intimidating, hostile or offensive 
environment for individuals, shall be deemed sexual harassment. 

 
Sexual harassment does not refer to behavior or occasional compliments of a 
socially acceptable nature.  It refers to behavior that is not welcome, that is 
personally offensive, that fails to respect the rights of others, that lowers 
morale and that therefore, interferes with the educational environment.  Sexual 
harassment may take different forms.  Forms of harassment include but are 
not limited to: 

 
Verbal: Sexual innuendoes, suggestive comments, jokes of a sexual nature, 
sexual propositions, threats, sexual favors, questions about a person’s sexual 
practices, sexually explicit jokes, lewd comments, sexual insults. 

 
Nonverbal: Sexually suggestive objects or pictures, graphic commentaries, 
suggestive or insulting sounds, leering, whistling, obscene gestures, crude 
cartoons. 

 
Unwanted physical contact of any kind, including but not limited to touching, 
pinching, bruising the body, coerced sexual intercourse, assault, cornering, 
kissing or fondling. 

 
II.  Procedures 
 

The compliance officer in each elementary and middle school building shall be        
the building principal.  The Superintendent shall appoint two compliance 
officers (one male and one female) at the high school, and three district 
compliance officers. 

 
All reports of sexual harassment will be held in confidence, subject to all 
applicable laws and any relevant provisions found in the district’s policy 
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manual and collective bargaining agreements and to the extent that it does not 
interfere with the district’s investigation. 

 
Students who believe they have been subjected to sexual harassment are to 
report the incident to a staff member.  The staff member shall notify the 
compliance officer of all complaints.  The compliance officer, if not the building 
principal, shall advise the building principal and shall meet with the student.  At 
that time, the student will be advised that he/she has the right to speak with a 
compliance officer of the same sex.  If the student wishes a different 
compliance officer for this reason, this shall be arranged.  At this initial 
meeting, the student shall also be advised of the differences between a Level I 
and a Level II complaint, and shall be advised that he/she has the right to 
pursue the complaint at either level. 

 
III.       Distinguishing Between Level I and Level II Complaints 
        

The purpose of this regulation is to establish procedures for identifying, 
addressing, and resolving sexual harassment complaints.  As with any 
interaction between human   beings, some situations are relatively simple to 
bring to a satisfactory resolution, while others are more difficult.  Level I 
procedures are for those situations that hold promise for simple solutions; 
while Level II procedures are for those situations that are more complex in 
nature.  While a situation is being handled as a Level I complaint, should it 
become clear that the complexity is greater than originally envisioned, and that 
the Level I procedures may not hold promise for resolving the situation in a 
manner satisfactory to both parties, the situation should be moved to Level II 
by the Level I compliance officer. 

 
IV Investigation of Complaints 
         

Upon receipt of a Level I or Level II complaint, the appropriate compliance 
officer shall conduct a diligent, thorough and impartial investigation of the 
allegations.  Statements shall be taken from the person making the complaint, 
from the alleged harasser, and from appropriate witnesses.  At the end of the 
investigation, the compliance officer shall make a determination as to what 
occurred, and shall recommend an appropriate resolution.  Both the 
complainant and the alleged harasser are to be notified of the compliance 
officer’s conclusions and recommendations.  Parents/guardians will be invited 
to attend all meetings that include their children.  The compliance officer, if not 
the building principal, shall keep the principal apprised of the progress and the 
outcome of the investigation.  

 
V. Level I Complaints 
 

Any student who believes he/she has been subjected to sexual harassment 
may request an informal meeting with a compliance officer.  (Complainants are 
to be informed that they are entitled to meet with a compliance officer of the 
same sex, and this shall be arranged when requested).  The purpose of such 
a meeting will be to discuss the allegations.  Parents or guardians of the 
student shall be notified of their right to attend the meeting with their child. 
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The compliance officer shall next advise the person against whom allegations 
have been made and arrange for a meeting to formally review the allegations.  
If the alleged harasser is a student, the parents or guardians of the student 
shall be notified of their right to attend the meeting. 

 
Should the harasser admit the allegations, the building compliance officer 
should seek a written assurance that the unwelcome behavior will stop.  The 
compliance officer will prepare a written report of the incident (Attachment A) 
and inform both the complainant and alleged harasser of the results of the 
investigation. 

 
Should the harasser deny the allegation, the compliance officer will review the 
available evidence and determine whether a more thorough investigation 
should ensure at Level I, or whether the situation should move to Level II. 

 
If the situation remains at Level I, the compliance officer will interview 
appropriate witnesses, review all of the evidence, make a determination as to 
whether the allegations are substantiated by the evidence, and develop 
recommendations for resolving the situation.  This shall all be placed in a 
written report (Attachment A).  A copy of the conclusions and 
recommendations will be provided to the complainant, the alleged harasser, 
and the building principal. 

 
Both the complainant and the alleged harasser are to indicate to the 
compliance officer whether they are satisfied with the resolution. 

 
If both parties agree, they shall be advised that the matter is considered 
closed, but might be reopened if a recurrence of sexual harassment is 
reported.  The compliance officer is to inform the complainant that any 
recurrence of the harassment, or any retaliatory action that might occur, must 
be reported immediately.  As a follow up, the compliance officer shall meet 
with the complainant within 30 days of the date of resolution in order to 
determine whether any further incidents have occurred.  If they have, the case 
should be reopened. If they have not, the case should be considered closed, 
unless the complainant comes forth with further complaints in the future. 

 
VI. Level II Complaints 
 

Level II complaints may be submitted to the district compliance officer either 
initially to report an incidence of sexual harassment or by the Level I 
compliance officer if he/she feels this is appropriate. 

 
During the course of investigating an allegation, the Level II officer shall meet 
with the complainant, the alleged harasser, and the appropriate witnesses.  
Parents/guardians of any students shall be notified of these meetings and of 
their right to attend.  At the completion of the investigation, the officer shall file 
a report (Attachment B) that shall summarize the investigation, make a 
determination as to whether the allegations are substantiated by the evidence, 
and state recommendations for resolving the situation.  A copy of the 
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conclusions and recommendations will be provided to the complainant, the 
alleged harasser, the building principal, and the Superintendent of Schools. 

 
If the Level II compliance officer determined that sexual harassment has 
occurred, the Superintendent, or his/her designee, shall notify the complainant 
and the alleged harasser of the outcome and take immediate, appropriate and 
corrective action. 
 

VII. Corrective Action 
 

If the investigation reveals that sexual harassment has occurred, appropriate 
remedial and/or disciplinary actions shall be taken in a manner consistent with 
applicable law, district policies and regulations, and collective bargaining 
agreements.  The remedial and/or disciplinary action must be intended to 
assure no reoccurrence of harassment to the complainant. 

 
Anyone subjecting complainants or witnesses to any form of retaliation will 
also be subject to disciplinary action in the manner prescribed by law and 
consistent with any applicable provisions in the district’s policy manual or 
collective bargaining agreements.  (This does not preclude a person who feels 
unfairly accused of sexual harassment from taking appropriate legal action). 

 
VII Appeals Process 
 

If either the complainant or the alleged harasser is not satisfied with the 
findings of the Level II compliance officer, an appeal may be made to the 
Superintendent of Schools.  The appeal must include all relevant reports.  The 
Superintendent will review the record and the appropriateness of the 
corrective action taken. 

 
IX. Post-Corrective Action 
     

Following a finding of sexual harassment, victims will be contacted by the 
building compliance officer or district compliance officer to ensure that the 
harassment has not resumed and that no retaliatory action has occurred.  At 
the discretion of the district, these follow-up interviews will continue for an 
appropriate period of time. 
 

X. Complaint Records 
 

Upon written request, complainants and alleged harassers will receive a copy 
of the results of the investigation.  Copies of the results of the investigation will 
be kept on file with the district’s compliance officer and, where appropriate, 
with the student or employment records of both the complainant and with the 
allege harasser.  
 

XI. Investigation in the Absence of a Complaint 
 

In the absence of a complaint, the Superintendent, Superintendent’s designee, 
or staff member, upon learning of, or having reason to suspect, the occurrence 
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of sexual harassment, will report the incident to a compliance officer who will 
ensure that an investigation is promptly commenced. 

 
XII. Individual Rights and Confidentiality 
 

The rights of all persons shall be respected in carrying out the procedures 
outlined above.  Confidentiality shall be maintained to the extent that an 
appropriate and complete investigation may be conducted. 

 
XIII. Referral to Other Governmental Agencies 
 

The compliance officer shall alert the Superintendent’s designee of all Level II 
complaints. The Superintendent’s designee shall inform the Superintendent 
of Level II complaints that may warrant referral to a governmental agency. 
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BUILDING COMPLIANCE OFFICER’S REPORT – LEVEL I 
 
 

Name of Compliance Officer: ____________________________________________ 
 
Name and Position of Complainant: _______________________________________ 
 
Date of Complainant: __________________________________________________ 
 
Name and Position of Alleged Sexual Harasser: _____________________________ 
 
___________________________________________________________________ 
 
Nature of Allegation: _______________________________________________________ 

 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 

Conduct of Investigation (include witnesses, date interviewed, method of interview 
and statements) 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 

 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
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Conclusion: __________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
 
Recommendations: ___________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
 
 
_______________________      _____________________________________
  
Date          Signature, Level I Compliance Officer  
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ATTACHMENT B 
 

DISTRICT COMPLIANCE OFFICER’S REPORT – LEVEL II 
 

 
Name of Compliance Officer: 
_________________________________________________ 
 
Name and Position of Complainant: 
____________________________________________ 
 
Date of Complainant: 
________________________________________________________ 
 
Name and Position of Alleged Sexual Harasser: 
___________________________________ 
 
___________________________________________________________________ 
 
Nature of Allegation: 

__________________________________________________________ 
 
__________________________________________________________________________ 

 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 

Conduct of Investigation (include witnesses, date interviewed, method of interview 
and statements) 
 
__________________________________________________________________________ 

 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 
 
__________________________________________________________________________ 

 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
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___________________________________________________________________ 
 
 
 
Conclusion: 
_________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
Recommendations: 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
___________________________________________________________________ 
 
 
 
 
 
 
_____________________   _______________________________ 
Date      Signature, Level I Compliance Officer 
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SEXUAL HARASSMENT 

 

 The Board of Education recognizes that harassment of students and staff on the 

basis of sex, gender and/or sexual orientation is abusive and illegal behavior that harms 

targets and negatively impacts the school culture by creating an environment of fear, 

distrust, intimidation and intolerance. The Board further recognizes that preventing and 

remedying such harassment in schools is essential to ensure a healthy, nondiscriminatory 

environment in which students can learn and employees can work productively.  

 

 

Sex-based harassment can be comprised of two types of behavior:  sexual 

harassment and/or gender-based harassment.  Sexual  harassment is unwelcome conduct 

of a sexual nature, which can include unwelcome sexual advances, requests for sexual 

favors, and other verbal, nonverbal, or physical conduct of a sexual nature (see regulation 

0110-R for examples).  Gender-based harassment includes verbal, nonverbal or physical 

aggression, intimidation or hostility that is based on actual or perceived gender and 

sexual stereotypes (see regulation 0110-R for examples).  Sexual or gender-based 

harassment of a student can deny or limit the student’s ability to participate in or to 

receive benefits, services, or opportunities from the school’s program. In addition, in the 

remainder of this policy, the term sexual harassment will refer to both sexual and gender-

based harassment. 

 

 The Board is committed to providing an educational and working environment 

that promotes respect, dignity and equality and that is free from all forms of sexual 

harassment. To this end, the Board condemns and strictly prohibits all forms of sexual 

harassment on school grounds, school buses and at all school-sponsored activities, 

programs and events including those that take place at locations outside the district.  

 

 Because sexual harassment can occur staff to student, staff to staff, student to 

student, student to staff, male to female, female to male, male to male or female to 

female, it shall be a violation of this policy for any student, employee or third party 

(school visitor, vendor, etc.) to sexually harass any student or employee.  

In order for the Board to effectively enforce this policy and to take prompt corrective 

measures, it is essential that all targets of sexual harassment and persons with knowledge 

of sexual harassment report the harassment immediately. The district will promptly 

investigate all complaints of sexual harassment, eitherformal or informal, verbal or 

written. To the extent possible, all complaints will be treated in a confidential manner. 

Limited disclosure may be necessary to complete a thorough investigation.  If the 

complainant reports that they feel unsafe at school due to the nature of the complaint, the 

district will determine if accommodations need to be made until the issue is resolved. 

 

 If, after appropriate investigation, the district finds that a student, an employee or 

a third party has violated this policy, prompt corrective action will be taken in accordance 

with the applicable collective bargaining agreement, district policy and state law.  

 

 All complainants and those who participate in the investigation of a complaint of 

sexual harassment have the right to be free from retaliation of any kind.  
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 The Superintendent of Schools is directed to develop and implement regulations 

for reporting, investigating and remedying allegations of sexual harassment. These 

regulations are to be attached to this policy. In addition, training programs shall be 

established for students and employees to raise awareness of the issues surrounding 

sexual harassment and to implement preventative measures to help reduce incidents of 

sexual harassment.  Age-appropriate instructional materials will be incorporated into the 

curriculum to educate students so that they can recognize and reduce the incidence of 

sexual harassment.  

 

 This policy shall be posted in a prominent place in each district facility, on the 

district’s website, and shall also be published in student registration materials, student, 

parent and employee handbooks, and other appropriate school publications.  

 

 

 A committee of administrators, teachers, parents, students and the school attorney 

shall be convened annually to review this policy's effectiveness and compliance with 

applicable state and federal law, and to recommend revisions to Board.  

 

Ref: Education Amendments of 1972, Title IX, 20 U.S.C.§1681 et seq. 

Title VII of Civil Rights Act (1964), 42 U.S.C. §2000-e; 34 CFR §100 et seq. 

Davis v. Monroe County Board of Education, 526 U.S. 629, 652 (1999) 

Gebser v. Lago Vista Independent School District, 524 U.S, 274 (1998) 

Faragher v. City of Boca Raton, 524 U.S. 775 (1998) 

Burlington Industries v. Ellerth, 524 U.S. 742 (1998) 

 Oncale v. Sundowner Offshore Services, Inc., 523 U.S. 75 (1998) 

Franklin v. Gwinnett County Public Schools, 503 U.S. 60 (1992) 

Meritor Savings Bank, FSB v. Vinson, 477 U.S. 57 (1986) 

Office for Civil Rights Revised Sexual Harassment Guidance (January 19, 2001) 

Office for Civil Rights, Dear Colleague Letter:  Sexual Harassment Issues (2006) 

Office for  Civil Rights, Dear Colleague Letter:  Bullying (October 26, 2010) 

 

Revised:  May 21, 2012 

Adoption date:  May 22, 2012 
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SEXUAL HARASSMENT REGULATION 
 

 This regulation is intended to create and preserve an educational and 

working environment free from unlawful sexual harassment on the basis of sex, 

gender and/or sexual orientation in furtherance of the district's commitment to 

provide a healthy and productive environment for all students and employees that 

promotes respect, dignity and equality.  

 

Sexual Harassment Defined 

 

 "Sexual harassment" means unwelcome sexual advances, requests for 

sexual favors, sexually motivated physical conduct or other verbal or physical 

conduct or communication of a sexual nature. 

 

 “Gender-based harassment” means verbal, non-verbal or physical 

aggression, intimidation or hostility that is based on actual or perceived gender 

identity or expression. 

 

 Sexual or gender-based harassment occurs when: 

 

1. submission to that conduct or communication is made a term or condition, 

either explicitly or implicitly, of an employee's employment or a student's 

education (including any aspect of the student's participation in school-

sponsored activities, or any other aspect of the student's education); or  

2. submission to or rejection of that conduct or communication by an 

individual is used as a factor in decisions affecting an employee's 

employment or a student's education; or  

3. the conduct or communication has the purpose or effect of substantially or 

unreasonably interfering with an employee's work performance or a 

student's academic performance or participation in school-sponsored 

activities, or creating an intimidating, hostile or offensive working or 

educational environment. 

 

Unacceptable Conduct 

 

 

 School-related conduct that the district considers unacceptable and which 

may constitute sexual harassment includes, but is not limited to, the following:  

   

 

 1. rape, attempted rape, sexual assault, attempted sexual assault, forcible 

sexual abuse, hazing, and other sexual and gender-based activity of a 

criminal nature as defined under the State Penal Law;  

 2. unwelcome sexual invitations or requests for sexual activity in exchange 

for grades, promotions, preferences, favors, selection for extracurricular 

activities or job assignments, homework, etc.;  
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3. unwelcome and offensive public sexual display of affection, including 

kissing, making out, groping, fondling, petting, inappropriate touching of 

one's self or others, sexually suggestive dancing, and massages;  

4. any unwelcome communication that is sexually suggestive, sexually 

degrading or implies sexual motives or intentions, such as sexual remarks 

or innuendoes about an individual's clothing, appearance or activities; 

sexual jokes; sexual gestures; public conversations about sexual activities 

or exploits; sexual rumors and "ratings lists;" howling, catcalls, and 

whistles; sexually graphic computer files, messages, games, or through 

any social media or electronic media.  

5. unwelcome and offensive name calling or profanity that is sexually 

suggestive, sexually degrading, implies sexual intentions, or that is based 

on sexual stereotypes or sexual orientation, gender identity or expression;  

6. unwelcome physical contact or closeness that is sexually suggestive, 

sexually degrading, or sexually intimidating such as the unwelcome 

touching of another's body parts, cornering or blocking an individual, 

standing too close, spanking, pinching, following, stalking, frontal body 

hugs, etc.;  

7. unwelcome and sexually offensive physical pranks or touching of an 

individual's clothing, such as hazing and initiation, "streaking," 

"mooning," or "wedgies" (pulling underwear up at the waist so it goes in 

between the buttocks), bra-snapping, skirt "flip-ups," "spiking" (pulling 

down someone's pants or swimming suit); pinching; placing hands inside 

an individual's pants, shirt, blouse, or dress, etc.;  

 8. unwelcome leers, stares, gestures, or slang that are sexually suggestive; 

sexually degrading or imply sexual motives or intentions;  

 9. clothing with sexually obscene or sexually explicit slogans or messages; 

10. unwelcome and offensive skits, assemblies, and productions that are 

sexually suggestive, sexually degrading, or that imply sexual motives or 

intentions, or that are based on sexual stereotypes;  

11. unwelcome written or pictorial display or distribution of pornographic or 

other sexually explicit materials such as magazines, videos, films, Internet 

material, etc.;  

12. any unwelcome behavior based on sexual stereotypes and attitudes that is 

offensive, degrading, intimidating, or demeaning, including, but not 

limited to: 

 

 a.   disparaging remarks, slurs, jokes about or aggression toward an 

individual because the person displays mannerisms or a style of 

dress inconsistent with stereotypical characteristics of the person’s 

sex; 

 b.   ostracizing or refusing to participate in group activities with an 

individual during class projects, physical education classes or field 

trips because of the individual’s sex, gender expression or gender 

identity;  
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 c.   taunting or teasing an individual because they are participating in 

an activity not typically associated with the individual’s sex or 

gender 

  

 For purposes of this regulation, action or conduct shall be considered 

"unwelcome" if the student or employee did not request or invite it and regarded 

the conduct as undesirable or offensive.   In addition, in the remainder of this 

regulation, the term sexual harassment will refer to both sexual and gender-based 

harassment. 

 

Determining if Prohibited Conduct is Sexual Harassment  

 

 

 Complaints of sexual harassment will be thoroughly investigated to 

determine whether the totality of the behavior and circumstances meet any of the 

elements of the above definition of sexual harassment and should therefore be 

treated as sexual harassment. Not all unacceptable conduct with sexual 

connotations may constitute sexual harassment. In many cases (other than quid 

pro quo situations where the alleged harasser offers academic or employment 

rewards or threatens punishment as an inducement for sexual favors), 

unacceptable behavior must be sufficiently severe, pervasive and objectively 

offensive to be considered sexual harassment.   If the behavior doesn’t rise to the 

level of sexual harassment, but is found to be objectionable behavior, the 

individual will be educated and counseled in order to prevent the behavior from 

continuing.  

 

 In evaluating the totality of the circumstances and making a determination 

of whether conduct constitutes sexual harassment, the individual investigating the 

complaint should consider:  

 

1. the degree to which the conduct affected the ability of the student to 

participate in or benefit from his or her education or altered the conditions 

of the student's learning environment or altered the conditions of the 

employee's working environment;  

2. the type, frequency and duration of the conduct;  

3. the identity of and relationship between the alleged harasser and the 

subject of the harassment (e.g., sexually based conduct by an authority 

figure is more likely to create a hostile environment than similar conduct 

by another student or a co-worker);  

4. the number of individuals involved;  

5. the age and sex of the alleged harasser and the subject of the harassment;  

6. the location of the incidents and context in which they occurred;  

7. other incidents at the school; and  

8. incidents of gender-based, but non-sexual harassment.  

 

Reporting Complaints 
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 Any person who believes he or she has been the target of sexual 

harassment by a student, district employee or third party related to the school is 

required to report complaints as soon as possible after the incident in order to 

enable the district to effectively investigate and resolve the complaint. Targets are 

encouraged to submit the complaint in writing; however, complaints may be filed 

verbally.  

 

 Complaints should be filed with the Dignity Act Coordinator. 

 

 Any school employee who receives a complaint of sexual harassment from 

a student shall inform the student of the employee's obligation to report the 

complaint to the school administration, and then shall immediately notify the 

Dignity Act Coordinator.  

 

 In order to assist investigators, targets should document the harassment as 

soon as it occurs and with as much detail as possible including: the nature of the 

harassment; dates, times, places it has occurred; name of harasser(s); witnesses to 

the harassment; and the target's response to the harassment.  

 

Confidentiality 

 

 It is district policy to respect the privacy of all parties and witnesses to 

complaints of sexual harassment. To the extent possible, the district will not 

release the details of a complaint or the identity of the complainant or the 

individual(s) against whom the complaint is filed to any third parties who do not 

need to know such information. However, because an individual's need for 

confidentiality must be balanced with the district's legal obligation to provide due 

process to the accused, to conduct a thorough investigation, or to take necessary 

action to resolve the complaint, the district retains the right to disclose the identity 

of parties and witnesses to complaints in appropriate circumstances to individuals 

with a need to know. The staff member responsible for investigating complaints 

will discuss confidentiality standards and concerns with all complainants.  

 

 If a complainant requests that his/her name not be revealed to the 

individual(s) against whom a complaint is filed, the staff member responsible for 

conducting the investigation shall inform the complainant that: 

 

1. the request may limit the district's ability to respond to his/her complaint;  

2. district policy and federal law prohibit retaliation against complainants 

and witnesses; 

3. the district will attempt to prevent any retaliation; and  

4. the district will take strong responsive action if retaliation occurs. 

 

 If the complainant still requests confidentiality after being given the notice 

above, the investigator will take all reasonable steps to investigate and respond to 

the complaint consistent with the request as long as doing so does not preclude the 
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district from responding effectively to the harassment and preventing the 

harassment of other students or employees.  

 

Investigation and Resolution Procedure 

 

A. Initial (Building-level) Procedure 

 

 The Principal or the Title IX coordinator shall conduct a preliminary 

review when they receive a verbal or written allegation of sexual harassment, or if 

they observe sexual harassment. Except in the case of severe or criminal conduct, 

the Dignity Act Coordinator should make all reasonable efforts to resolve 

complaints informally at the school level should be made. The goal of informal 

investigation and resolution procedures is to end the harassment and obtain a 

prompt and equitable resolution to a complaint.   

 

 

 

 As soon as possible but no later than three working days following receipt 

of a complaint, the Dignity Act Coordinator should begin an investigation of the 

complaint should begin according to the following steps:  

 

1. Interview the target and document the conversation. Instruct the target to 

have no contact or communication regarding the complaint with the 

alleged harasser. Ask the target specifically what action he/she wants 

taken in order to resolve the complaint. Refer the target, as appropriate, to 

school social workers, school psychologists, crisis team managers, other 

school staff, or appropriate outside agencies for counseling services.  

2. Review any written documentation of the harassment prepared by the 

target. If the target has not prepared written documentation, instruct the 

target to do so, providing alternative formats for individuals with 

disabilities and young children, who have difficulty writing and need 

accommodation.  

3. Interview the alleged harasser regarding the complaint and inform the 

alleged harasser that if the objectionable conduct has occurred, it must 

cease immediately. Document the conversation. Provide the alleged 

harasser an opportunity to respond to the charges in writing.  

4. Instruct the alleged harasser to have no contact or communication 

regarding the complaint with the target and to not retaliate against the 

target. Warn the alleged harasser that if he/she makes contact with or 

retaliates against the target, he/she will be subject to immediate 

disciplinary action.  

5. Interview any witnesses to the complaint. Where appropriate, obtain a 

written statement from each witness. Caution each witness to keep the 

complaint and his/her statement confidential.  

6.  Review all documentation and information relevant to the complaint.  
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7.  Where appropriate, suggest mediation as a potential means of resolving 

the complaint. In addition to mediation, use appropriate informal methods 

to resolve the complaint, including but not limited to: 

 

 a. discussion with the accused, informing him or her of the district's 

policies and indicating that the behavior must stop; 

 b. suggesting counseling and/or sensitivity training; 

 c. conducting training for the department or school in which the 

behavior occurred, calling attention to the consequences of 

engaging in such behavior; 

 d. requesting a letter of apology to the complainant; 

 e. writing letters of caution or reprimand; and/or 

 f. separating the parties. 

 

8. Parent/Student/Employee Involvement and Notification 

 

 a. Parents of student targets and accused students shall be notified 

within one school day of allegations that are serious or involve 

repeated conduct. 

 b. The parents of students who file complaints are welcome to 

participate at each stage of both informal and formal investigation 

and resolution procedures. 

 c. If either the target or the accused is a disabled student receiving 

special education services under an IEP or section 504/Americans 

with Disabilities Act accommodations, the committee on special 

education will be consulted to determine the degree to which the 

student's disability either caused or is affected by the 

discrimination or policy violation. In addition, due process 

procedures required for persons with disabilities under state and 

federal law shall be followed. 

 d. The investigator shall submit a copy of all investigations and 

interview documentation to the Superintendent.  

 e. The investigator shall report back to both the target and the 

accused, notifying them in writing, and also in person as 

appropriate regarding the outcome of the investigation and the 

action taken to resolve the complaint. The investigator shall 

instruct the target to report immediately if the objectionable 

behavior occurs again or if the alleged harasser retaliates against 

him/her. 

 f. The investigator shall notify the target that if he/she desires further 

investigation and action, he/she may request a district level 

investigation by contacting the Superintendent of Schools. The 

investigator shall also notify the target of his/her right to contact 

the U.S. Department of Education's Office for Civil Rights and/or 

a private attorney. Employees may also contact the U.S. Equal 

Employment Opportunity Commission or the New York State 

Division of Human Rights. 
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 If the initial investigation results in a determination that sexual harassment 

did occur, the investigator will promptly notify the Superintendent, who shall then 

take prompt disciplinary action in accordance with district policy, the applicable 

collective bargaining agreement or state law.  

 

 If a complaint received by the Dignity Act Coordinator contains 

evidence or allegations of serious or extreme harassment, such as employee to 

student harassment, criminal touching, quid pro quo (e.g., offering an academic or 

employment reward or punishment as an inducement for sexual favors), the 

complaint shall be referred promptly to the Superintendent. In addition, where the 

Dignity Act Coordinator has a reasonable suspicion that the alleged harassment 

involves criminal activity, he/she should immediately notify the appropriate law 

enforcement authority and if needed Child Protective Services. In addition the 

Superintendent of Schools shall be notified of the situation Where criminal 

activity is alleged or suspected by a district employee, the accused employee shall 

be suspended pending the outcome of the investigation, consistent with all 

contractual or statutory requirements.  

 

 Any party who is not satisfied with the outcome of the initial investigation 

by the Dignity Act Coordinator may request a district-level investigation by 

submitting a written complaint to the Superintendent within 30 days. 

 

B. District-level Procedure 

 

 The Superintendent shall promptly investigate and resolve all sexual 

harassment complaints that are referred to him/her by a Dignity Act 

Coordinator, as well as those appealed to the Superintendent following an initial 

investigation by a Dignity Act Coordinator. In the event the complaint of sexual 

harassment involves the Superintendent, the complaint shall be filed with or 

referred to the Board President, who shall refer the complaint to a trained 

investigator not employed by the district for investigation.  

 

 The district level investigation should begin as soon as possible but not 

later than three working days following receipt of the complaint by the 

Superintendent or Board President.  

 

 In conducting the formal district level investigation, the district will use 

investigators who have received formal training in sexual harassment 

investigation or that have previous experience investigating sexual harassment 

complaints.  

 

 If a district investigation results in a determination that sexual harassment 

did occur, prompt corrective action will be taken to end the harassment. Where 

appropriate, district investigators may suggest mediation as a means of exploring 

options of corrective action and informally resolving the complaint.  
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 No later than 30 days following receipt of the complaint, the 

Superintendent (or in cases involving the Superintendent, the Board-appointed 

investigator) will notify the target and alleged harasser, in writing, of the outcome 

of the investigation. If additional time is needed to complete the investigation or 

take appropriate action, the Superintendent or Board-appointed investigator will 

provide all parties with a written status report within 30 days following receipt of 

the complaint.  

 

 The target and the alleged harasser have the right to be represented by a 

person of their choice, at their own expense, during sexual harassment 

investigations and hearings. In addition, targets have the right to register sexual 

harassment complaints with the U.S. Department of Education's Office for Civil 

Rights.  

 

 Employee targets also have the right to register complaints with the 

federal Equal Employment Opportunity Commission and the New York State 

Division of Human Rights. Nothing in these regulations shall be construed to 

limit the right of the complainant to file a lawsuit in either state or federal court.  

 

Retaliation Prohibited 

 

 Any act of retaliation against any person who opposes sexually harassing 

behavior, or who has filed a complaint, is prohibited and illegal, and therefore 

subject to disciplinary action. Likewise, retaliation against any person who has 

testified, assisted, or participated in any manner in an investigation, proceeding, 

or hearing of a sexual harassment complaint is prohibited. For purposes of this 

policy, retaliation includes but is not limited to: verbal or physical threats, 

intimidation, ridicule, bribes, destruction of property, spreading rumors, stalking, 

harassing phone calls, and any other form of harassment. Any person who 

retaliates is subject to immediate disciplinary action, up to and including 

suspension or termination.  

 

Discipline/Penalties 

 

 Any individual who violates the sexual harassment policy by engaging in 

prohibited sexual harassment will be subject to appropriate disciplinary action. 

Disciplinary measures available to school authorities include, but are not limited 

to the following:  

 

 Students:  Discipline may range from a reprimand up to and including 

suspension from school, to be imposed consistent with the student conduct and 

discipline policy and applicable law. 

 

 Employees: Discipline may range from a warning up to and including 

termination, to be imposed consistent with all applicable contractual and statutory 

rights. 
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 Volunteers: Penalties may range from a warning up to and including loss 

of volunteer assignment. 

 

 Vendors: Penalties may range from a warning up to and including loss of 

district business. 

 

 Other individuals: Penalties may range from a warning up to and including 

denial of future access to school property.  

 

False Complaints 

 

 False or malicious complaints of sexual harassment may result in 

corrective or disciplinary action taken against the complainant.  

 

Training 

 

 All students and employees shall be informed of this policy in student and 

employee handbooks, on the district website and student registration materials. A 

poster summarizing the policy shall also be posted in a prominent location at each 

school. All secondary school student body officers shall receive district training 

about the policy at the beginning of each school year.  

 

 In addition, age-appropriate curricular materials will be made available so 

that it can be incorporated in instruction K-12 to ensure that all students are 

educated to recognize and report sexual harassment. 

 

 All new employees shall receive information about this policy and 

regulation at new employee orientation. All other employees shall be provided 

information at least once a year regarding this policy and the district's 

commitment to a harassment-free learning and working environment. Principals, 

Title IX coordinators, and other administrative employees who have specific 

responsibilities for investigating and resolving complaints of sexual harassment 

shall receive yearly training on this policy, regulation and related legal 

developments.  

 

 Principals in each school and program directors shall be responsible for 

informing students and staff on a yearly basis of the terms of this policy, 

including the procedures established for investigation and resolution of 

complaints, general issues surrounding sexual harassment, the rights and  

responsibilities of students and employees, and the impact of sexual harassment 

on the target.  

 

 

 

Revised: June 5, 2012 

Accepted: July 10, 2012 

 



 
 
HAUPPAUGE                                                                                                             0100-E      8.2 

WORKPLACE DISCRIMINATION/HARASSMENT COMPLAINT FORM 
 
Use this form to file an internal claim of workplace harassment (other than sexual harassment, 
which should be filed in accordance with Policy #0110, Policy Against Workplace Sexual 
Harassment) or discrimination, including hostile work environment, based on race, color, 
national origin, creed, age, genetic information, marital status, familial status, domestic violence 
victim status, religion, disability, pregnancy-related condition, arrest (not pending), criminal 
conviction, military or veteran service status, use of a guide dog, hearing dog or service dog, or 
any other characteristic or basis protected by applicable law. 
 
PERSONAL INFORMATION 
 
Name:  ______________________________  
Building/Department: _________________ 
Business Address: ____________________ 
____________________________________  
_________________________ Zip ________  
 
SUPERVISORY INFORMATION 
 
Immediate Supervisor’s Name: _______________________________________________________ 
Title: ____________________________________________________________________________ 
Business Phone: ___________________________________________________________________ 
 
DETAILS OF CLAIM 
 
1. Claim of discrimination/harassment is based on (check one or more that apply): 
 
(  ) RACE (  ) RELIGION      (  ) DISABILITY 
(  ) COLOR (  ) MARITAL STATUS      (  ) PREGNANCY OR  
                                                                                                           PREGNANCY -RELATED

                                   CONDITION 
(  ) NATIONAL ORIGIN (  ) FAMILIAL STATUS      (  ) ARREST (NOT PENDING) 
(  ) CREED (  ) DOMESTIC VIOLENCE      (  ) CRIMINAL CONVICTION 
(  ) AGE                                                            VICTIM STATUS  
(  ) MILITARY STATUS 
(  ) VETERAN STATUS (  ) GENETIC INFORMATION 

                  OR PREDISPOSING GENETIC CHARACTERISTICS 
(  ) USE OF A GUIDE DOG,  
      HEARING DOG OR SERVICE DOG 

 
(  ) OTHER (explain)  
_________________________________________________________________ 
 
2. Claim of discrimination/harassment is made against: Your Relationship to this person: 
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Name:  ________________________________________ (  ) Supervisor 
Work Address: __________________________________ (  ) Co-worker 
______________________________________________ (  ) Subordinate 
Work Phone: ___________________________________ (  ) Other:  ____________________ 

 
3. Incident(s) occurred on or about (date(s)): ____________________________________________

 
 

4. Briefly describe the incident and your reasons for concluding that it was discriminatory/harassing. 
Include names of witness(es), if any, and attach supporting data, if available. Use an additional 
sheet(s), if necessary. 

______________________________________________________________________________ 
 
______________________________________________________________________________ 
 
______________________________________________________________________________ 
 
______________________________________________________________________________ 
 
AFFIRMATION:  I understand that the filing of this internal claim does not prevent me from 
filing a claim of discrimination/harassment through judicial or administrative processes. I hereby 
affirm that the information contained in this claim is true and correct to the best of my 
knowledge, information and belief. 
 
DATE:  ___________________  
 
SIGNATURE: __________________________________________ 

 
PRINT NAME: _________________________________________ 
------------------------------------------------------------------------------------------------------------ 
DATE RECEIVED: BY WHOM: 
 
_____________________ ________________________ _______________________ 

                                Signature   Print Name 
 
_____________________ ___________________________ _______________________ 

        Signature   Print Name 
 
______________________ ___________________________ _______________________ 

        Signature   Print Name 
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POLICY AGAINST WORKPLACE SEXUAL HARASSMENT  
 

Introduction 
 

The Hauppauge Union Free School District is committed to maintaining a workplace that 
is free from sexual harassment. Sexual harassment is a form of workplace discrimination and 
will not be tolerated. All employees are required to work in a manner that prevents sexual 
harassment in the workplace. This Policy is one component of the District’s commitment to a 
discrimination-free work environment.  
 

Sexual harassment is against the law. All employees, applicants for employment, Board 
members, student teachers, interns, non-employees (as defined below) and other persons 
conducting business with the District have a legal right to a workplace that is free from sexual 
harassment.  

 
The District is equally committed to maintaining a workplace that is free from 

discrimination and other types of prohibited harassment.  For more information, please see 
Policy 0100, Policy Against Workplace Discrimination and Harassment; and Policy 0115, 
Student Harassment and Bullying Prevention and Intervention. 
 
Policy 
 

This Policy applies to all employees, applicants for employment, Board members, student 
teachers, interns, non-employees (see definition below), and other persons conducting business 
with the District, regardless of immigration status, (“covered individuals”) with respect to 
conduct by other persons, including parents, students and visitors.  

 
For purposes of this Policy, a “non-employee” is an independent contractor, agent or 

someone who is (or who is employed by) a contractor, subcontractor, vendor, consultant or 
anyone providing services in the workplace. Non-employees also include temporary workers, 
persons providing equipment repair, cleaning services or any other service pursuant to a contract, 
or other relationship with the District. 

 
All covered individuals must follow and uphold this Policy.  

 
Sexual harassment is a form of misconduct and will not be tolerated. Sexual harassment 

is offensive, a violation of the District’s Policies, unlawful, and may subject the District to 
liability for harm to targets of sexual harassment. Sexual harassers may also be individually 
subject to liability. 
 

Following receipt of a complaint about sexual harassment or of knowledge regarding 
possible sexual harassment that is occurring or has occurred, the District will conduct a prompt, 
thorough and confidential investigation that ensures due process for all parties. Appropriate 

1 
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corrective action, subject to any statutory or contractual limitations, will be taken whenever 
sexual harassment is found to have occurred.  

 
What is “Sexual Harassment?” 

 
Sexual harassment is a form of sex discrimination and is unlawful pursuant to federal, 

State and (where applicable) local law. Sexual harassment includes harassment on the basis of 
sex, sexual orientation, self-identified or perceived sex, gender expression, gender identity and 
the status of being transgender.  
 

Sexual harassment includes unwelcome conduct that is of a sexual nature or that is 
directed at an individual because of his/her sex, sexual orientation, gender identity or transgender 
status when:  
 

● the conduct has the purpose or effect of unreasonably interfering with an individual’s 
work performance or creating an intimidating, hostile or offensive work environment, 
even if the reporting individual is not the intended target of the sexual harassment;  

 
● the conduct is made either explicitly or implicitly a term or condition of employment; 

or  
 
● submission to or rejection of the conduct is used as the basis for employment 

decisions affecting an individual’s employment.  
 

A sexually harassing hostile work environment includes, but is not limited to, words, 
signs, jokes, pranks, intimidation or physical violence that are of a sexual nature, or that are 
directed at an individual because of his/her sex, sexual orientation, gender identity or transgender 
status. Sexual harassment also consists of any unwanted verbal or physical advances, sexually 
explicit derogatory statements or sexually discriminatory remarks made by someone that are 
offensive or objectionable to the recipient, which cause the recipient discomfort or humiliation or 
that interfere with his/her job performance.  
 

Sexual harassment also occurs when a person in authority tries to trade job benefits for 
sexual favors. Job benefits may include hiring, promotion, continued employment or any other 
terms, conditions or privileges of employment. This is also called “quid pro quo” harassment.  
 

Any covered individual who believes that he/she is being or has been sexually harassed 
should report the sexual harassment so that any violation of this Policy can be promptly 
corrected. Any sexually harassing conduct, even a single incident, can be addressed pursuant to 
this Policy.  

 
Examples of Sexual Harassment  
 

The following describes some of the types of acts that are strictly prohibited and that may 
constitute unlawful sexual harassment:  

2 
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● Physical acts of a sexual nature including:  

 
o Touching, pinching, patting, kissing, hugging, grabbing, brushing against another 

person’s body or poking another person’s body; and 
 

o Rape, sexual battery, molestation or attempts to commit these assaults.  
 

● Unwanted sexual advances or propositions including:  
 
o Requests for sexual favors accompanied by implied or overt threats concerning 

the target’s job performance evaluation, a promotion or other job benefits or 
detriments; and 
 

o Subtle or obvious pressure for unwelcome sexual activities.  
 

● Sexually oriented gestures, noises, remarks, jokes or comments about a person’s 
sexuality or sexual experience that creates a hostile work environment.  

 
● Sex stereotyping, which occurs when conduct or personality traits are considered 

inappropriate simply because they may not conform to other people’s ideas or 
perceptions about how individuals of a particular sex should act or look.  

 
● Sexual or discriminatory displays or publications anywhere in the workplace 

including:  
 

o Displaying pictures, posters, calendars, graffiti, objects, promotional material, 
reading materials or other materials that are sexually demeaning or pornographic. 
This includes displays on workplace computers, cell phones or other electronic 
devices and sharing these displays while in the workplace.  

 
● Hostile actions taken against an individual because of his/her sex, sexual orientation, 

gender identity or transgender status, including:  
 
o Interfering with, destroying or damaging a person’s workstation, tools or 

equipment, or otherwise interfering with the person’s ability to perform the job;  
 

o Sabotaging a person’s work; and 
 

o Bullying, yelling or name-calling.  
 
Who Can be a Target of Sexual Harassment?  
 

Sexual harassment can occur between or among any individuals, regardless of their sex or 
gender. New York Law protects covered individuals from sexual harassment. Sexual harassers 

3 
 



HAUPPAUGE                                                                                                               0110  
8.3 
can be a superior, a subordinate, a co-worker or anyone in the workplace including another 
covered individual or any other person, including a visitor.  
Where Can Sexual Harassment Occur?  
 

Unlawful sexual harassment is not limited to the physical workplace itself. It can also 
occur outside of the workplace while covered individuals are traveling for work or at 
employer-sponsored events, programs, activities or parties. Calls, texts, emails, and social media 
usage can constitute unlawful workplace harassment even if they occur away from the workplace 
premises, on personal devices or outside of work hours.  
 

Retaliation is Prohibited 
 

Retaliation against anyone who, in good faith, complains, provides information or assists 
in an investigation of suspected sexual harassment as a witness or otherwise will not be tolerated. 
Appropriate corrective action, subject to any statutory or contractual limitations, including, but 
not limited to, disciplinary action, termination of employment and/or termination of any 
contractual or other relationship with the District will be implemented. 
 

No covered individual will be subject to adverse action(s) (e.g., being discharged, 
disciplined, discriminated against; etc.) because that person, in good faith, reports an incident of 
sexual harassment, provides information, or otherwise participates in any investigation of a 
sexual harassment complaint.  

 
Unlawful retaliation can be any action that could discourage a covered individual from 

coming forward to make or support a sexual harassment claim. Adverse action need not be 
job-related or occur in the workplace to constitute unlawful retaliation (e.g., threats of physical 
violence outside of work hours).  

 
Retaliation is unlawful pursuant to federal, State and (where applicable) local law. The 

New York State Human Rights Law protects any individual who has engaged in “protected 
activity.” Protected activity occurs when a person has, in good faith:  

 
● made a complaint of sexual harassment, either internally or with any 

anti-discrimination agency;  
 

● testified or assisted in a proceeding involving sexual harassment pursuant to the 
Human Rights Law or other anti-discrimination law;  

 
● opposed sexual harassment by making a verbal or informal complaint to management, 

or by simply informing a supervisor or manager of harassment;  
 

● reported that another employee has been sexually harassed; or  
 

● encouraged a fellow employee to report sexual harassment.  
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Even if the alleged sexual harassment does not rise to the level of a violation of law, the 
individual is protected from retaliation if he/she had a good faith belief that the practices were 
unlawful. The retaliation provision is not intended, however, to protect persons making 
intentionally false charges of sexual harassment.  

 
Any covered individual who believes that he/she has been a target of any acts of 

retaliation in violation of this Policy should immediately report that conduct to one of the 
District’s Title IX District or Building Coordinators. If the complaint involves or the individual 
is hesitant to report to a Title IX District or Building Coordinator, the individual should report 
the conduct to the Superintendent of Schools. If the complaint involves or the individual is 
hesitant to report to the Superintendent of Schools, the individual should report the behavior to 
the President of the Board of Education. Contact information for these individuals can be found 
on the District’s website.  

 
Anyone who believes that he/she has been a target of prohibited retaliation may seek 

legal remedies, as explained below in the section on “Legal Protections and External Remedies.”  
 

Reporting Sexual Harassment 
 

Preventing sexual harassment is everyone’s responsibility. The District cannot prevent or 
remedy sexual harassment unless we know about it.  

 
All covered individuals are encouraged to report any behavior that may constitute sexual 

harassment in violation of this Policy to one of the District’s Title IX District or Building 
Coordinators. If the complaint involves or the individual is hesitant to report to a Title IX District 
or Building Coordinator, the individual should report the conduct to the Superintendent of 
Schools. If the complaint involves or the individual is hesitant to report to the Superintendent of 
Schools, the individual should report the behavior to the President of the Board of Education. 
Contact information for these individuals can be found on the District’s website.  

 
Anyone who witnesses or becomes aware of a potential instance of sexual harassment 

should also report this behavior to one of the above individuals.  
 

Reports of sexual harassment may be made orally or in writing. A form for submission of 
a written complaint is attached to this Policy, and all covered individuals are encouraged to use 
this complaint form. If a covered individual reports sexual harassment on behalf of someone else, 
he/she should use the written complaint form and note that he/she is submitting the complaint on 
someone else’s behalf.  
 

Anyone who believes that he/she has been a target of prohibited sexual harassment may 
seek legal remedies, as explained below in the section on “Legal Protections and External 
Remedies.”  

 
Supervisory Responsibilities 
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Any supervisor or manager who receives a complaint or information about suspected 
sexual harassment, observes what may be sexually harassing behavior or for any reason becomes 
aware of or suspects that sexual harassment is occurring or has occurred, is required to report 
that suspected sexual harassment to one of the District’s Title IX District or Building 
Coordinators, irrespective of whether the affected individual files a complaint. If the complaint 
or information involves the Title IX District or Building Coordinators, the supervisor/manager 
must report the suspected sexual harassment to the Superintendent of Schools. If the complaint 
or information involves the Superintendent of Schools, the supervisor/manager must report the 
suspected sexual harassment to the President of the Board of Education. Contact information for 
these individuals can be found on the District’s website.  
 

In addition to potentially being subject to appropriate corrective action, subject to any 
statutory or contractual limitations, if they engage in sexually harassing conduct or retaliation 
themselves, supervisors and managers will be subject to appropriate corrective action, subject to 
any statutory or contractual limitations, for failing to report suspected sexual harassment or for 
otherwise knowingly allowing sexual harassment to continue. Corrective action includes, but is 
not limited to, disciplinary action or termination of employment. 

 
Complaint and Investigation of Sexual Harassment 

 
All complaints or information about sexual harassment will be investigated, whether that 

information was reported in oral or written form. An investigation of any complaint, information 
or knowledge of suspected sexual harassment will be prompt and thorough, commenced 
immediately and completed as soon as possible. All persons involved, including complainants, 
witnesses and alleged sexual harassers will be afforded due process, as outlined below, to protect 
their rights to a fair and impartial investigation.  

 
All covered individuals, including supervisors and managers, may be required to 

cooperate as needed in an investigation of suspected sexual harassment to the extent permitted by 
law.  Anyone who participates in an investigation will not be retaliated against for that reason. 
The District will not tolerate retaliation against anyone who files a complaint, supports another’s 
complaint or participates in an investigation regarding a violation of this Policy. 

 
While the process may vary from case to case, the following investigation procedure 

must be followed when there is any indication that sexual harassment has taken, or is taking, 
place: 
 

● The Title IX District or Building Coordinator, or designee, will investigate all 
complaints of sexual harassment, except as otherwise outlined herein. Third parties 
may be designated to investigate a complaint or assist with any investigation. 

 
● Upon receipt of a complaint or report of suspected sexual harassment, the Title IX 

District or Building Coordinator, or designee, will conduct an immediate review of 
the allegations. If the complaint is oral, the Title IX District or Building Coordinator, 
or designee, will encourage the complainant or informant to complete the written 
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complaint form, a copy of which is attached to this Policy. If he or she refuses, the 
Title IX District or Building Coordinator, or designee, will prepare a complaint form 
based on the oral reporting.  

 
● If documents, emails, phone records or other paper or electronic records are relevant 

to the allegations, the District will take steps to obtain and preserve them.  
 

● The Title IX District or Building Coordinator, or designee, will request and review all 
relevant documents, including all electronic communications.  

 
● The Title IX District or Building Coordinator, or designee, will interview all parties 

involved, including any relevant witnesses. 
 

● All records of the investigation will be maintained in a secure and confidential 
location. 

 
● The Title IX District or Building Coordinator, or designee, will notify the individual 

who complained and the alleged perpetrator of the outcome of the investigation. 
 

● The Title IX District or Building Coordinator, or designee, will inform the individual 
who complained of his/her right to file a complaint or charge externally, as outlined 
below.  

 
● At the conclusion of the investigation, the Title IX District or Building Coordinator, 

or designee, will report the findings to the Superintendent of Schools. If it is found 
that prohibited sexual harassment has, in fact, occurred, the Title IX District or 
Building Coordinator, or designee, will make a recommendation to the 
Superintendent of Schools and appropriate corrective action will be taken.  

 
Corrective Action 
 

Any person, including covered individuals of every level, who is determined to have 
engaged in impermissible sexual harassment or retaliation in violation of this Policy, will be 
subject to appropriate corrective action, subject to any statutory or contractual limitations, 
including, but not limited to, disciplinary action (e.g., suspension or termination of employment). 
If the accused is a non-employee or other individual, then other consequences may be 
implemented up to and including termination of any contractual or other relationship between the 
District and the non-employee or other individual. 

 
If the accused is a student, appropriate disciplinary measures will be applied up to, and 

including, suspension in accordance with the District’s Code of Conduct and applicable laws and 
regulations.  

 
Confidentiality 
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The confidentiality and privacy of all parties involved in a complaint, report or 
investigation of suspected sexual harassment or retaliation in accordance with this Policy will be 
respected to the extent possible while permitting the District to conduct a thorough investigation 
of the complaint or report and take appropriate corrective action as necessary. 

 
 

Bad Faith Claims  
 

If, after investigating a complaint of sexual harassment, it is determined that a person has 
made a claim of sexual harassment or retaliation in bad faith, or intentionally provided false 
information regarding a claim of sexual harassment or retaliation, legal action and/or appropriate 
corrective action including, but not limited to, disciplinary action, termination of employment 
and/or termination of any contractual or other relationship with the District may be taken against 
that person, subject to any statutory or contractual limitations.  

 
Legal Protections and External Remedies 

 
Sexual harassment is not only prohibited by the District, but it is also prohibited by State, 

federal and (where applicable) local law. Aside from the internal process at the District, covered 
individuals may also choose to pursue legal remedies including, for example, in court and/or 
with the below governmental entities. While a private attorney is not required to file a complaint 
with a governmental agency, you may seek the legal advice of an attorney. 
 
New York State Human Rights Law (HRL)  
 

The HRL, codified as N.Y. Executive Law, Art. 15, § 290 et seq., applies to employers in 
New York State with regard to sexual harassment and protects employees, paid and unpaid 
interns and non-employees regardless of immigration status. A complaint alleging violation of 
the Human Rights Law may be filed either with the State Division of Human Rights (DHR) or in 
New York State Supreme Court. Complaints with the DHR may be filed any time within one 
year of the harassment. If an individual did not file at the DHR, they can sue directly in State 
court pursuant to the HRL within three years of the alleged harassment. An individual may not 
file with the DHR if they have already filed a HRL complaint in State court.  
 

Complaining internally to the District does not extend your time to file with the DHR or 
in court. The one-year and three-year time periods outlined above are counted from the date of 
the most recent incident of harassment.  
 

You do not need an attorney to file a complaint with the DHR, and there is no cost to file. 
The DHR will investigate your complaint and determine whether there is probable cause to 
believe that sexual harassment has occurred. Probable cause cases are forwarded to a public 
hearing before an administrative law judge. If sexual harassment is found after a hearing, the 
DHR has the authority to award relief, which varies but may include requiring an employer to 
take action to stop the harassment, or redress the damage caused, including paying monetary 
damages, attorneys’ fees and civil fines.  
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DHR’s main office contact information is: NYS Division of Human Rights, One 

Fordham Plaza, Fourth Floor, Bronx, New York 10458, (718) 741-8400. The contact information 
for DHR’s Suffolk County Office is: State Office Building, 250 Veterans Memorial Highway, 
Suite 2B-49, Hauppauge, New York 11788, (631) 952-6434, www.dhr.ny.gov. Individuals can 
contact the DHR at (888) 392-3644 or visit dhr.ny.gov/complaint for more information about 
filing a complaint. The website has a complaint form that can be downloaded, filled out, 
notarized and mailed to the DHR. The website also contains contact information for DHR’s 
regional offices across New York State.  
 
Civil Rights Act of 1964  
 

The United States Equal Employment Opportunity Commission (EEOC) enforces federal 
anti-discrimination laws, including Title VII of the 1964 federal Civil Rights Act (codified as 42 
U.S.C. § 2000e et seq.). An individual can file a complaint with the EEOC anytime within 300 
days from the harassment. You do not need an attorney to file a complaint with the EEOC and 
there is no cost to file. The EEOC will investigate the complaint and determine whether there is 
reasonable cause to believe that discrimination has occurred, at which point the EEOC will issue 
a Right to Sue letter permitting the individual to file a complaint in federal court.  
 

The EEOC does not hold hearings or award relief, but may take other action including 
pursuing cases in federal court on behalf of complaining parties. Federal courts may award 
remedies if discrimination is found to have occurred.  
 

If an employee believes that he/she has been discriminated against at work, he/she can 
file a “Charge of Discrimination.” The EEOC has district, area, and field offices where 
complaints can be filed. Contact the EEOC by calling 1-800-669-4000 (1-800-669-6820 (TTY)), 
visiting their website at www.eeoc.gov or via email at info@eeoc.gov. If an individual filed an 
administrative complaint with the DHR, the DHR will file the complaint with the EEOC to 
preserve the right to proceed in federal court.  

 
United States Department of Education Office for Civil Rights (OCR) 
 

OCR enforces Title IX of the federal Education Amendments of 1972 (codified as 20 
U.S.C. §§ 1681-1688), which prohibits discrimination on the basis of sex, pregnancy, marital or 
parental status in employment, recruitment, consideration or selection for employment including 
recruitment, hiring, promotion, compensation, grants of leaves or benefits, as well as retaliation. 
Individuals whose employment is covered by Title IX can file a complaint with OCR, ordinarily 
within 180 days of the last act of harassment/discrimination. You do not need an attorney to file 
a complaint with OCR and there is no cost to file. OCR can be contacted at: 32 Old Slip, 26th 
Floor, New York, NY 10005-2500, (646) 428-3800. 

 
Local Protections  
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Many localities enforce laws protecting individuals from sexual harassment and 
discrimination. An individual should contact the county, city or town in which they live or work 
to find out if one or more of these laws exist.  

 
For example, anyone who lives or works in Suffolk County may file complaints of sexual 

harassment with the Suffolk County Human Rights Commission at: H. Lee Dennison Building, 
100 Veterans Memorial Hwy, Third Floor, Hauppauge, NY 11788, (631) 853-5480. 
 
 
Contact the Police Department  
  

If the sexual harassment involves physical touching, coerced physical confinement or 
coerced sexual acts, the conduct may constitute a crime and affected individuals should contact 
the police department. 

 
Other District Policies 
 

Employee complaints or reports of harassment (based on a status other than sex) or 
discrimination should be reported pursuant to Policy 0100, Policy Against Workplace 
Discrimination and Harassment. Student complaints or reports of harassment, including sexual 
harassment, discrimination, hazing or bullying should be made pursuant Policy 0115, Student 
Harassment and Bullying Prevention and Intervention. 

 
Dissemination and Training 

 
This Policy should be posted prominently in all work locations to the extent practicable 

(for example, in a main office, but not an off-site work location). The District will provide this 
Policy to all employees and will provide this Policy to new employees upon hire.  

 
All employees will receive sexual harassment prevention training at least annually. 
 
We trust that everyone will continue to act responsibly to establish a working 

environment free of sexual harassment. We encourage you at any time to raise any 
questions you may have about this Policy. 
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SEXUAL HARASSMENT COMPLAINT FORM 
 
If you believe that you have been subjected to sexual harassment, you are encouraged to 
complete this form and submit it to one of the District’s Title IX District or Building 
Coordinators. If your complaint involves or you are hesitant to submit this form to a Title IX 
District or Building Coordinator, you should submit the form to the Superintendent of Schools. If 
your complaint involves or you are hesitant to submit this form to the Superintendent of Schools, 
you should submit this form to the President of the Board of Education. Contact information for 
these individuals can be found on the District’s website. This form can be submitted in person or 
by email. Retaliation against anyone who, in good faith, files a sexual harassment complaint 
form is prohibited. If you are more comfortable reporting orally or in another manner, the 
District will complete this form, provide you with a copy of it and follow its Policy Against 
Workplace Sexual Harassment by investigating the claims.  
 
For additional resources, visit: ny.gov/programs/combating-sexual-harassment-workplace 
 
COMPLAINANT INFORMATION  
 
Name: _______________________________________________________________________ 
Work Address: ________________________________________________________________ 
Work Phone: __________________________________________________________________ 
Job Title: _____________________________ Email: _____________________________ 
Select Preferred Communication Method:  ☐Email   ☐Phone   ☐In person  
 
SUPERVISORY INFORMATION  
 
Immediate Supervisor’s Name: ____________________________________________________ 
Title: _________________________________________________________________________ 
Work Phone: __________________________ Work Address: _______________________ 
  
COMPLAINT INFORMATION  
 
1. The complaint of Sexual Harassment is made about:  
Name: _______________________________ Title: ______________________________ 
Work Address: ________________________ Work Phone: ________________________ 
 
Relationship to you:  ☐Supervisor   ☐Subordinate   ☐Co-Worker   ☐Other  
 
2. Please describe what happened and how it is affecting you and your work. Please use 
additional sheets of paper if necessary and attach any relevant documents or evidence. 
______________________________________________________________________________ 
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
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3. Date(s) sexual harassment occurred: ______________________________________________ 
 
Is the sexual harassment continuing?  ☐Yes ☐No 
 
4. Please list the name and contact information of any witnesses or individuals who may have 
information related to your complaint: 
______________________________________________________________________________ 
______________________________________________________________________________
______________________________________________________________________________ 
______________________________________________________________________________ 
 
The last question is optional, but may help the investigation.  
 
5. Have you previously complained or provided information (oral or written) about related 
incidents? If yes, when and to whom did you complain or provide information?  
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
______________________________________________________________________________ 
 
If you retained legal counsel and would like us to work with them, please provide their contact 
information. ___________________________________________________________________ 
______________________________________________________________________________
______________________________________________________________________________ 
 
 
 
I hereby affirm that the information contained in this complaint is true and correct to the best of 
my knowledge, information and belief. 
 
 
 
Signature: __________________________ Date: __________________  
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SEXUAL HARASSMENT OF EMPLOYEES 
 

The Board of Education is committed to safeguarding the right of all employees within 
the school district to a work environment that is free from all forms of sexual harassment.  
Sexual harassment is a form of discrimination, and as such, is prohibited by law.  Conduct is 
deemed to be sexual harassment when the recipient reasonably perceives such behavior as 
unwelcome.  It is irrelevant that the harasser had no intent to sexually harass the person.  
The Board recognizes that sexual harassment can originate from a person of either sex 
against a person of the opposite or same sex, and from peers as well as supervisors.  
Harassment by School District Officers, administrators, employees, parents, vendors and 
others doing business with the School District is prohibited. 
 

Accordingly, the Board condemns all unwelcome behavior of a sexual nature which is 
either designed to directly extort sexual favors from an employee as a term or condition of 
employment, or which has the purpose or effect of creating an intimidating, hostile, or 
offensive working environment.  The Board also strongly opposes and prohibits any 
retaliatory behavior against complainants or any witnesses.  The complainant shall not be 
discouraged from reporting any incident or alleged sexual harassment. 
 

Sexual harassment may include a range of behaviors that leave sexual overtones or 
contact.  Depending on the circumstances, these behaviors may include, but are not limited 
to; unwanted sexual advances or requests for sexual favors; sexual jokes and innuendos; 
verbal abuse of a sexual nature; commentary about an individuals body, sexual prowess or 
sexual deficiencies; leering, whistling or touching; insulting or obscene comments or 
gestures; display in the workplace of sexually suggestive objects or pictures; and other 
physical, verbal or visual conduct of a sexual nature. 

 
Each school in the District has two designated Title IX Coordinators who are 

responsible for investigating the complaint immediately, thoroughly and impartially.  
Appropriate corrective action may be taken at once. 
 

Any employee who believes that he or she has been subjected to sexual harassment 
is encouraged to make it clear that such behavior is offensive to them and take immediate 
steps to report the alleged misconduct pursuant to Regulation 9010.2-R, so that appropriate 
action may be promptly taken.  In the absence of a victim’s complaint, the Board, upon 
learning of, or having reasonable cause to believe that sexual misconduct has occurred, will 
ensure that an investigation is promptly commenced by appropriate individuals. 

 
The Superintendent of Schools is directed to develop and implement specific 

procedures on reporting, investigating and remedying allegations of sexual harassment.  
Such procedures are to be consistent with any applicable provisions contained in the 
district’s collective bargaining agreements and the Education and Civil Service laws, as well 
as Federal and State laws on sexual harassment. 

 
A copy of this policy and its accompanying regulation are to be distributed to all 

supervisory and non-supervisory personnel and posted in appropriate places. 
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Ref:  Civil Rights Act of 1964, Title VII, 42 U.S.C. §2000-e(a) 
  Equal Employment Opportunity Commission Policy Guidance 
  (N-915.035) on Current Issues of Sexual Harassment, effective 10/15/88 
  Meritor Savings Bank, FSB v. Vinson, 477 U.S. 57 (1986) 

 
Note:  Policy added 
 
Revised: 4/21/98 
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SEXUAL HARASSMENT OF EMPLOYEES REGULATION 
 

In addition to any relevant procedures contained in policy 9520, Staff Complaints, the 
following regulation will implement the Board of Education’s policy concerning sexual 
harassment of employees. 

 
An employee can be subject to sexual harassment by another employee, a Board 

member or any individual who foreseeably may come into contact with the employee on 
school grounds or at any school-sponsored activities. 
 
Definitions 
 
 1. Sexual harassment constitutes discrimination and is illegal under federal, 
state, and local laws.  For the purposes of this regulation, sexual harassment is defined, as in 
the Equal Employment Opportunity Commission Guidelines, as unwelcome sexual nature 
when, for example: (1) submission to such conduct is made either explicitly or implicitly a 
term or condition of an individual’s employment; 
(2) submission to or rejection of such conduct by an individual is used as the basis for 
employment decisions affecting such individual; or (3) such conduct has the purpose or 
effect of unreasonably interfering with an individual’s work performance or creating an 
intimidating, hostile, or offensive working environment. 
 
  Sexual harassment may include a range of behaviors of a sexual nature and 
may involve individuals of the same or different gender.  Depending on the circumstances, 
these behaviors may include, but are not limited to: unwanted sexual advances or requests 
for sexual favors; sexual jokes and innuendos; verbal abuse of a sexual deficiencies; leering, 
whistling or touching; insulting or obscene comments or gestures; display in the workplace of 
sexually suggestive objects or pictures; and other physical, verbal or visual conduct of a 
sexual nature. 
 
 2. Employee shall mean all teaching, administrative and support personnel. 
 

3. Immediate supervisor shall mean the person to whom the employee is directly 
responsible (e.g. department head, building principal) 

 
 
Procedures 

 
The Board of Education encourages reporting of all perceived incidents of sexual 

harassment or retaliation, regardless of the offender’s identity or position.  It is the policy of 
the District to investigate such reports.  The Board of Education prohibits retaliation against 
any individual who reports harassment or participates in an investigation of such. 

 
Employees who believe they have been subjected to sexual harassment are 

encouraged to report the incident to a Title IX Compliance Officer designated by the Board of 
Education or their immediate supervisor who shall subsequently advise a Title IV Compliance 
Officer.  Should the immediate supervisor be the alleged harasser, the report shall be made 
to the next level of management.  Incidents of sexual harassment may be reported informally 
or through the filing of a formal complaint. 
 

degeorgel
Typewritten Text
8.6



HAUPPAUGE  9010.2R 
 

All reports of sexual harassment will be held in confidence to the extent possible 
subject to all applicable laws and any relevant provisions found in the district’s collective 
bargaining agreements. 

 
The Board of Education encourages individuals who believe they are being subjected 

to such conduct promptly to advise the offender that his or her behavior is unwelcome and 
request that it be discontinued.  Often this action alone will resolve the problem.  The Board 
recognizes, however that an individual may prefer to pursue the matter through informal or 
formal complaint procedures. 

 
Consistent with federal and state law, and all applicable provisions contained in the 

district’s collective bargaining agreements, the following procedures shall be employed in 
handling any report, investigation and remedial action concerning allegations of sexual 
harassment: 
  
Informal Complaints 
 

Employees who believe they have been subjected to sexual harassment may request 
that an informal meeting be held between themselves and a Title IX Compliance Officer or 
their immediate supervisor.  The purpose of such a meeting will be to discuss the allegations 
and remedial steps available.  Where a supervisor, or any other employee of the District so 
receives such information, he/she is obligated to promptly report it to a Title IX Compliance 
Officer.  The Title IX Compliance Officer will then promptly discuss the complaint with the 
alleged harasser.  Should the harasser admit the allegations, a written assurance is to be 
obtained stating that the unwelcome behavior will.  Depending on the severity of the charges, 
the Title IX Compliance Officer may recommend that further disciplinary action be taken. 

 
Thereafter, the Compliance Officer is to prepare a written report of the incident and 

inform the complainant of the resolution.  The complainant is to indicate o the Compliance 
Officer’s report whether or not he/she is satisfied with the resolution. 

 
If the complainant is satisfied with the resolution, the incident will be deemed closed.  

However, the complaint may be reopened for investigation if a recurrence of sexual 
harassment is reported.  The complainant is strongly encouraged to report any recurrence of 
the harassment or any retaliatory action that might occur. 

 
Should the complainant be dissatisfied with the resolution, he/she shall file a formal 

written complaint. 
 
If during the informal attempt to resolve the complaint, the alleged harasser admits 

the allegations but refuses to give assurance that he/she will refrain from the unwelcome 
behavior, a report is to be filed by the appropriate Title IX Coordinator who shall follow the 
procedures set forth for Formal Complaints. 

 
 

 
 
 
 

 
 

Should the alleged harasser deny the allegations, the complainant is to be 
informed of the denial and of the necessity for a formal written complaint for further 
investigation.  A report will be filed on what has transpired to date.  If the complainant 
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submits a formal complaint, a copy of it should accompany the report with a 
recommendation for further action. 
 

Formal Complaints 
 

The Board of Education encourages the prompt reporting of complaints so 
that rapid and constructive action can be taken before relationships become 
irreparably strained.  Therefore, while no fixed reporting period has been established, 
early reporting and intervention have proven to be the most effective method of 
resolving actual or perceived incidents of harassment. 
 

Any reported allegations of sexual harassment, will be investigated promptly.  
The investigation may include individual interviews with the parties involved and, 
where necessary, with individuals who may have observed the alleged conduct or 
may have other relevant knowledge. 
 

Formal complaints may be submitted either to initially report any incidence of 
sexual harassment, or as a follow-up to an unsatisfactory resolution of an informal 
attempt to resolve a complaint.  In the latter case, the formal written complaint is to be 
submitted to the supervisor or Title IX Coordinator originally consulted for appropriate 
action. 
 

The formal written complaint will consist of any appropriate forms and a copy 
of any applicable supervisor reports.  The appropriate forms solicit the specifics of the 
complaint, e.g., date and place of incident, description of sexual misconduct, names 
of any witnesses, and any previous action taken to resolve the matter. 
 

 Investigating a Complaint 
 

As discussed above, upon receipt of a complaint, a prompt, thorough and 
impartial investigation of the allegations must follow.  This investigation is to be 
conducted diligently.  Complainants are to be notified of the outcome of the 
investigation. 

 

Confidentiality will be maintained throughout the investigatory process to the 
extent consistent with adequate investigation and appropriate corrective action. 

 

Retaliation against an individual for reporting harassment or for participating in 
an investigation of a claim of harassment is a serious violation of this policy and, like 
harassment itself, will be subject to disciplinary action.  Acts of retaliation should be 
reported immediately and will be promptly investigated and addressed. 

 

Remedial Action 
 

If the investigation reveals that sexual harassment has occurred, appropriate 
sanctions will be imposed in a manner consistent with any applicable law and 
collective bargaining agreements.  Depending on the gravity of the misconduct, these 
may range from a cautionary letter up to and including dismissal from employment.  
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Anyone subjecting complainants or witnesses to any form of retaliation will 
also be subject to disciplinary action in the manner prescribed by law and consistent 
with any applicable provisions in the District’s collective bargaining agreements. 

 
Any aggrieved party may appeal determination made hereunder to the next 

appropriate administrative level, as provided for in Policy #95201.  The appeal must 
include a copy of the original, all relevant reports, the specific action being appealed, 
and an explanation of why the complainant is appealing. 

 
False and malicious complaints of harassment, discrimination or retaliation as 

opposed to complaints which, even if erroneous, are made in good faith, may be the 
subject of appropriate disciplinary action. 

 
Complaint Records 
 

Complainants shall receive a copy of any resolution reports filed by the 
supervisor or Title IX Compliance Officer concerning his/her complaint.  Upon 
substantiation, copies should also be filed with the employment records of the 
harasser.  

 
Investigation in the Absence of a Complaint 
 

The Board will, in the absence of a victim’s complaint, ensure that an 
investigation is commenced by the appropriate individuals, upon learning of, or 
having reasonable cause to believe that sexual harassment has occurred. 

 
 

Note: Regulation added 
 
Revised: 4/21/98  
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SEXUAL HARASSMENT FORMAL COMPLAINT FORM 

 
 
Name and position of complainant _______________________________________________ 
 
Date of complaint ____________________________________________________________ 
 
Name of alleged sexual harasser ________________________________________________ 
 
Date and place of incident ______________________________________________________ 
 
Description of misconduct ______________________________________________________ 
 
Name of witnesses (if any) _____________________________________________________ 
 
Has the incident been reported before? ___________________________________________ 
 
If yes, when? to whom? _______________________________________________________ 
 
What was the resolution? ______________________________________________________ 
 
Reasons for dissatisfaction _____________________________________________________ 
 
 
Note: Exhibit added 
a*d 
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SEXUAL HARASSMENT COMPLAINT 

APPEAL FORM 
  
 
 
Name and position of complainant _______________________________________________ 
 
Date of Appeal  ______________________________________________________________ 
 
Date of original complaint ______________________________________________________ 
 
Have there been any prior appeals? ______________________________________________ 
 
If yes, when? to whom? ________________________________________________________ 
 
Description of decision being appealed ____________________________________________ 
 
Why is the decision being appealed _______________________________________________ 
 
Note: Exhibit added 
a*d 
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SEXUAL HARASSMENT OF STUDENTS 

 
 
 

The Board of Education is committed to safeguarding the rights of all students 
within the school district to learn in an environment that is free from all forms of 
sexual harassment.  Conduct is deemed to be sexual harassment when the recipient 
perceives the behavior as unwelcome.  It is irrelevant that the harasser had no 
intention to sexually harass the person. 

 
The Equal Employment Opportunity Commission’s (EEOC) definition of sexual 

harassment will be applied, by the Board, to the educational environment as follows: 
 
Sexual harassment consists of unwelcome sexual advances, requests for 

sexual favors, and other verbal or physical conduct of a sexual nature when: 
 
1. submission to such conduct is made, whether explicitly or implicitly, a 

term or condition of a student’ right to a fair and equal educational 
opportunity, 

 
2. submission to or rejection of such conduct by a student is used as the 

basis for educational decisions affecting such student, or 
 

3. such conduct has the purpose or effect of unreasonably interfering with 
a student’s performance or creating an intimidating, hostile, or offensive 
learning environment. 

 
The Board recognizes that sexual harassment of students can originate from a 

person of either sex against a person of the opposite or same sex, and from peers as 
well as employees board members or any individual who might come in contact with 
students on school grounds or at school-sponsored activities.  When it is alleged that 
a sexual harassment incident has occurred, an investigation shall be undertaken of 
that incident.  If the investigation determines that the incident was sexual 
harassment, appropriate corrective action shall be taken. 

 
The Board condemns all unwelcome behavior of a sexual nature which may 

impose a requirement of sexual cooperation, or which may have the purpose or effect 
of creating an intimidating, hostile, or offensive learning environment.  The Board also 
condemns any retaliatory behavior against complainants or any witnesses.  The 
Board also condemns false accusations. 

 
Any student who believes that he or she has been subjected to sexual 

harassment is encouraged to report the alleged misconduct, so that appropriate 
action may be taken.  In the absence of a complaint, the Board, its designee, or staff 
member, upon learning of, or having  
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Reason to suspect, the occurrence of sexual harassment, will report the incident to a 
compliance officer who will ensure that an investigation is promptly commenced. 
 
 The Superintendent of Schools shall implement specific procedures on 
reporting, investigating and remedying allegations of sexual harassment consistent 
with federal and state laws.  Activities will be established for students and employees 
to raise awareness of the issues surrounding sexual harassment to help reduce 
incidents of sexual harassment. 
 
 A copy of this policy and its accompanying regulation will be included in 
student handbooks and/or provided to parents. 
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