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Policies Related to "Hate Speech”
McFarland School Board, February 20, 2023
Aaron Tarnutzer, Superintendent

Purpose

This presentation is designed to provide an overview of the policies that exist in the McFarland School
District regarding the use of hate speech and slurs by any member of the school community. The initial
request for this information was made by a community member seeking clarity on the content and origins of
these policies and practices. Board President Craig Howery and Superintendent Aaron Tarnutzer felt this
was an important and appropriate topic to share with the board as well as the community.

Policies for All Members of the School Community:
1. Board Policy 2105.01- District Resolution in Support of Diversity and Equity (attached, link)
a. Highlighted Language:

i, “McFarland School District unequivocally condemns racism, hate speech that vilifies,
humiliates, or incites hatred against a person or a class of persons, bigotry, hateful
behaviors, and all forms of unlawful discrimination. These behaviors harm students, and
they harm all of us, and the School District must impose appropriate conseguences;”

b. Origin:

i.  This was adopted as a board policy by the board in May of 2021; however, it was first
adopted by the board as the “anti-racist resolution” in June of 2020. The initial proposal
for the policy originated from students, parents/guardians, and community members and
was brought to the board for consideration.

2. Board Policy 7544- Use of Social Media (attached, link)
a. Highlighted Language:

i.  “District-approved social media sites shall not contain content that is obscene; is vulgar
and lewd such that it undermines the school's basic educational mission; is libelous or
defamatory; constitutes hate speech; promotes illegal drug use; is aimed at inciting an
individual to engage in unlawful acts or to cause a substantial disruption or material
interference with District operations; or interferes with the rights of others. The District
may exercise editorial control over the style and content of speech on District-approved
social media. Staff or students who post prohibited content may be subject to disciplinary
action.”

b. Origin:

i.  This policy was adopted by the school board in June of 2020. There is not any additional
information regarding the origins of this policy; however, it is likely that it was a
recommended policy by the policy service used by the district (NEOLA).

Policies Specific to Students
1. Student and Family Handbook Addendum (attached, link)
a. Highlighted Language:



b. Origin:
i.

“As a district, we unequivocally condemn racism, hate speech, bigotry, and all forms of
discrimination. These behaviors harm students - they harm all of us.”

“HATE SPEECH IS NOT PROTECTED SPEECH; IT HAS CONSEQUENCES. Ifa
student has a disciplinary referral that involves the usage of hate speech, it will resuit in
additional consequences. Consequences and restorative practices will be based on the
offense and determined at the building level.”

“Everyday acts of intolerance manifest themselves in many ways: name-calling, slurs,
sexual harassment, casual putdowns regarding race, ethnicity, gender, size, abilities,
perceived sexual orientation or gender identification. The bias might come in the form of
clothing-certain colors or styles-or music or symbols associated with hate groups.
Growing intolerance can also be found online [social media]...It might be blatant.”

‘Hate Speech: Hate speech is a communication that carries no meaning other than to
vilify, humiliate, or incite hatred for a group or class of people, especially in
circumstances in which the communication is likely to provoke violence. It is an
incitement to hatred primarily against a group of persons defined in terms of race,
ethnicity, national origin, gender, religion, sexual orientation, disability, and the like. Hate
speech can be any form of expression regarded as offensive to racial, ethnic and
rellglous groups and other discrete minorities or to women. It can be communicated
using words, symbols, images, memes, emojis, hand gestures, and video.”

This document was distributed to students during the 2020-21 school year and was
officially added to the handbook for the 2021-22 school year. It was created by the
administrative team with leadership from the high school in response to situations
involving students that indicated a need to provide specific education about what hate
speech is and affirm a commitment as a district to addressing hate speech.

2. Board Policy 5517- Student Anti-Harassment (attached, link)
a. Highlighted language:

“It is the policy of the Board to maintain an educational environment that is free from all
forms of harassment. This commitment applies to all District operations, programs, and
activities. All students, administrators, teachers, staff, and all other school personnel
share responsibility for avoiding, discouraging, and reporting any form of harassment.”
“The Board will investigate all allegations of harassment and in those cases where
harassment is substantiated, the Board will take immediate steps designed to end the
harassment, prevent its reoccurrence, and remedy its effects. Individuals who are found
to have engaged in harassment will be subject to appropriate disciplinary action.”
“Harassment” also includes “hate speech”—the use of language, behavior, or
images/symbols that express prejudice against a particular group or groups on the basis
of any protected characteristic(s).Examples are:

1. making statements that promote violence toward a racial or ethnic group;

2. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).”
“Race/Color Harassment: Prohibited racial harassment occurs when unwelcome
physical, verbal, or nonverbal conduct is based upon an individual's race or color and
when the conduct has the purpose or effect of: interfering with the individual's
educational performance; creating an intimidating, hostile, or offensive learning
environment; or interfering with one's ability to participate in or benefit from a class or an
educational program or activity. Such harassment may occur where conduct is directed



vi.

vil.

at the characteristics of a person's race or color, such as racial slurs, nicknames implying
stereotypes, epithets, and/or negative references regarding racial customs.”
“Religious (Creed) Harassment: Prohibited religious harassment occurs when
unwelcome physical, verbal, or nonverbal conduct is based upon an individual's religion
or creed and when the conduct has the purpose or effect of: interfering with the
individual's work or educational performance; creating an intimidating, hostile, or
offensive learning environment; or interfering with one's ability to participate in or benefit
from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's religious tradition, clothing, or
surnames, and/or involves religious slurs.”
“National Origin/Ancestry Harassment:Prohibited national origin/ancestry harassment
occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin or ancestry and when the conduct has the purpose or effect
of: interfering with the individual's educational performance; creating an intimidating,
hostile, or offensive working and/or learning environment; or interfering with one's ability
to participate in or benefit from a class or an educational program or activity. Such
harassment may occur where conduct is directed at the characteristics of a person's
national origin or ancestry, such as negative comments regarding customs, manner of
speaking, language, surnames, or ethnic slurs.”
Origin:

1. According to our records this policy was first revised in December of 2013 and

multiple times after that. The most recent revision occurred in November of 2021.

Policies Specific to Staff
1. Board Policies regarding Employee Anti-Harassment: 1662-administration (attached, link), 3362-
professional staff (attached, link), 4362- Support Staff (attached, link)

a. Highlig
i.

hted Language:

“The Board is committed to a work environment that is free of harassment of any form.
The Board will not tolerate any form of harassment and will take all necessary and
appropriate action to eliminate it. Any member of the School District community who
violates this policy will be subject to disciplinary action, up to and including termination of
employment. Additionally, appropriate action will be taken to stop and otherwise deal
with any third party who engages in harassment against our employees.”

“The Board will investigate all allegations of harassment and, in those cases where
harassment is substantiated, take immediate steps to end the harassment, prevent its
reoccurrence, and remedy its effects. Individuals who are found to have engaged in
harassment will be subject to appropriate disciplinary action.”

“Harassment” also includes “hate speech™—the use of language, behavior, or
images/symbols that express prejudice against a particular group or groups on the basis
of any protected characteristic(s).Examples are:

1. making statements that promote violence toward a racial or ethnic group;

2. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).”
“Race/Color Harassment: Prohibited racial harassment occurs when unwelcome
physical, verbal, or nonverbal conduct is based upon an individual's race or color and
when the conduct has the purpose or effect of: interfering with the individual's
educational performance; creating an intimidating, hostile, or offensive learning
environment; or interfering with one's ability to participate in or benefit from a class or an
educational program or activity. Such harassment may occur where conduct is directed
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Vi.

at the characteristics of a person's race or color, such as racial slurs, nicknames implying
stereotypes, epithets, and/or negative references regarding racial customs.”

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

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

2. McFarland School District Position on Reading Slurs in Text (attached, link)
a. Highlighted language:

b. Origin:
i.

“...we, as a district, are choosing not to read aloud slurs in texts that we teach. By
disallowing the usage of slurs, even when it comes to reading a text out loud, we are
demonstrating to our students that words have power. As individuals, we don’t get to
arbitrarily decide when they are hurtful and offensive.”

“Although textual integrity is important, we believe that:

1. The idea of “a pass” to say a slur because it is in a text, ignores the systemic
pass that insulates some identities from degradation, which in return, reinforces
the privilege of those groups.

2. Reading a slur denies the experiences, perspectives and consequences for
people who have had to live with the impacts of language beyond school. (This is
an example of a microaggression).

3. There’s a difference between “getting” to use a derogatory term and having to
live with its dehumanizing effects.

4. Using a slur can affect the ability to learn by invoking stereotypes and stereotype
threat.”

“In addition to not reading the word aloud, staff members are expected to acknowledge
to students that while this word/phrase exists in this text and may be seen as having
literary value, the word(s) will not be read or spoken in class. The staff member should
share with students why the words are not being shared referencing the reasons shared
above. Staff members with questions/concerns about this position are encouraged to
speak to building administrators and/or the literacy coordinator that serves their
building.”

This internal policy was distributed to staff in May of 2021 via email and meetings. It was
initially drafted by Aaron Tarnutzer, IMMS Principal, and Erin Fischer, 6-12 Literacy
Coordinator in response to situations in which staff members read a slur aloud and it was
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upsetting to students. English Language Arts Teachers and Administrators were involved
in revisions.
3. “Clarification on addressing the use of slurs” Email from Superintendent Aaron Tarnutzer, Nov.
2022 (attached)
a. Highlighted Language:

i.  “This school year we continue our progress in how we prevent and address the use of
slurs and hate speech, including the n-word. Our goal is to be as clear as possible that
the use of a slur or hate speech is not acceptable meaning it will be addressed through
education and consequences for those that use it regardless of the form of the word
(e.g. n-word ending in an 'a’ or 'er'), who says it, and the intention of the person saying it.
Hearing a slur or hate speech regardiess of the context, causes harm and may cause
confusion about expectations for the use of the word among those who hear it. The
exact extent of the consequences will vary based on the specifics of the situation.
Please see the hate speech palicy here for additional information.”

i, “We also maintain that the slurs should never be read aloud (see the district Position on
Reading Slurs Aloud in Text from April of 2021). Any time hate speech or slurs appear in
written, audio or video resources used for instruction, teachers should first carefully
consider the educational purpose of the use of the word and consider if alternative
resources or alternative portions of the same resource could meet those objectives. Ifa
teacher decides to move forward with an audio or video resource that speaks a slur
aloud, parental permission and consent should be obtained prior to showing the video,
and the option of alternative educational resources should be provided to families. The
teacher should also consider muting the video at that portion to avoid audio exposure fo
hate speech.”

ii.  “I recognize that while many agree with this approach, others see it differently. For
example, in Dr. Hollie's most recent newsletter he takes a slightly different position. He
states that if the n-word is said we should validate, affirm, and 'academize' (provide a
replacement word). He further states that when the n-word is said ending in 'er’' that we
should also provide a consequence to the person for the use of the word, but not if it is
said ending with an 'a’. He also states that when the word appears in text we should
have students say the word.”

iv.  “I don't want to confuse you with these different approaches. The District position is
similar to Dr. Hollie's in regard to the value of education in these situations, but our
stance is based on our local context. In the McFarland School District there are
consequences for all uses of any slur, and we do not read slurs aloud. While we do look
to Dr. Hollie as an expert on CLR, there are many other people who are considered
experts that disagree with his stance on the use of slurs and the n-word specifically.”

v. “Together we will continue to bring clarity to this complex issue and support through
continued learning and understanding in our district and community. Please continue to
seek guidance from your building leadership as questions arise.”

b. Origins:

i.  This email was sent by Superintendent Aaron Tarnutzer to staff on November 4, 2022,
The purpose was to ensure that all staff had a clear understanding about the use of slurs
by school staff in response to questions that had arisen from a very public personnel
issue.
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DISTRICT RESOLUTION IN SUPPORT OF DIVERSITY AND EQUITY
p02105.01

Active

May 3, 2021

2105.01 - DISTRICT RESOLUTION IN SUPPORT OF DIVERSITY AND EQUITY

In June 2019 the Board voted to establish Embracing Opportunities for Diversity and Addressing Challenges of Equity as a District Priority
to guide all of our efforts, and resolved that:

A. McFarland School District is hereby fully committed to sustaining an anti-racist school community, where Every Child is a Promise,
where ALL students, families, and staff are safe, welcomed, and valued;

B. McFarland School District unequivocally condemns racism, hate speech that vilifies, humiliates, or incites hatred against a person
or a class of persons, bigotry, hateful behaviors, and all forms of unlawful discrimination. These behaviors harm students, and they
harm all of us, and the School District must impose appropriate consequences;

C. There is no place for racism or any other form of unlawful discrimination in our community, and certainly not in our schools;

D. McFarland School District embraces our responsibility to stand against racial injustice;

E. McFarland School District’s next steps in sustaining an anti-racist school community shall include;

. Incorporating a minimum of four hours of contextually appropriate professional training in racial anti-bias, anti-

microaggression, implicit bias, and bystander intervention training into all teachers’ annual professional development
activities, and an appropriate amount of time on the same topics for District staff who serve in other roles (e.g., Support
Staff, Buildings and Grounds, Food Service, etc.).

. Board Policy 2210 Curriculum Development is revised to include student voices in both the development of new curricula

and the evaluation of existing curricula, and an emphasis on critical thinking skills, especially in the history curriculum.

. Delivering a developmentally appropriate ongoing inclusive curriculum, across K12, that better reflects the historical

diversity of all persons and events, including Black and African American persons and events, Hispanic persons and events,
Asian persons and events, Native American persons and events, LGBTQ persons and events, and other minority or
marginalized peoples’ history.

. Holding developmentally appropriate “Diversity Day(s)” for K-12 students - involving leadership by Black Student Union,

Multicultural Club, and other School District sanctioned or approved organizations and persons.

. Supporting Black Student Union in working with middle schaol students and other children in the district—serving to

educate, mentor, and serve as rolemodels.

. Revising the procedure selecting student representatives to Board meetings

. Policy 0141.1 Student Representation at Board Meetings will be revised to broaden the representation of the student body

to the School Board to better reflect the composition of the full student community and allow all student voices to be
represented at the School Board.

. Providing developmentally appropriate racial anti-bias, anti-microaggression, implicit bias, and bystander intervention

training to all students.



9. Ensuring that items offered for sale at District fundraising events, including but not limited to book fairs, are fully
representative of the school community.

10. Actively encourage and welcome all students, parents, families, and residents of the McFarland School District to voice their
ideas and concerns to the School Board relating to creating a more welcoming, understanding, and inclusive school
community where all students, families, and staff are safe, welcomed, and valued.
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Section 7000 Property

Title USE OF SOCIAL MEDIA
Code po7544

Status Active

Adopted June 1, 2020

7544 - USE OF SOCIAL MEDIA
Technology is a powerful tool to enhance education, communication, and learning.

The Board authorizes the use of social media to promote community involvement and facilitate effective communication with students,
parents/guardians, staff, and the general public. Social media is defined in Bylaw 0100.

The District Administrator is charged with designating the District-approved social media platforms/sites.

1t is critical that students be taught how to use social media platforms safely and responsibly. Social media (as defined in Bylaw 0100)
are a powerful and pervasive technology that affords students and employees the opportunity to communicate for school and work
purposes, and to collaborate in the delivery of a comprehensive education. Federal law mandates that the District provide for the
education of students regarding appropriate online behavior, including interacting with other individuals on social networking websites and
in chat rooms, and regarding cyberbullying awareness and response. See Board Policy 7540.03 - Student Technology Acceptable Use and
Safety.

The District recognizes that employees may use social media for personal, as well as professional reasons. The District neither
encourages nor discourages employees’ use of social media for personal purposes. The District regulates employees’ use of social media
for purposes related to their District assignment to the same extent as it regulates any other form of employee communication in that
regard.

The District uses approved social media platforms/sites as interactive forms of communication; however, although the District-approved
social media platforms/sites are considered limited public forums, the District will not respond to or engage in dialogue about any
comments received.

Each District-approved social media account/site must contain a statement that specifies its purpose(s) and limits those who access the
social media account/site to use of the account/site only for that/those purpose(s), and in accordance with any specified procedures, and
applicable terms of service. Users are personally responsible for the content of their posts.

The District Administrator may maintain a District social media presence with respect to general announcements, notices, or other such
communications that are disseminated to the public at large or specific audiences within the community. To the extent individual staff
members wish to post information or announcements to a District social media platform, the staff member may request that the District
Administrator approve and post such information. (This provision does not apply to social media communications that are related to
instructional and school-sponsored activities.)

Social Media for Instructional and School-Sponsored Activities

Staff may, with prior approval/authorization from the District Administrator or designee use social media platforms/sites for
communications about classroom instruction or school-sponsored activities, as well as to support classroom instruction. When a staff
member uses a District-approved social media platform/site for an educational purpose, it will be considered an educational activity and
will not be considered a limited public forum. Students’ use of District-approved social media platforms/sites must be consistent with the
Student Code of Conduct, Policy 5722/AG 5722 - School-Sponsored Student Publications and Productions, Policy 7540.03/AG 7540.03 -
Student Technology Acceptable Use and Safety, the instructor’s directions/procedures, and the platform/site's applicable terms of service.
Students are prohibited from posting or releasing personally identifiable information about students, employees, and volunteers through
District-approved social media without appropriate consent.



Expected Standards of Conduct on District-Approved Social Media

Employees who access District-approved social media platforms are expected to conduct themselves in a respectful, courteous, and
professional manner. Students, parents, and members of the general public who access District-approved social media platforms are
similarly expected to conduct themselves in a respectful, courteous, and civil manner.

District-approved social media sites shall not contain content that is obscene; is vulgar and lewd such that it undermines the school's
basic educational mission; is libelous or defamatory; constitutes hate speech; promotes illegal drug use; is aimed at inciting an individual
to engage in unlawful acts or to cause a substantial disruption or material interference with District operations; or interferes with the
rights of others. The District may exercise editarial control over the style and content of speech on District-approved social media. Staff
or students who post prohibited content may be subject to disciplinary action.

The District is committed to protecting the privacy rights of students, parents/guardians, staff, volunteers, Board members, and other
individuals on District-approved social media sites. District employees are prohibited from posting or releasing confidential information
about students, employees, volunteers, or District operations through social media, without appropriate consent (i.e., express written
consent from the parent of a student, the affected employee or volunteer, or the District Administrator concerning District operations).

Retention of Public/Student Records

District communications that occur through the use of District-approved social media platforms/sites - including staff members’ use of
social media with school-sponsored activities, and comments, replies, and messages received from the general public - may constitute
public records or student records, and all such communications will be maintained (i.e., electronically archived) in accordance with the
Board’s adopted record retention schedule and all applicable State statutes. (See AG 8310A —Public Records)

If a staff member uses District-approved social media platforms/sites in the classroom for educational purposes (i.e., classroom
instruction), the staff member must consult with the Superintendent or designee concerning whether such use may result in the creation
of public and/or education records that must be maintained (i.e., electronically archived) for a specific period of time.

Employees’ Use of District Technology Resources to Access Social Media for Personal Use

Employees are permitted to use District technology resources (as defined in Bylaw 0100) to access social media for personal use during
work hours, provided it does not interfere with the employee's job performance.

They are reminded that the District may monitor their use of District technology resource.
Employees' Use of Personal Communication Devices at Work to Access Social Media for Personal Use

Employees are permitted to use personal communication devices to access social media for personal use during work hours, provided it
does not interfere with the employee's job performance.

Employees are prohibited from posting or engaging in communication that violates State or Federal law, Board policies, or administrative
guidelines. If an employee/volunteer's communication interferes with his/her ability to effectively perform his/her job, or violates State
or Federal law, Board policies, or administrative guidelines, the District may impose disciplinary action and/or refer the matter to
appropriate law enforcement authorities.

This policy and its corresponding administrative guideline will be reviewed and updated as necessary.

© Neola 2019

Legal Protecting Children in the 21st Century Act, Pub. L. No. 110-385, Title II, Stat. 4096 (2008)
Children’s Internet Protection Act (CIPA), Pub. L. No. 106-554 (2001)



McFarland School District Handbook Addendum

Responding to Hate Speech or Incidences of Hate/Bias

The McFarland School District is fully committed to creating and sustaining a school community where every
child is a promise, and where all students, families and staff are safe, welcomed, and valued. As a district, we
unequivocally condemn racism, hate speech, bigotry, and all forms of discrimination. These behaviors harm
students - they harm all of us. There is no place for racism or any other form of discrimination in our community,
and certainly not in our schools.

The McFarland School District will vigorously enforce its prohibition against hate speech, hate symbols, bullying,
harassment or expressions against any individual or group because of traits of sex (including transgender status,
change of sex, or gender identity), race, color, national origin, religion, creed, ancestry, marital or parental status,
sexual orientation or physical, mental, emotional or learning disability, or any other characteristic protected by
Federal or state civil rights laws. Hateful acts at school are dangerous, disturbing, and disruptive. Incidents of bias
do not define a school. It does test the school’s culture and climate. How staff will respond is a true testament of
the school’s culture.

Commitment to Equity

Per the McFarland School District June 2019 Board resolution to establish all schools as anti-racist schools, the
McFarland School District embraces our responsibility to stand against racial injustice through professional
development, student education, disciplinary action, and restorative practices. HATE SPEECH IS NOT
PROTECTED SPEECH; IT HAS CONSEQUENCES. If a student has a disciplinary referral that involves
the usage of hate speech, it will result in additional consequences. Consequences and restorative practices will
be based on the offense and determined at the building level.

The following terms and context may help in understanding these policy guidelines:

“Everyday acts of intolerance manifest themselves in many ways: name-calling, slurs, sexual harassment, casual
putdowns regarding race, ethnicity, gender, size, abilities, perceived sexual orientation or gender identification. The
bias might come in the form of clothing-certain colors or styles-or music or symbols associated with hate groups.
Growing intolerance can also be found online [social media]...It might be blatant.”

According to the Southern Poverty Law Center (SPLC), "White nationalist groups espouse white supremacist or
white separatist ideologies, often focusing on the alleged inferiority of nonwhites. Groups listed in a variety of
other categories -- Ku Klux Klan, neo-Confederate, neo-Nazi, racist skinhead, and Christian Identity -- could also
be fairly described as white nationalist." Alt-right is a recent rebranding of “white nationalism” (N. Flanagan, J.
Acee, & L. Schubiner, 2017).

Bias or Hate Incident: Acts of prejudice that are not crimes and do not involve violence, threats, or property
damage. The bias might come in the form of clothing-certain colors or styles of music, or symbols associated with
hate groups. Bias incidences are also widespread online and in social media.



White nationalism: White Nationalism is inherently anti-immigrant, anti-Muslim, anti-Semitic, and anti-Black,
but white nationalist organizing can manifest without publicly mentioning race or religion.

Hate Crime: A crime motivated by bias against race, religion, disability, sexual orientation, ethnicity, gender, or
gender identity.

Hate Speech: Hate speech is a communication that carries no meaning other than to vilify, humiliate, or incite
hatred for a group or class of people, especially in circumstances in which the communication is likely to provoke
violence. It is an incitement to hatred primarily against a group of persons defined in terms of race, ethnicity,
national origin, gender, religion, sexual orientation, disability, and the like. Hate speech can be any form of
expression regarded as offensive to racial, ethnic and religious groups and other discrete minorities or to
women. It can be communicated using words, symbols, images, memes, emojis, hand gestures, and video.

Anti-Semitism: The belief or behavior hostile toward Jews just because they are Jewish. It may take the form of
religious teachings that proclaim the inferiority of Jews, for instance, or political efforts to isolate, oppress, or
otherwise injure them. It may also include prejudiced or stereotyped views about Jews.

Misogyny: Misogyny (hatred of, aversion to, or prejudice against women) and racism often go hand in hand,
especially in online forums (like 4Chan, 8Chan, Reddit and Gab) and gaming circles. Expressing simultaneous
entitlement and disillusionment, white nationalists exploit online communities to nurture and often build upon
angry young men's feelings of injustice and animosity, and this animosity often redirects toward women as well as
people of color, immigrants, and religious minorities.

Racism: Racism is a doctrine or teaching, without scientific support, that claims to find racial differences in
character, intelligence, etc. that asserts the superiority of one race over another and that seeks to maintain the
supposed purity of a race.

Hate symbols-click here for a database of hate symbols that is maintained by the Anti-Defamation League (ADL)
Fight Hate for Good organization. Staff should look for such symbols as they may be visible to the student body,
hidden in student work, or in the curriculum. Should you find hate symbols in the curriculum, please contact the
appropriate administrator. Otherwise, if other instances of displaying hate symbols occur, please follow the
sequence of support below.

Should you witness or be confronted with a situation and need support, please follow the following scquence of
support:

1. Student Services Staff & Associate Principal
2. Principal
3. Director of Student Services
4. Superintendent
References:

Middleton Cross Plains Area School District. “PSW-Hate Speech.docx.” Google Docs, Google, 2019,
docs.google.com/document/d/1IKOBWXKom-jPROqY--Y07jkopOtxGABYU5/edit.



N. Flanagan, J. Acee, & L. Schubiner. (2019). Confronting White Nationalism in Schools Toolkit, Western States
Center.

(2017). A Guide for Administrators, Counselors and Teachers Responding to Hate and Bias at School. Retrieved
from https:/www.tolerance. org/magazine/publications/responding-to-hate-and-bias-at-school

Ross, L. J. (2019, August). Speaking Up Without Tearing Down. Retrieved from
hitps://www.tolerance.org/magazine/spring-2019/speaking-up-without-tearing-down

Retrieved from https://www.learningtogive.org/resources/teaching-tolerance.

Retrieved from https://www.justice.cov/hatecrimes/learn-about-hate-crimes
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Section 5000 Students

Title STUDENT ANTI-HARASSMENT
Code po5517

Status Active

Adopted April 16, 2012

Last Revised November 1, 2021

5517 - STUDENT ANTI-HARASSMENT
Prohibited Harassment

It is the policy of the Board to maintain an educational environment that is free from all forms of harassment. This commitment applies to
all District operations, programs, and activities. All students, administrators, teachers, staff, and all other school personnel share
responsibility for avoiding, discouraging, and reporting any form of harassment. This policy applies to conduct occurring in any manner or
setting over which the Board can exercise control, including on school property, or at another location if such conduct occurs during an
activity sponsored by the Board.

The Board will not tolerate any form of harassment and will take all necessary and appropriate actions to eliminate it, including
suspension or expulsion of students and disciplinary action against any other individual in the School District community. Additionally,
appropriate action will be taken to stop and otherwise deal with any third party who engages in harassment against our students.

The Board will vigorously enforce its prohibition against harassment based on the traits of sex (including gender status, change of sex, or
gender identity), race, color, national origin, religion, creed, ancestry, marital or parental status, sexual orientation or physical, mental,
emotional or learning disability, or any other characteristic protected by Federal or State civil rights laws (hereinafter referred to as
"protected Classes"), and encourages those within the School District community as well as Third Parties, who feel aggrieved to seek
assistance to rectify such problems. Additionally, the Board prohibits harassing behavior directed at students for any reason, even if not
based on one of the Protected Classes, through its policies on bullying (See Policy 5517.01 - Bullying).

Harassment may occur student-to-student, student-to-staff, staff-to-student, male-to-female, female-to-male, male-to-male, or female-
to-female. The Board will investigate all allegations of harassment and in those cases where harassment is substantiated, the Board will
take immediate steps designed to end the harassment, prevent its reoccurrence, and remedy its effects. Individuals who are found to
have engaged in harassment will be subject to appropriate disciplinary action.

Other Violations of the Anti-Harassment Policy

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

A. Retaliating against a person who has made a report or filed a complaint alleging harassment, or who has participated as a witness
in a harassment investigation;

B. Filing a malicious or knowingly false report or complaint of harassment;
C. Disregarding, failing to investigate adequately, or delaying investigation of allegations of harassment, when responsibility for

reporting and/or investigating harassment charges comprises part of one's duties.

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



Notice

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

Definitions

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

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

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s) that the
District office is open for normal operating hours, Monday — Friday, excluding State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party files a
formal complaint or is seeking an informal resolution to the alleged harassment.

School District community: means students and Board employees (i.e., administrators, and professional and classified staff), as well as
Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.,

Third Parties: include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers, participants on
opposing athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and other individuals who
come in contact with members of the School District community at school-related events/activities (whether on or off District property).
Bullying

Bullying is prohibited by Board Policy 5517.01 - Bullying. It is defined as deliberate or intentional behavior using words or actions,
intended to cause fear, intimidation, or harm. Bullying may be a repeated behavior and involves an imbalance of power. Furthermore, it
may be serious enough to negatively impact a student’s educational, physical, or emotional well-being. Bullying need not be based on any
Protected Class. Bullying behavior rises to the level of harassment when the prohibited conduct is based upon the student’s sex (including
gender status, change of sex, or gender identity), race color, national origin, religion, creed, ancestry, marital or parental status, sexual
orientation or physical, mental, emotional or learning disability, or any other characteristic protected by Federal or State civil rights.
Complaints brought under this policy that are more appropriately handled under the Bullying policy shall be referred for investigation
consistent with the procedures in that policy.

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

Harassment

Harassment means any threatening, insulting, or dehumanizing gesture, use of data or computer software, or written, verbal or physical
conduct directed against a student based on one or more of the student’s Protected Class that:

A. places a student in reasonable fear of harm to his/her person or damage to his/her property;

B. has the effect of substantially interfering with a student's educational performance, opportunities, or benefits; or

C. has the effect of substantially disrupting the orderly operation of a school.
“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a particular
group or groups on the basis of any protected characteristic(s).
Examples are:

A. making statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment



For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, "sexual harassment" is defined as unwelcome
sexual advances, requests for sexual favors, sexually motivated physical conduct or other verbal or physical conduct or communication of
a sexual nature when:

A. submission to that conduct or communication is made a term or condition, either explicitly or implicitly, of access to educational
opportunities or program;

B. submission or rejection of that conduct or communication by an individual is used as a factor in decisions affecting that individual's
education;

C. that conduct or communication has the purpose or effect of substantially or unreasonably interfering with an individual's
education, or creating an intimidating, hostile, or offensive educational environment.
Sexual harassment may involve the behavior of a person of any gender against a person of the same or another gender,

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

A. unwelcome verbal harassment or abuse;

B. unwelcome pressure for sexual activity;

C. threats or insinuations that a person's employment, wages, academic grade, promotion, classroom work or assignments, academic
status, participation in athletics or extra-curricular programs, activities, or events, or other conditions of employment or education
may be adversely affected by not submitting to sexual advances;

D. unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or sexual
activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes; unwelcome suggestive or insulting

sounds or whistles; obscene telephone calls and obscene gestures;

E. Sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings or literature, placed in the work or educational
environment, that may reasonably embarrass or offend individuals;

F. unwelcome, sexually motivated or inappropriate patting, pinching, or physical contact, other than necessary restraint of students
by teachers, administrators, or other school personnel to avoid physical harm to persons or property;

G. unwelcome sexua!l behavior or words including demands for sexual favors, accompanied by implied or overt threats concerning an
individual's educational status;

H. unwelcome sexual behavior or words, including demands for sexual favors, accompanied by implied or overt promises of
preferential treatment with regard to an individual's educational status;

1. unwelcome behavior or words directed at an individual because of gender;
Examples are:

1. repeatedly asking a person for dates or sexual behavior after the person has indicated no interest;
2. rating a person's sexuality or attractiveness;
3. staring or leering at various parts of another person's body;
4. spreading rumors about a person's sexuality;
5. letters, notes, telephone calls, or materials of a sexual nature;
6. displaying pictures, calendars, cartoons, or other materials with sexual content.

], inappropriate boundary invasions by a District employee or other adult member of the District community into a student's personal
space and personal life;

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or
football can be appropriate. However other behaviors might be going too far, are inappropriate and may be signs of sexual
grooming.

Inappropriate boundary invasions may include, but are not limited to the following:



10.

11.

12.

13.

14,

15.

16.

17.

18.

19,

20.

21.

22

. hugging, kissing, or other physical contacts with a student;

. telling sexual jokes to students;

. engaging in talk containing sexual innuendo or banter with students;

. talking about sexual topics that are not related to the curriculum;

. showing pornography to a student;

. taking an undue interest in a student (i.e. having a "special friend" or a "special relationship");
. initiating or extending contact with students beyond the school day for personal purposes;

. using e-mail, text messaging or websites to discuss personal topics or interests with students;

. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or
previous sexual experiences);

going to a student's home for non-educational purposes;

inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of a
student);

giving gifts or money to a student for no legitimate educational purpose;

accepting gifts or money from a student for no legitimate educational purpose;

being overly "touchy" with students;

favoring certain students by inviting them to come to the classroom at non-class times;

getting a student out of class to visit with the staff member;

providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior,
substance abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to
do so;

talking to a student about problems that would normally be discussed with adults (i.e. marital issues);

being alone with a student behind closed doors without a legitimate educational purpose;

telling a student "secrets" and having "secrets" with a student;

. other similar activities or behavior.

Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as
designated in this policy, the Building Principal or the District Administrator.

K. verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve conduct
of a sexual nature.

It is further the policy of the Board that a sexual relationship between staff and students is not permissible in any form or under any
circumstances, in or out of the workplace, in that it interferes with the educational process and may involve elements of coercion by
reason of the relative status of a staff member to a student.

Not all behavior with sexual connotations constitutes sexual harassment. Sex-based or gender-based conduct must be sufficiently severe,
pervasive, and persistent such that it adversely affects, limits, or denies an individual's education, or such that it creates a hostile or
abusive educational environment, or such that it is intended to, or has the effect of, denying or limiting a student's ability to participate in
or benefit from the educational program or activities.

In addition to investigating and taking appropriate corrective action in instances of harassment, or of sexual harassment or other sexual
misconduct, the District shall make available to the victim of such harassment or misconduct resources to assist the student with coping
with the effects of victimization. The school counseling services shall identify available resources in the community and provide



assistance to students in contacting such resources if desired by the student. The District will not directly provide or pay for assistance
unless such services are available in the District program or the Board otherwise approves.

Race/Color Harassment

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

Religious (Creed) Harassment

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

National Origin/Ancestry Harassment

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

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's physical,
mental, emotional or learning disability and when the conduct has the purpose or effect of: interfering with the individual's educational
performance; creating an intimidating, hostile, or offensive learning environment; or interfering with one's ability to participate in or
benefit from a class or an educational program or activity. Such harassment may occur where conduct is directed at the characteristics of
a person's disability, such as negative comments about speech patterns, movement, physical impairments or defects/appearances, or the
like.

Anti-Harassment Compliance Officers

The Board designates the following individuals to serve as the District's Compliance Officers (also known as "Anti-Harassment Compliance
Officers"; hereinafter referred to as the "COs").

Lauren Arango

Director of Student Services
5101 Farwell Street
McFarland, WI
608-838-4514
arangol@mcfsd.org

Jeff Mahoney

Director of Business & Technology Services
5101 Farwell Street

McFarland, WI

608-838-4520

mahonej@mcfsd.org

Paul Ackley
Athletic Director
5101 Farwell Street
McFarland, WI
608-838-4568
ackleyp@mcfsd.org

The names, titles, and contact information of these individuals will be published annually on the School District’s website.

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws and
regulations, including the District’s duty to address in @ prompt and equitable manner any inquiries or complaints regarding harassment.



Reports and Complaints of Harassing Conduct
Reporting procedures are as follows:

A. Any student who believes s/he has been the victim of harassment prohibited under this policy will be encouraged to report the
afleged harassment to any District employee, such as a teacher, administrator or other employees.

B. Any parent of a student who believes the student has been the victim of harassment prohibited under this policy is encouraged to
report the alleged harassment to the student’s teacher, building administrator or District Administrator,

C. Teachers, administrators, and other school officials who have the knowledge or received notice that a student has or may have
been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to the Compliance
Officer.

D. Any other person with knowledge or belief that a student has or may have been the victim of harassment prohibited by this policy
shall be encouraged to immediately report the alleged acts to any District employee, such as a teacher, administrator or other
employees.

E. The reporting party or Complainant shall be encouraged to use a report form available from the principal of each building or
available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting forms shall not be
mandated. However, all oral complaints shall be reduced to writing.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most comfortable,
each schooal's building principal shall be advised to designate both a male and a female Compliance Officer for receiving reports of
harassment prohibited by this policy. At least one (1) Compliance Officer or other individuals shall be available outside regular
school hours to address complaints of harassment that may require immediate attention.

A CO will be available during regular school/work hours to discuss concerns related to harassment, to assist students, other members of
the School District community, and third parties who seek support or advice when informing another individual about "unwelcome"
conduct, or to intercede informally on behalf of the student.

Any Board employee who directly observes harassment of a student is obligated, in accordance with this policy, to report such
observations to one of the COs within two (2) days. Thereafter, the COs must contact the Complainant, if over age eighteen (18) or the
Complainant's parents/guardians if under the age eighteen (18), within two (2) days to advise of the Board's intent to investigate the
alleged misconduct, including the obligation of the compliance officer to conduct an investigation following all the procedures outlined in
the complaint procedures.

The COs are assigned to accept complaints of harassment directly from any member of the School District community or a Third Party, or
to receive complaints that are initially filed with a school building administrator. Upon receipt of a complaint, either directly or through a
school building administrator, a CO will contact the Complainant and begin either an informal or formal process (depending on the request
of the Complainant or the nature of the alleged harassment), or the District Administrator will designate a specific individual to conduct
the process necessary for an informal or formal investigation. [END OF OPTION 2] The Compliance Officer(s) will provide a copy of this
policy to the Complainant and Respondent. The CO will prepare recommendations for the District Administrator or will oversee the
preparation of such recommendations by a designee. All Board employees must report incidents of harassment that are reported to them
to the Compliance Officer as soon as possible, but always within no more than two (2) days of learning of the incident.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Program or
Activities, any student who believes that they have been subjected to harassment may seek resolution of the complaint through the
procedures described below. The formal complaint process involves an investigation of the Complainant's claims of harassment or
retaliation and a process for rendering a decision regarding whether the charges are substantiated.

Due to the sensitivity surrounding complaints of harassment, timelines are flexible for initiating the complaint process; however,
individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs while the facts are known and
potential witnesses are available. Once the complaint process is begun, the investigation will be completed in a timely manner (ordinarily,
within fifteen (15) calendar days of the complaint being received).

The procedures set forth below are not intended to interfere with the rights of a student to pursue a complaint of harassment or
retaliation with the United States Department of Education Office for Civil Rights ("OCR") and/or the Wisconsin Equal Rights Division. The
Chicago Office of the OCR can be reached at John C. Kluczynski Federal Building, 230 S. Dearborn Street, 37th Floor Chicago, IL 60604;
Telephone: 312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

If at any time during the investigation process the investigator determines that the complaint is properly defined as Bullying, under Policy
5517.01 - Bullying and not Harassment under this Policy, because the conduct at issue is not based on a student’s Protected
Characteristics, the investigator shall transfer the investigation to the appropriate building principal.



Complaint Procedure

A Complainant may file a complaint, either orally or in writing with a teacher, principal, or other District employee at the student’s school,
the CO, District Administrator, or other District official who works at another school or at the District level. Due to the sensitivity
surrounding complaints of harassment, timelines are flexible for initiating the complaint process; however, individuals should make every
effort to file a complaint within thirty (30) days after the conduct occurs while the facts are known and potential witnesses are available.
If a Complainant informs a teacher, principal, or other District official at the student’s school, the CO, District Administrator, or other
District employee, either orally or in writing, about any complaint of harassment, that employee must report such information to the CO
within two (2) days.

Throughout the course of the process, the CO should keep the parties reasonably informed of the status of the investigation and the
decision-making process.

All complaints must include the following information to the extent known: the identity of the Respondent; a detailed description of the
facts upon which the complaint is based (i.e., when, where, and what occurred); and a list of potential witnesses.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the Compliance Officer
shall ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of class schedule for the Complainant or the
Respondent, or possibly a change of school for either or both of the parties. In making such a determination, the Compliance Officer
should consult the District Administrator prior to any action being taken. The Complainant should be notified of any proposed action prior
to such action being taken.

As soon as appropriate in the investigation process, the CO will inform the Respondent that a complaint has been received. The
Respondent will be informed about the nature of the allegations and a copy of any relevant policies and/or administrative procedures and
the Board's anti-harassment policy shall be provided to the Respondent at that time. The Respondent must also be provided an
opportunity to respond to the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the complaint
with the complainant and informing the complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the number of
incidents or factual elements, the number of witnesses and documents to be consulted, and the availability of witnesses and other
evidence. The CO shall keep the complainant reasonably informed of the investigation's progress.

The investigation will include:
A. interview(s) with the Complainant;
B. interview(s) with the Respondent;

C. interviews with any other witnesses who reasonably may be expected to have any information relevant to the allegations, as
determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Respondent, or any other witness which is
reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO shall prepare and deliver a written report to the District Administrator which summarizes
the evidence gathered during the investigation and provides recommendations based on the evidence and the definition of harassment as
provided in Board policy and State and Federal law as to whether the Respondent engaged in harassment/retaliation of the Complainant.
In determining if harassment occurred, a preponderance of evidence standard will be used. The CO’s recommendations must be based
upon the totality of the circumstances, including the ages and maturity levels of those involved.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report to the
District Administrator.

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other reasons
that impair the CO's ability to conduct an investigation the CO may in consultation with the District Administrator or Board President, if
the matter involves the District Administrator, engage outside legal counsel to conduct the investigation consistent with this policy.

Absent extenuating circumstances, within ten (10) days of receiving the report of the CO, the District Administrator either must issue a
final decision regarding whether or not the complaint of harassment has been substantiated or request further investigation. A copy of
the District Administrator's written decision will be delivered to both the Complainant and the Respondent.



If the District Administrator requests additional investigation, the District Administrator must specify the additional information that is to
be gathered, and such additional investigation must be completed within ten (10) days. At the conclusion of the additional investigation,
the District Administrator must issue a final written decision as described above.

The decision of the District Administrator shall be final. If the Complainant feels that the decision does not adequately address the
complaint s/he may appeal the decision to the State Superintendent of Public Instruction by submitting a written request to the Wisconsin
Department of Public Instruction ("DPI"), Pupil Nondiscrimination Program, or by contacting the DPI Pupil Nondiscrimination Program at
(608) 267-9157.

If the decision of the District Administrator is that there is no finding of harassment pursuant to this policy, the student/parent will be
informed of the provisions of Policy 5517.01 - Bullying.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member of the
School District community or Third Partyalleging the harassment pursues the complaint. The Board also reserves the right to have the
complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed appropriate by
the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law enforcement, or the filing of a
civil action in court. Use of this internal complaint process is not a prerequisite to the pursuit of other remedies.

Additional School District Action

If the evidence suggests that the harassment at issue is a crime or requires mandatory reporting under the Children's Code (Sec. 48.981,
Wis. Stat.), the CO or District Administrator shall report the harassment to the appropriate social service and/or law enforcement agency
charged with responsibility for handling such investigations and crimes.

Any reports made to the local child protection service or to local law enforcement shall not terminate the CO's obligation and
responsibility to continue to investigate a complaint of harassment. While the COs may work cooperatively with outside agencies to
conduct concurrent investigations, in no event shall the harassment investigation be inhibited by the involvement of outside agencies
without good cause after consultation with the District Administrator.

Privacy/Confidentiality

The District will make all reasonable efforts to protect the rights of the Complainant and the Respondent. The District will respect the
privacy of the Complainant, the Respondent, and all witnesses in a manner consistent with the District's legal obligations under State and
Federal law. Confidentiality cannot be guaranteed, however. Additionally, the Respondent must be provided the Complainant's identity.

During the course of an investigation, the CO will instruct all members of the School District community and third parties who are
interviewed about the importance of maintaining confidentiality. Any individual who is interviewed as part of a harassment investigation is
expected not to disclose any information that is learned or provided during the course of the investigation.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not limited to
counseling services, reinstatement of leave taken because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment by taking appropriate action reasonably calculated to stop the
harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the discharge
of an employee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances involved in the matter, including the
age and maturity level of any student involved. In those cases where harassment is not substantiated, the Board may consider whether
the alleged conduct nevertheless warrants discipline in accordance with other Board policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, all subsequent sanctions
imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its reoccurrence, and
remedy its effects.



Retaliation

Retaliation against a person who makes a report or files a complaint alleging harassment/retaliation or participates as a witness in an
investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any individual
because the person opposed any act or practice made by any Federal or State civil rights law, or because that individual made a report,
formal complaint, testified, assisted or participated or refused to participate in any manner in an investigation, proceeding, or hearing
under those laws and/or this policy, or because that individual exercised, enjoyed, aided or encouraged any other person in the exercise
or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an investigation or meeting
is a serious violation of this policy that can result in imposition of disciplinary sanctions/consequences and/or other appropriate remedies.

Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation prohibited
under this policy.

Reprisal
Submission of a good faith complaint or report of harassment will not affect the Complainant's status or educational environment.
However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information about such claims

may be filed. The Board reserves the right to discipline any person filing a false or fraudulent claim of harassment or false or fraudulent
information about such a claim.

The District will discipline or take appropriate action against any member of the School District community who retaliates against any
person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or hearing relating to
such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory practices,
The District Administrator will develop a method of discussing this policy with the School District community. Training on the requirements
of non-discrimination and the appropriate responses to issues of harassment will be provided to the School District community at such
times as the Board in consultation with the District Administrator determines is necessary or appropriate.

This policy shall be reviewed at least annually for compliance with local, State, and Federal law.

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the School
District community and members of the public. This notice shall also include the name, mailing address and telephone number of the
Compliance Officers, the name, mailing address and telephone number of the State agency responsible for investigating allegations of

discrimination in educational opportunities, and the mailing address and telephone number of the United States Department of Education,
Office for Civil Rights.

A summary of this policy shall appear in the student handbook and shall be made available upon request of parents, students, and other
interested parties.

Retention of Investigatory Records and Materials
The CO is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals charged with
conducting investigations under this policy shall retain all information, documents, electronically stored information ("ESI"), and electronic
media (as defined in Policy 8315) created and received as part of an investigation including but not limited to:

A. all written reports/allegations/complaints/statements;

B. narratives of all verbal reports, allegations, complaints, and statements collected;

C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel or individuals contracted or appointed by the Board to fulfill its
responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;

G. e-mails, texts, or social media posts pertaining to the investigation;



H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to the
investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to students or
employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportive measures offered and/or provided to the Complainant and/or the Respondent, including
no contact orders issued to both parties, the dates issued, and the dates the parties acknowledged receipt;

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its recurrence,
eliminate any hostile environment, and remedy its discriminatory effects;

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any documents used
by the District at the time of the alleged violation to communicate the Board’s expectations to students and staff with respect to
the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or harassment;
and

P. documentation of any training provided to District personnel related to this policy, including but not limited to, notification of the
prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel involved in
enforcing this policy, including their duty to report alleged violations of this policy and/or conducting an investigation of an alleged
violation of this policy.

The information, documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records
exempt from disclosure under Federal and/or State law (e.g., student records).

The information, documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be
retained in accordance with Policy 8310, Policy 8315, Policy 8320, Policy 8330 for not less than three (3) years, but longer if required by
the District’s records retention schedule.
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1662 - EMPLOYEE ANTI-HARASSMENT
Prohibited Harassment

The Board is committed to a work environment that is free of harassment of any form. The Board will not tolerate any form of
harassment and will take all necessary and appropriate action to eliminate it. Any member of the School District community who violates
this policy will be subject to disciplinary action, up to and including termination of employment. Additionally, appropriate action will be
taken to stop and otherwise deal with any third party who engages in harassment against our employees.

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including gender
status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, genetic information, handicap or disability,
marital status, citizenship status, veteran status, military service (as defined in 111.32, Wis. Stats.), ancestry, arrest record, conviction
record, use or non-use of lawful products off the District’s premises during non-working hours, declining to attend an employer-sponsored
meeting or to participate in any communication with the employer about religious matters or political matters (collectively, Protected
Classes), or any other characteristic protected by law in its employment practices (hereinafter referred to as harassment), and
encourages those within the School District community as well as Third Parties, who feel aggrieved to seek assistance to rectify such
problems. The Board prohibits harassment that affects tangible job benefits, interferes unreasonably with an individual’s work
performance, or creates an intimidating, hostile, or offensive working environment. Harassment may occur employee-to-employee,
employee-to-student, male-to-female, female-to-male, male-to-male, or female-to-female.

The Board will investigate all allegations of harassment and, in those cases where harassment is substantiated, take immediate steps to
end the harassment, prevent its reoccurrence, and remedy its effects.

Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action.

Notice

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

Definitions

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

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

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s) that the
District office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party files a
formal complaint or is seeking an informal resolution to the alleged harassment.



School District community: means students and Board employees (i.e., administrators, and professional and support staff), as well as
Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers, participants on
opposing athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and other individuals who
come in contact with members of the School District community at school-related events/activities (whether on or off District property).
Bullying
Bullying rises to the level of harassment when one or more persons systematically and chronically inflict physical hurt or psychological
distress on one (1) or more students or employees and that bullying is based upon one (1) or more Protected Classes, that is,
characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and repeated written, verbal, or physical
behavior, including any threatening, insulting, or dehumanizing gesture, by an adult or student, that is severe or pervasive enough to
create an intimidating, hostile, or offensive educational or work environment; cause discomfort or humiliation; or unreasonably interfere
with the individual's school or work performance or participation; and may involve:

A. teasing;

B. threats;

C. intimidation;

D. stalking;

E. cyberstalking;

F. cyberbullying;

G. physical violence;

H. theft;

1. sexual, religious, or racial harassment;

J. public humiliation; or

K. destruction of property.
“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a particular
group or groups on the basis of any protected characteristic(s).
Examples are:

A. making statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, sexual harassment is defined as unwelcome sexual
advances, requests for sexual favors, and other physical, verbal, or visual conduct based on sex constitutes sexual harassment when:

A. a supervisory employee engages in harassing behavior towards a subordinate employee, regardless of whether such conduct
creates a hostile work environment;

B. acquiescence in or submission to such conduct is an explicit or implicit term or condition of employment;

C. an individual's acquiescence in, submission to, or rejection of such conduct becomes the basis for employment decisions affecting
that individual,

D. such conduct is sufficiently severe, pervasive, and persistent such that it has the purpose or effect of unreasonably interfering with
an individual's work performance or creating an intimidating, hostile or offensive work environment;



E. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the superior is
sexually involved and where such favoritism results in an adverse employment action for another employee or otherwise creates a
hostile work environment;

F. inappropriate boundary invasions by a District employee or other adult member of the District into a student's personal space and
personal life.

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

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

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

A. unwelcome sexual propositions, invitations, solicitations, and flirtations;
B. unwanted physical and/or sexual contact;

C. threats or insinuations that a person's employment, wages, promotion, assignments, or other conditions of employment may be
adversely affected by not submitting to sexual advances;

D. unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or sexual
activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes; unwelcome suggestive or insulting
sounds or whistles: obscene telephone calls, text messages, or social media postings;

E. sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings, or literature placed in the work environment that
reasonably may embarrass or offend individuals;

F. unwelcome and inappropriate touching, patting, or pinching; obscene gestures;

G. asking or telling about sexual fantasies, sexual preferences, or sexual activities;

H. speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or sexual history;
I. giving unweicome personal gifts, such as lingerie, that suggest the desire for a romantic relationship;

J. leering or staring at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin;

K. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the superior is
sexually involved and where such favoritism adversely affects other employees or otherwise creates a hostile work environment;

L. inappropriate boundary invasions by a District employee or other adult member of the School District community into a student's
personal space and personal life; and

M. verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve conduct
of a sexual nature.

Sexual relationships between staff members, where one staff member has supervisory responsibilities over the other, are discouraged as
a matter of Board policy. Such relationships have an inherent possibility of being construed as sexual harassment because the consensual
aspect of the relationship may be the result of implicit or explicit duress caused by uncertainty regarding the consequences of non-
compliance.

Romantic or sexual relationships between District staff (teachers, aides, administrators, coaches or other school authorities) and a
student is expressly prohibited. Any school staff member who engages in sexual conduct with a student may also be guilty of a crime and
any information regarding such instances will be reported to law enforcement authorities.

Boundary Invasions

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or football
can be appropriate. However, other behaviors might be going too far, are inappropriate and may be signs of sexual grooming.
Inappropriate boundary invasions may include, but are not limited to the following:

A. hugging, kissing, or other physical contact with a student;



B. telling sexual jokes to students;

C. engaging in talk containing sexual innuendo or banter with students;

D. talking about sexual topics that are not related to curriculum;

E. showing parnography to a student;

F. taking an undue interest in a student (i.e. having a special friend or a special relationship);

G. initiating or extending contact with students beyond the school day for personal purposes;

H. using e-mail, text messaging, or websites to discuss personal topics or interests with students;

I. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

J. invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or previous
sexual experiences);

K. going to a student's home for non-educational purposes;

L. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of student);
M. giving gifts or money to a student for no legitimate educational purpose:

N. accepting gifts or money from a student for no legitimate educational purpose;

O. being overly touchy with students;

P. favoring certain students by inviting them to come to the classroom at non-class times;

Q. getting a student out of class to visit with the staff member:

R. providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior, substance
abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to do so;

S. talking to a student about problems that would normally be discussed with adults (i.e. marital issues);

T. being alone with a student behind closed doors without a legitimate educational purpose;

U. telling a student secrets and having secrets with a student;

V. other similar activities or behavior.
Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as designated
in this policy, the Building Principal or the District Administrator.
Religious (Creed) Harassment
Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's religion or
creed and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating an
intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the characteristics of a
person's religious tradition, clothing, or surnames, and/or involves religious slurs.
National Origin/Ancestry Harassment
Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin or ancestry and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is
directed at the characteristics of a person's national origin or ancestry, such as negative comments regarding customs, manner of

speaking, language, surnames, or ethnic slurs.

Age Harassment



Prohibited age-based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's age, being
over age forty (40), and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating
an intimidating, hostile, or offensive working environment.

Race/Color Harassment

Prohibited race/color based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's race
and/or color and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating an
intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the characteristics of a
person's race or color, such as racial slurs, nicknames implying stereotypes, epithets, and/or negative references regarding racial
customs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual’s disability,
perceived disability, or record of disability, and when the conduct has the purpose or effect of interfering with the individual’s work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is
directed at the characteristics of a person’s current or past disability or a perceived condition, such as negative comments about speech
patterns, movement, physical impairments or defects/appearances, or the like. Such harassment may further occur where conduct is
directed at or pertains to a person's genetic information.

Anti-Harassment Compliance Officers

The following individual(s) shall serve as the District’s Anti-Harassment Compliance Officer(s) (hereinafter, “the Compliance Officer(s)” or
CO or COs):

Lauren Arango

Director of Student Services
5101 Farwell Street
McFarland, WI
608-838-4514
arangol@mcfsd.org

Jeff Mahoney

Director of Business & Technology Services
5101 Farwell Street

McFarland, WI

608-838-4520

mahonej@mcfsd.org

Paul Ackley
Athletic Director
5101 Farwell Street
McFarland, WI
608-838-4568
ackleyp@mcfsd.org

The names, titles, and contact information of these individuals will be published annually on the School District’s website,

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws and
regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding harassment.

Reports and Complaints of Harassing Conduct

The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to harassment, to assist
students, other members of the District community, and third parties who seek support or advice when informing another individual
about unwelcome conduct, or to intercede informally on behalf of the individual in those instances where concerns have not resulted in
the filing of a formal complaint and where all parties are in agreement to participate in an informal process.

Compliance Officers shall accept reports of harassment directly from any member of the School District community or a Third Party or
receive reports that are initially filed with an administrator, supervisor, or other District-level official. Upon receipt of a report of alleged
harassment, the Compliance Officer(s) will contact the Complainant and begin either an informal or formal complaint process (depending
on the request of the Complainant or the nature of the alleged harassment), or the District Administrator will designate a specific
individual to conduct the process necessary for an informal or formal investigation. The Compliance Officer(s) will provide a copy of this
policy to the Complainant and Respondent. In the case of a formal complaint, the Compliance Officer(s) will prepare recommendations
for the District Administrator or will oversee the preparation of such recommendations by a designee. All Board employees must report
incidents of harassment that are reported to them to the Compliance Officer within two (2) days of learning of the incident.



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

Members of the School District community along with Third Parties are encouraged to promptly report incidents of harassing conduct to
an administrator, supervisor or other District official so that the Board may address the conduct before it becomes severe, pervasive, or
persistent. Any administrator, supervisor, or other District official who receives such a report shall file it with the Compliance Officer within
two (2) days of receiving the report of harassment.

Members of the School District community and Third Parties who believe they have been harassed by another member of the School
District community or a Third Party are entitled to utilize the Board's complaint process that is set forth below. Initiating a complaint,
whether formally or informally, will not adversely affect the Complainant's employment unless the complaining individual makes the

complaint maliciously or with the knowledge that it is false.

Reporting procedures are as follows:

A. Any employee who believes s/he has been the victim of harassment prohibited under this policy is encouraged to report the
alleged harassment to the appropriate school official as identified in D below.

B. Teachers, administrators, and other District officials who have knowledge of or receive notice that an employee has or may have
been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to the appropriate
school official as defined in D below.

C. Any other person with knowledge or belief that an employee has or may have been the victim of harassment prohibited by this
policy shall be encouraged to immediately report the alleged acts to an appropriate school official as identified in D below.

D. Appropriate District officials are as follows:

1. Any complaint under this policy shall be reported to the District's Compliance Officer unless the complaint is regarding the
Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who will coordinate with

the other appointed/designated CO, or, if appropriate appoint/designate another individual to serve as CO for the complaint
regarding a CO.

2. Any complaint under this policy regarding the District Administrator or Board Member that is received by the District
Compliance Officer shall be referred to the Board’s legal counsel, who shall assume the role of the District Compliance
Officer for such complaints.

E. The reporting party or Complainant shall be encouraged to use a report form available from the Principal of each building or
available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting forms shall
not be mandated. However, ail oral complaints shall be reduced to writing. Further, nothing in this policy shall prevent any
person from reporting harassment directly to the District Administrator or other supervisory employee.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most comfortable,
the District shall designate both a male and a female District Compliance Officer.

If during an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 - Bullying, the
Principal believes that the reported misconduct may have created a hostile work environment and may have constituted discriminatory
harassment based on a Protected Class, the Principal shall report the act of bullying, aggressive behavior and/or harassment

to the Compliance Officer(s) who shall investigate the allegation in accordance with this policy. If the alleged harassment involves Sexual
Harassment as defined by Policy 2266, the matter will be investigated in accordance with the grievance process and procedures outlined
in Policy 2266. While the Compliance Officer investigates the allegation, or the matter is being addressed pursuant to Policy 2266, the
Principal shall suspend the Policy 5517.01 investigation to await the Compliance Officer's written report or the determination of
responsibility pursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the status of the Policy 1662
investigation and provide the Principal with a copy of the resulting written report. Likewise, the Title IX Coordinator will provide the
Principal with the determination of responsibility that results from the Policy 2266 grievance process.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Program or Activities,
any employee or other member of the School District community or Third Party (e.g., visitor to the District) who believes that they have
been subjected to harassment or has witnessed harassment of another may seek resolution of the complaint through the procedures
described below. The complaint process involves an investigation of the Complainant's claims of harassment or retaliation and a process
for rendering a decision regarding whether the charges are substantiated.



The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of harassment or
retaliation with the United States Department of Education Office for Civil Rights (OCR), the Wisconsin Equal Rights Division, and/or Equal
Employment Opportunity Commission (EEOC). The Chicago Office of the OCR can be reached at John C. Kluczynski Federal Building, 230
S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone: 312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email:
OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Complaint Procedure

A Complainant who alleges harassment based on a protected class or retaliation may file a complaint, either orally or in writing: 1) with a
Principal; 2) directly to one of the COs; or 3) to the District Administrator or other supervisory employee. As noted above, any complaint
received regarding the District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role
of the CO for such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be reported to the District
Administrator, who will consult with the other appointed/designated CO, if any, and if necessary appoint/designate another individual to
serve in the role of CO for a complaint regarding a CO.

Due to the sensitivity surrounding complaints of harassment and retaliation, timelines are flexible for initiating the complaint process;
however, individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs while the facts

are known and potential witnesses are available. If a Complainant informs a Principal, District Administrator, or other supervisory
employee, either orally or in writing, about any complaint of discrimination or retaliation, that employee must report such information to
the CO within two (2) days.

Throughout the course of the process as described herein, the CO should keep the parties reasonably informed of the status of the
investigation and the decision-making process.

All written complaints must inciude the following information to the extent known: the identity of the Respondent; a detailed description
of the facts upon which the complaint is based (i.e., when, where, and what occurred); a list of potential witnesses; and the resolution
sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall ask for
such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the Complainant will be
asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO wilt consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of work assignment or schedule for the
Complainant and/or the Respondent. In making such a determination, the CO should consult the Complainant to assess whether the
individual agrees with the proposed action. If the Complainant is unwilling to consent to the proposed change, the CO may still take
whatever actions deemed appropriate in consultation with the District Administrator. No temporary arrangements shall be disciplinary to
either the Complainant or Respondent.

Within two (2) days of receiving a complaint, the CO will inform the Respondent that a complaint has been received.

The Respondent is not entitled to receive a copy of any written complaint unless the CO determines it is appropriate to do so; however,
the Respondent will be informed about the nature of the allegations. The CO shall inform the Respondent of the requirements of this
policy, which may include providing the Respondent with a copy of this policy or information about where to find it. Respondent shall be
afforded the opportunity to submit a written response to the complaint. The CO shall inform the Respondent of the Respondent's deadline

to provide the CO with the written response to the allegations in the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the complaint
with the Complainant and informing the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the number of
incidents or factual elements, the number of witnesses and documents to be consuited, and the availability of witnesses and other
evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress.
The investigation will include:

A. interview(s) with the Complainant;

B. interview(s) with the Respondent;

C. interviews with any other witnesses who reasonably may be expected to have any information relevant to the allegations, as
determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Respondent, or any other witness which is
reasonably believed to be relevant to the allegations, as determined by the CO.



At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the definition of
harassment as provided in this policy and State and Federal law as to whether the Respondent engaged in harassment of or retaliation
toward the Complainant. The CO's recommendations must be based upon the totality of the circumstances, including the ages and
maturity levels of those involved. In determining if discriminatory harassment or retaliation occurred, a preponderance of evidence
standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report to the
District Administrator.

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other reasons
that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or Board President, if
the matter involves the District Administrator engage outside legal counsel to conduct the investigation consistent with this policy.

Absent extenuating circumstances, within five (5) days of receiving the report of the CO, the District Administrator must either issue a
written decision regarding whether or not the complaint of harassment has been substantiated or request further investigation. A copy of
the District Administrator's final decision will be delivered to both the Complainant and the Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information that is to
be gathered, and such additional investigation must be completed within five (5) days. At the conclusion of the additional investigation,
the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in harassment of or retaliation toward the Complainant, the District
Administrator must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the harassment or
retaliation. The corrective action should be reasonable, timely, age-appropriate, effective, and tailored to the specific situation.

The decision of the District Administrator shall be final. If the investigation results in disciplinary action, the employee subject to discipline
is entitled to file a grievance pursuant to Board Policy 3340. Nothing in this policy shall be construed to prevent an employee from
bringing @ complaint before the Equal Employment Opportunity Commission or the Wisconsin Equal Rights Division.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member of the
School District community or Third Party alleging the harassment pursues the complaint. The Board also reserves the right to have the
formal complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed
appropriate by the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law enforcement, or the filing of a
civil action in court. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.

All timelines pertinent to the investigation process are intended to be guidelines to assure that the investigation proceeds with all
deliberate efficiency. Failure of the CO to meet any specific timeline does not invalidate the investigation or provide a defense to the
allegations.

Privacy/Confidentiality

The District will employ reasonable efforts to protect the rights of the Complainant, the Respondent(s), and all the witnesses as much as
possible, consistent with the Board’s legal obligations to investigate, to take appropriale action, and to conform with any discovery or
disclosure obligation in an investigation of harassment. The School District will respect the privacy of the Complainant, the Respondent,
and all witnesses in a manner consistent with the School District's legal obligations under State and Federal law. Confidentiality, however,
cannot be guaranteed. Additionally, the Respondent must be provided with the Complainant's identity.

During the course of an investigation, the CO will determine whether confidentiality during the investigation process is necessary to
protect the interests and reputations of those involved and/or to protect the integrity of the investigation and if so, shall instruct all
members of the School District community and third parties who are interviewed about the importance of maintaining confidentiality. Any
individual who is interviewed as part of a harassment investigation is expected not to disclose any information that is learned or provided
during the course of the investigation.

Directives During Investigation

The CO may recommend to the District Administrator placing any employee involved in an investigation under this Policy on
administrative leave pending resolution of the matter. If the District Administrator is the Respondent, the CO shall make such
recommendation to the Board. Administrative leave may be appropriate in situations in which protecting the safety of any individual or
the integrity of the investigation necessitates such action.



The CO shall determine whether any witnesses in the course of an investigation should be provided a Garrity warning apprising the
person of his/her obligations to answer questions truthfully and honestly while preserving the right against self-incrimination in the
context of any resulting criminal investigation or prosecution.

Every employee interviewed in the course of an investigation is required to provide truthful responses to all questions. Failure to do so
may result in disciplinary action.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not limited to
counseling services, reinstatement of leave taken due to because of the discrimination, or other appropriate action.

The Board may appoint an individua!, who may be an employee, to follow up with the Complainant to ensure no further discrimination or
retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment/retaliation by taking appropriate action reasonably calculated to
stop the harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the discharge
of an employee. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances. In those cases where harassment is
not substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board
policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, all subsequent sanctions
imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its reoccurrence, and
remedy its effects.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging harassment/retaliation or participates as a witness in an
investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any individual
because the person opposed any act or practice made by any Federal or State civil rights law, or because that individual made a report,
formal complaint, testified, assisted or participated or refused to participate in any manner in an investigation, proceeding, or hearing
under those laws and/or this policy, or because that individual exercised, enjoyed, aided or encouraged any other person in the exercise
or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an investigation or meeting
is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other appropriate
remedies.

Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation prohibited
under this policy.

Allegations Constituting Criminal Conduct

If the CO has reason to believe that the Complainant has been the victim of criminal conduct, such knowledge should be reported to local
law enforcement. After such report has been made, the District Administrator shall be advised that local law enforcement was notified.

If the Complainant has been the victim of criminal conduct and the accused is the District Administrator, such knowledge should be
reported by the CO to local law enforcement. After such report has been made, the Board President and School Board Attorney shall be
advised that local law enforcement was notified.

Any reports made to local law enforcement shall not terminate the COs obligation and responsibility to continue to investigate a complaint
of harassment. While the COs may work cooperatively with outside agencies to conduct concurrent investigations, the harassment
investigation shall not be stopped due to the involvement of outside agencies without good cause after consultation with the District
Administrator.

Reprisal
Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work

environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information about
such claims may be filed. The Board reserves the right to discipline any person filing a false or fraudulent claim of harassment or false or



fraudulent information about such a claim.
The District will discipline or take appropriate action against any member of the School District community who retaliates against any
person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or hearing relating to

such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Miscellaneous

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the School
District community and members of the public. This notice shall also include the name, mailing address, and telephone number of the
COs, the name, mailing address, and telephone number of the State agency responsible for investigating allegations of discrimination in
educational employment, and the mailing address and telephone number of the United States Equal Opportunity Employment
Commission.

A link to this policy and any related administrative guidelines shall appear in the employee handbook and a copy shall be made available
upon request of employees and other interested parties.

Education and Training
In support of this policy, the Board promotes preventative educational measures to create greater awareness of harassment. The District
Administrator shall provide appropriate information to all members of the School District community related to the implementation of this
policy and shall provide training for District staff at such times as the Board in consultation with the District Administrator determines is
necessary or appropriate.
The Board will respect the privacy of the Complainant, the individuals against whom the complaint is filed, and the witnesses as much as
practicable, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with any discovery,
disclosure, or other legal obligations.
Retention of Investigatory Records and Materials
The CO(s) is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals charged
with conducting investigations under this policy shall retain all documents, electronically stored information (ESI), and electronic media
(as defined in Policy 8315) created and/or received as part of an investigation, which may include but are not limited to:

A. all written reports/allegations/complaints/statements;

B. narratives of all verbal reports, allegations, complaints, and statements collected;

C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel or individuals contracted or appointed by the Board to fulfill its
responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to the
investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to students or
employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportive measures offered and/or provided to Complainant and/or the Respondent, including no
contact orders issued to both parties, the dates issued, and the dates the parties acknowledged receipt;

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its recurrence,
eliminate any hostile environment, and remedy its discriminatory effects;

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any documents used
by the District at the time of the alleged violation to communicate the Board's expectations to students and staff with respect to



the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or harassment;
and

P. documentation of any training provided to District personnel related to this policy, including but not limited to, notification of the
prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel involved in
enforcing this policy, including their duty to report alleged violations of this policy and/or conducting an investigation of an alleged
violation of this policy.

The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records exempt from
disclosure under Federal and/or State law (e.g., student records).

The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be retained in
accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but longer if required by the
District's records retention schedule.
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3362 - EMPLOYEE ANTI-HARASSMENT
Prohibited Harassment

The Board is committed to a work environment that is free of harassment of any form. The Board will not tolerate any form of
harassment and will take all necessary and appropriate action to eliminate it. Any member of the School District community who violates
this policy will be subject to disciplinary action, up to and including termination of employment. Additionally, appropriate action will be
taken to stop and otherwise deal with any third party who engages in harassment against our employees.

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including gender
status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, genetic information, handicap or disability,
marital status, citizenship status, veteran status, military service (as defined in 111.32, Wis. Stats.), ancestry, arrest record, conviction
record, use or non-use of lawful products off the District’s premises during non-working hours, declining to attend an employer-sponsored
meeting or to participate in any communication with the employer about religious matters or political matters (collectively, Protected
Classes), or any other characteristic protected by law in its employment practices (hereinafter referred to as harassment), and
encourages those within the School District community as well as Third Parties, who feel aggrieved to seek assistance to rectify such
problems. The Board prohibits harassment that affects tangible job benefits, interferes unreasonably with an individual's work
performance, or creates an intimidating, hostile, or offensive working environment. Harassment may occur employee-to-employee,
employee-to-student, male-to-female, female-to-male, male-to-male, or female-to-female.

The Board will investigate all allegations of harassment and, in those cases where harassment is substantiated, take immediate steps to
end the harassment, prevent its reoccurrence, and remedy its effects.

Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action,
Notice

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

Definitions

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

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

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s) that the
District office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party files a
formal complaint or is seeking an informal resolution to the alleged harassment.



School District community: means students and Board employees (i.e., administrators, and professional and support staff), as well as
Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers, participants on
opposing athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and other individuals who
come in contact with members of the School District community at school-related events/activities (whether on or off District property).
Bullying
Bullying rises to the level of harassment when one or more persons systematically and chronically inflict physical hurt or psychological
distress on one (1) or more students or employees and that bullying is based upon one (1) or more Protected Classes, that is,
characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and repeated written, verbal, or physical
behavior, including any threatening, insulting, or dehumanizing gesture, by an adult or student, that is severe or pervasive enough to
create an intimidating, hostile, or offensive educational or work environment; cause discomfort or humiliation; or unreasonably interfere
with the individual's school or work performance or participation; and may involve:

A. teasing;

B. threats;

C. intimidation;

D. stalking;

E. cyberstalking;

F. cyberbullying;

G. physical violence;

H. theft;

I. sexual, religious, or racial harassment:

J. public humiliation; or

K. destruction of property.
“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a particular
group or groups on the basis of any protected characteristic(s).
Examples are:

A. making statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, sexual harassment is defined as unwelcome sexual
advances, requests for sexual favors, and other physical, verbal, or visual conduct based on sex constitutes sexual harassment when:

A. a supervisory employee engages in harassing behavior towards a subordinate employee, regardless of whether such conduct
creates a hostile work environment;

B. acquiescence in or submission to such conduct is an explicit or implicit term or condition of employment;

C. an individual's acquiescence in, submission to, or rejection of such conduct becomes the basis for employment decisions affecting
that individual;

D. such conduct is sufficiently severe, pervasive, and persistent such that it has the purpose or effect of unreasonably interfering with
an individual's work performance or creating an intimidating, hostile or offensive work environment;



E. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the superior is
sexually involved and where such favoritism results in an adverse employment action for another employee or otherwise creates a
hostile work environment;

F. inappropriate boundary invasions by a District employee or other adult member of the District into a student's persona! space and
personal life.

Sexual harassment may involve the behavior of a person of any gender against a person of the same or another gender.
Sexual Harassment covered by Policy 2266 /AG 2266 — Nondiscrimination on the Basis of Sex in Education Programs or Activities, i.e.,
sexual harassment prohibited by Title IX, is not included in this policy. Allegations of such conduct shall be addressed solely by Policy

2266 /AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities.

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

A. unwelcome sexual propositions, invitations, solicitations, and flirtations;
B. unwanted physical and/or sexual contact;

C. threats or insinuations that a person's employment, wages, promation, assignments, or other conditions of employment may be
adversely affected by not submitting to sexual advances;

D. unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or sexual
activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes; unwelcome suggestive or insulting

sounds or whistles; obscene telephone calls, text messages, or social media postings;

E. sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings, or literature placed in the work environment that
reasonably may embarrass or offend individuals;

F. unwelcome and inappropriate touching, patting, or pinching; obscene gestures;

G. asking or telling about sexual fantasies, sexual preferences, or sexual activities;

H. speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or sexual history;
1. giving unwelcome personal gifts, such as lingerie, that suggest the desire for a romantic relationship;

J. leering or staring at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin;

K. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the superior is
sexually involved and where such favoritism adversely affects other employees or otherwise creates a hostile work environment;

L. inappropriate boundary invasions by a District employee or other adult member of the School District community into a student's
personal space and personal life; and

M. verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve conduct
of a sexual nature.

Sexual relationships between staff members, where one staff member has supervisory responsibilities over the other, are discouraged as
a matter of Board policy. Such relationships have an inherent possibility of being construed as sexual harassment because the consensual
aspect of the relationship may be the result of implicit or explicit duress caused by uncertainty regarding the consequences of non-
compliance.

Romantic or sexual relationships between District staff (teachers, aides, administrators, coaches or other school authorities) and a
student is expressly prohibited. Any school staff member who engages in sexual conduct with a student may also be guilty of a crime and
any information regarding such instances will be reported to law enforcement authorities.

Boundary Invasions

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or football
can be appropriate. However, other behaviors might be going too far, are inappropriate and may be signs of sexual grooming.

Inappropriate boundary invasions may include, but are not limited to the following:

A. hugging, kissing, or other physical contact with a student;



B. telling sexual jokes to students;

C. engaging in talk containing sexual innuendo or banter with students;

D. talking about sexual topics that are not related to curriculum;

E. showing pornography to a student;

F. taking an undue interest in a student (i.e. having a special friend or a special relationship);

G. initiating or extending contact with students beyond the school day for personal purposes;

H. using e-mail, text messaging, or websites to discuss personal topics or interests with students;

1. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

J. invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or previous
sexual experiences);

K. going to a student's home for non-educational purposes;

L. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of student);
M. giving gifts or money to a student for no legitimate educational purpose;

N. accepting gifts or money from a student for no legitimate educational purpose;

0. being overly touchy with students;

P. favoring certain students by inviting them to come to the classroom at non-class times;

Q. getting a student out of class to visit with the staff member;

R. providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior, substance
abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to do so;

S. talking to a student about problems that would normally be discussed with adults (i.e. marital issues);

T. being alone with a student behind closed doors without a legitimate educational purpose;

U. telling a student secrets and having secrets with a student;

V. other similar activities or behavior.
Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as designated
in this policy, the Building Principal or the District Administrator.
Religious (Creed) Harassment
Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's religion or
creed and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating an
intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the characteristics of a
person's religious tradition, clothing, or surnames, and/or involves religious slurs.
National Origin/Ancestry Harassment
Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin or ancestry and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is
directed at the characteristics of a person's national origin or ancestry, such as negative comments regarding customs, manner of

speaking, language, surnames, or ethnic slurs.

Age Harassment



Prohibited age-based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's age, being
over age forty (40), and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating
an intimidating, hostile, or offensive working environment.

Race/Color Harassment

Prohibited race/color based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's race
and/or color and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating an
intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the characteristics of a
person's race or colot, such as racial slurs, nicknames implying stereotypes, epithets, and/or negative references regarding racial
customs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's disability,
perceived disability, or record of disability, and when the conduct has the purpose or effect of interfering with the individual’s work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is
directed at the characteristics of a person’s current or past disability or a perceived condition, such as negative comments about speech
patterns, movement, physical impairments or defects/appearances, or the like. Such harassment may further occur where conduct is
directed at or pertains to a person's genetic information.

Anti-Harassment Compliance Officers

The following individual(s) shall serve as the District’s Anti-Harassment Compliance Officer(s) (hereinafter, “the Compliance Officer(s)” or
CO or COs):

Lauren Arango

Director of Student Services
5101 Farwell Street
McFarland, WI
608-838-4514
arangol@mcfsd.org

Jeff Mahoney

Director of Business & Technology Services
5101 Farwell Street

McFarland, WI

608-838-4520

mahonej@mcfsd.org

Paul Ackley
Athletic Director
5101 Farwell Street
McFarland, WI
608-838-4568
ackleyp@mcfsd.org

The names, titles, and contact information of these individuals will be published annually on the School District’s website.

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws and
regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding harassment.

Reports and Complaints of Harassing Conduct

The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to harassment, to assist
students, other members of the District community, and third parties who seek support or advice when informing another individual
about unwelcome conduct, or to intercede informally on behalf of the individual in those instances where concerns have not resulted in
the filing of a formal complaint and where all parties are in agreement to participate in an informal process.

Compliance Officers shall accept reports of harassment directly from any member of the School District community or a Third Party or
receive reports that are initially filed with an administrator, supervisor, or other District-level official. Upon receipt of a report of alleged
harassment, the Compliance Officer(s) will contact the Complainant and begin either an informal or formal complaint process (depending
on the request of the Complainant or the nature of the alleged harassment), or the District Administrator will designate a specific
individual to conduct the process necessary for an informal or formal investigation. The Compliance Officer(s) will provide a copy of this
policy to the Complainant and Respondent. In the case of a formal complaint, the Compliance Officer(s) will prepare recommendations
for the District Administrator or will oversee the preparation of such recommendations by a designee. All Board employees must report
incidents of harassment that are reported to them to the Compliance Officer within two (2) days of learning of the incident.



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

Members of the School District community along with Third Parties are encouraged to promptly report incidents of harassing conduct to
an administrator, supervisor or other District official so that the Board may address the conduct before it becomes severe, pervasive, or
persistent, Any administrator, supervisor, or other District official who receives such a report shall file it with the Compliance Officer within
two (2) days of receiving the report of harassment.

Members of the School District community and Third Parties who believe they have been harassed by another member of the School
District community or a Third Party are entitled to utilize the Board's complaint process that is set forth below. Initiating a complaint,
whether formally or informally, will not adversely affect the Complainant's employment unless the complaining individual makes the

complaint maliciously or with the knowledge that it is false.

Reporting procedures are as follows:

A. Any employee who believes s/he has been the victim of harassment prohibited under this policy is encouraged to report the
alleged harassment to the appropriate school official as identified in D below.

B. Teachers, administrators, and other District officials who have knowledge of or receive notice that an employee has or may have
been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to the appropriate
school official as defined in D below.

C. Any other person with knowledge or belief that an employee has or may have been the victim of harassment prohibited by this
policy shall be encouraged to immediately report the alleged acts to an appropriate school official as identified in D below.

D. Appropriate District officials are as follows:

1. Any complaint under this policy shall be reported to the District’s Compliance Officer unless the complaint is regarding the
Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who will coordinate with
the other appointed/designated CO, or, if appropriate appoint/designate another individual to serve as CO for the complaint
regarding a CO.

2. Any complaint under this policy regarding the District Administrator or Board Member that is received by the District
Compliance Officer shall be referred to the Board’s legal counsel, who shall assume the role of the District Compliance
Officer for such complaints.

E. The reporting party or Complainant shall be encouraged to use a report form available from the Principal of each building or
available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting forms shall
not be mandated. However, all oral complaints shall be reduced to writing. Further, nothing in this policy shall prevent any
person from reporting harassment directly to the District Administrator or other supervisory employee.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most comfortable,
the District shall designate both a male and a female District Compliance Officer.

If during an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 - Bullying, the
Principal believes that the reported misconduct may have created a hostile work environment and may have constituted discriminatory
harassment based on a Protected Class, the Principal shall report the act of bullying, aggressive behavior and/or harassment

to the Compliance Officer(s) who shall investigate the allegation in accordance with this policy. If the alleged harassment involves Sexual
Harassment as defined by Policy 2266, the matter will be investigated in accordance with the grievance process and procedures outlined
in Policy 2266. While the Compliance Officer investigates the allegation, or the matter is being addressed pursuant to Policy 2266, the
Principal shall suspend the Policy 5517.01 investigation to await the Compliance Officer's written report or the determination of
responsibility pursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the status of the Policy 3362
investigation and provide the Principal with a copy of the resulting written report. Likewise, the Title IX Coordinator will provide the
Principal with the determination of responsibility that results from the Policy 2266 grievance process.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Program or Activities,
any employee or other member of the School District community or Third Party (e.g., visitor to the District) who believes that they have
been subjected to harassment or has witnessed harassment of another may seek resolution of the complaint through the procedures
described below. The complaint process invelves an investigation of the Complainant's claims of harassment or retaliation and a process
for rendering a decision regarding whether the charges are substantiated.



The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of harassment or
retaliation with the United States Department of Education Office for Civil Rights (OCR), the Wisconsin Equal Rights Division, and/or Equal
Employment Opportunity Commission (EEOC). The Chicago Office of the OCR can be reached at John C. Kluczynski Federal Building, 230
S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone: 312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email:
OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Complaint Procedure

A Complainant who alleges harassment based on a protected class or retaliation may file a complaint, either orally or in writing: 1) with a
Principal; 2) directly to one of the COs; or 3) to the District Administrator or other supervisory employee. As noted above, any complaint
received regarding the District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role
of the CO for such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be reported to the District
Administrator, who will consult with the other appointed/designated CO, if any, and if necessary appoint/designate another individual to
serve in the role of CO for a complaint regarding a CO.

Due to the sensitivity surrounding complaints of harassment and retaliation, timelines are flexible for initiating the complaint process;
however, individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs while the facts

are known and potential withesses are available. If a Complainant informs a Principal, District Administrator, or other supervisory
employee, either orally or in writing, about any complaint of discrimination or retaliation, that employee must report such information to
the CO within two (2) days.

Throughout the course of the process as described herein, the CO should keep the parties reasonably informed of the status of the
investigation and the decision-making process.

All written complaints must include the following information to the extent known: the identity of the Respondent; a detailed description
of the facts upon which the complaint is based (i.e., when, where, and what occurred); a list of potential witnesses; and the resolution
sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall ask for
such details in an oral interview, Thereafter the CO will prepare a written summary of the oral interview, and the Complainant will be
asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of work assignment or schedule for the
Complainant and/or the Respondent. In making such a determination, the CO should consult the Complainant to assess whether the
individual agrees with the proposed action. If the Complainant is unwilling to consent to the proposed change, the CO may still take
whatever actions deemed appropriate in consultation with the District Administrator. No temporary arrangements shall be disciplinary to
either the Complainant or Respondent.

Within two (2) days of receiving a complaint, the CO will inform the Respondent that a complaint has been received.

The Respondent is not entitled to receive a copy of any written complaint unless the CO determines it is appropriate to do so; however,
the Respondent will be informed about the nature of the allegations. The CO shall inform the Respondent of the requirements of this
policy, which may include providing the Respondent with a copy of this policy or information about where to find it. Respondent shall be
afforded the opportunity to submit a written response to the complaint. The CO shall inform the Respondent of the Respondent's deadline

to provide the CO with the written response to the allegations in the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the complaint
with the Complainant and informing the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the number of
incidents or factual elements, the number of witnesses and documents to be consulted, and the availability of withesses and other
evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress.
The investigation will include:

A. interview(s) with the Complainant;

B. interview(s) with the Respondent;

C. interviews with any other witnesses who reasonably may be expected to have any information relevant to the allegations, as
determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Respondent, or any other witness which is
reasonably believed to be relevant to the allegations, as determined by the CO.



At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the definition of
harassment as provided in this policy and State and Federal law as to whether the Respondent engaged in harassment of or retaliation
toward the Complainant. The CO's recommendations must be based upon the totality of the circumstances, including the ages and
maturity levels of those involved. In determining if discriminatory harassment or retaliation occurred, a preponderance of evidence
standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report to the
District Administrator.

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other reasons
that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or Board President, if
the matter involves the District Administrator engage outside legal counsel to conduct the investigation consistent with this policy.

Absent extenuating circumstances, within five (5) days of receiving the report of the CO, the District Administrator must either issue a
written decision regarding whether or not the complaint of harassment has been substantiated or request further investigation. A copy of
the District Administrator's final decision will be delivered to both the Complainant and the Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information that is to
be gathered, and such additional investigation must be completed within five (5) days. At the conclusion of the additional investigation,
the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in harassment of or retaliation toward the Complainant, the District
Administrator. must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the harassment or
retaliation. The corrective action should be reasonable, timely, age-appropriate, effective, and tailored to the specific situation.

The decision of the District Administrator shall be final. If the investigation results in disciplinary action, the employee subject to discipline
is entitled to file a grievance pursuant to Board Policy 3340. Nothing in this policy shall be construed to prevent an employee from
bringing a complaint before the Equal Employment Opportunity Commission or the Wisconsin Equal Rights Division.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardiess of whether the member of the
School District community or Third Party alleging the harassment pursues the complaint. The Board also reserves the right to have the
formal complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed
appropriate by the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law enforcement, or the filing of a
civil action in court. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.

All timelines pertinent to the investigation process are intended to be guidelines to assure that the investigation proceeds with all
deliberate efficiency. Failure of the CO to meet any specific timeline does not invalidate the investigation or provide a defense to the
allegations.

Privacy/Confidentiality

The District will employ reasonable efforts to protect the rights of the Complainant, the Respondent(s), and all the witnesses as much as
possible, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with any discovery or
disclosure obligation in an investigation of harassment. The School District will respect the privacy of the Complainant, the Respondent,
and all witnesses in a manner consistent with the School District's legal obligations under State and Federal law. Confidentiality, however,
cannot be guaranteed. Additionally, the Respondent must be provided with the Complainant's identity.

During the course of an investigation, the CO will determine whether confidentiality during the investigation process is necessary to
protect the interests and reputations of those involved and/or to protect the integrity of the investigation and if so, shall instruct all
members of the School District community and third parties who are interviewed about the importance of maintaining confidentiality. Any
individual who is interviewed as part of a harassment investigation is expected not to disclose any information that is learned or provided
during the course of the investigation.

DirectivVes During Investigation

The CO may recommend to the District Administrator placing any employee involved in an investigation under this Policy on
administrative leave pending resolution of the matter. If the District Administrator is the Respondent, the CO shall make such
recommendation to the Board. Administrative leave may be appropriate in situations in which protecting the safety of any individual or
the integrity of the investigation necessitates such action.



The CO shall determine whether any witnesses in the course of an investigation should be provided a Garrity warning apprising the
person of his/her obligations to answer questions truthfully and honestly while preserving the right against self-incrimination in the
context of any resulting criminal investigation or prosecution.

Every employee interviewed in the course of an investigation is required to provide truthful responses to all questions. Failure to do so
may result in disciplinary action.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not limited to
counseling services, reinstatement of leave taken due to because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be an employee, to follow up with the Complainant to ensure no further discrimination or
retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment/retaliation by taking appropriate action reasonably calculated to
stop the harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the discharge
of an employee. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances. In those cases where harassment is
not substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board
policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, all subsequent sanctions
imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its reoccurrence, and
remedy its effects.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging harassment/retaliation or participates as a witness in an
investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any individual
because the person opposed any act or practice made by any Federal or State civil rights law, or because that individual made a report,
formal complaint, testified, assisted or participated or refused to participate in any manner in an investigation, proceeding, or hearing
under those laws and/or this policy, or because that individual exercised, enjoyed, aided or encouraged any other person in the exercise
or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an investigation or meeting
is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other appropriate
remedies.

Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation prohibited
under this policy.

Allegations Constituting Criminal Conduct

If the CO has reason to believe that the Complainant has been the victim of criminal conduct, such knowledge should be reported to local
law enforcement. After such report has been made, the District Administrator shall be advised that local law enforcement was notified.

If the Complainant has been the victim of criminal conduct and the accused is the District Administrator, such knowledge should be
reported by the CO to local law enforcement. After such report has been made, the Board President and School Board Attorney shall be
advised that local law enforcement was notified.

Any reports made to local law enforcement shall not terminate the COs obligation and responsibility to continue to investigate a complaint
of harassment. While the COs may work cooperatively with outside agencies to conduct concurrent investigations, the harassment
investigation shall not be stopped due to the involvement of outside agencies without good cause after consultation with the District
Administrator.

Reprisal
Submission of a good faith complaint or report of harassment will not affect the Complainant’s or reporter's work status or work

environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information about
such claims may be filed. The Board reserves the right tc discipline any person filing a false or fraudulent claim of harassment or false or



fraudulent information about such a claim.

The District will discipline or take appropriate action against any member of the School District community who retaliates against any
person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or hearing relating to
such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Miscellaneous

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the School
District community and members of the public. This notice shall also include the name, mailing address, and telephone number of the
COs, the name, mailing address, and telephone number of the State agency responsible for investigating allegations of discrimination in
educational employment, and the mailing address and telephone number of the United States Equal Opportunity Employment

Commission.

A link to this policy and any related administrative guidelines shall appear in the employee handbook and a copy shall be made available
upon request of employees and other interested parties.

Education and Training
In support of this policy, the Board promotes preventative educational measures to create greater awareness of harassment. The District
Administrator shall provide appropriate information to all members of the School District community related to the implementation of this
policy and shall provide training for District staff at such times as the Board in consultation with the District Administrator determines is
necessary or appropriate.
The Board will respect the privacy of the Complainant, the individuals against whom the complaint is filed, and the witnesses as much as
practicable, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with any discovery,
disclosure, or other legal obligations.
Retention of Investigatory Records and Materials
The CO(s) is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals charged
with conducting investigations under this policy shall retain all documents, electronically stored information (ESI), and electronic media
(as defined in Policy 8315) created and/or received as part of an investigation, which may include but are not limited to:

A. all written reports/allegations/complaints/statements:

B. narratives of all verbal reports, allegations, complaints, and statements collected;

C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel or individuals contracted or appointed by the Board to fulfill its
responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. alt documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to the
investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to students or
employees for violations of the policies and procedures prohibiting discrimination or harassment;

1. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportive measures offered and/or provided to Complainant and/or the Respondent, including no
contact orders issued to both parties, the dates issued, and the dates the parties acknowledged receipt;

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its recurrence,
eliminate any hostile environment, and remedy its discriminatory effects;

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any documents used
by the District at the time of the alleged violation to communicate the Board’s expectations to students and staff with respect to



the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or harassment;
and

P. documentation of any training provided to District personnel related to this policy, including but not limited to, notification of the
prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel involved in
enforcing this policy, including their duty to report alleged violations of this policy and/or conducting an investigation of an alleged
violation of this policy.

The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records exempt from
disclosure under Federal and/or State law (e.g., student records).

The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be retained in
accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but longer if required by the
District's records retention schedule.
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4362 - EMPLOYEE ANTI-HARASSMENT
Prohibited Harassment

The Board is committed to a work environment that is free of harassment of any form. The Board will not tolerate any form of
harassment and will take all necessary and appropriate action to eliminate it. Any member of the School District community who violates
this policy will be subject to disciplinary action, up to and including termination of employment. Additionally, appropriate action will be
taken to stop and otherwise deal with any third party who engages in harassment against our employees.

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including gender
status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, genetic information, handicap or disability,
marital status, citizenship status, veteran status, military service (as defined in 111.32, Wis. Stats.), ancestry, arrest record, conviction
record, use or non-use of lawful products off the District’s premises during non-working hours, declining to attend an employer-sponsored
meeting or to participate in any communication with the employer about religious matters or political matters (collectively, Protected
Classes), or any other characteristic protected by law in its employment practices (hereinafter referred to as harassment), and
encourages those within the School District community as well as Third Parties, who feel aggrieved to seek assistance to rectify such
problems. The Board prohibits harassment that affects tangible job benefits, interferes unreasonably with an individual’s work
performance, or creates an Intimidating, hostile, or offensive working environment. Harassment may occur employee-to-employee,
employee-to-student, male-to-female, female-to-male, male-to-male, or female-to-female.

The Board will investigate all allegations of harassment and, in those cases where harassment is substantiated, take immediate steps to
end the harassment, prevent its reoccurrence, and remedy its effects.

Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action.

Notice

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

Definitions

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

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

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s) that the
District office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party files a
formal complaint or is seeking an informal resolution to the alleged harassment.



School District community: means students and Board employees (i.e., administrators, and professional and support staff), as well as
Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include, but are not limited to, guests and/or visitors on School District property (e.qg., visiting speakers, participants on
opposing athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and other individuals who
come in contact with members of the School District community at school-related events/activities (whether on or off District property).
Bullying
Bullying rises to the level of harassment when one or more persons systematically and chronically inflict physical hurt or psychological
distress on one (1) or more students or employees and that bullying is based upon one (1) or more Protected Classes, that is,
characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and repeated written, verbal, or physical
behavior, including any threatening, insulting, or dehumanizing gesture, by an adult or student, that is severe or pervasive enough to
create an intimidating, hostile, or offensive educational or work environment; cause discomfort or humiliation; or unreasonably interfere
with the individual's school or work performance or participation; and may involve:

A. teasing;

B. threats;

C. intimidation;

D. stalking;

E. cyberstalking;

F. cyberbullying;

G. physical violence;

H. theft;

1. sexual, religious, or racial harassment;

J. public humiliation; or

K. destruction of property.
“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a particular
group or groups on the basis of any protected characteristic(s).
Examples are:

A. making statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, sexual harassment is defined as unwelcome sexual
advances, requests for sexual favors, and other physical, verbal, or visual conduct based on sex constitutes sexual harassment when:

A. a supervisory employee engages in harassing behavior towards a subordinate employee, regardless of whether such conduct
creates a hostile work environment;

B. acquiescence in or submission to such conduct is an explicit or implicit term or condition of employment;

C. an individual's acquiescence in, submission to, or rejection of such conduct becomes the basis for employment decisions affecting
that individual;

D. such conduct is sufficiently severe, pervasive, and persistent such that it has the purpose or effect of unreasonably interfering with
an individual's work performance or creating an intimidating, hostile or offensive wark environment;



. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the superior is

sexually involved and where such favoritism results in an adverse employment action for another employee or otherwise creates a
hostile work environment;

. inappropriate boundary invasions by a District employee or other adult member of the District into a student's persaonal space and

personal life.

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

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

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

A.

B.

C.

unwelcome sexual propositions, invitations, solicitations, and flirtations;
unwanted physical and/or sexual contact;

threats or insinuations that a person’s employment, wages, promotion, assignments, or other conditions of employment may be
adversely affected by not submitting to sexual advances;

. unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or sexual

activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes; unwelcome suggestive or insulting
sounds or whistles; obscene telephone calls, text messages, or social media postings;

. sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings, or literature placed in the work environment that

reasonably may embarrass or offend individuals;

' unwelcome and inappropriate touching, patting, or pinching; obscene gestures;

. asking or telling about sexual fantasies, sexual preferences, or sexual activities;

. speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or sexual history;
. giving unwelcome personal gifts, such as lingerie, that suggest the desire for a romantic relationship;

. leering or staring at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin;

. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the superior is

sexually involved and where such favoritism adversely affects other employees or otherwise creates a hostile work environment;

. inappropriate boundary invasions by a District employee or other adult member of the Schoal District community into a student's

personal space and personal life; and

. verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve conduct

of a sexual nature.

Sexual relationships between staff members, where one staff member has supervisory responsibilities over the other, are discouraged as
a matter of Board policy. Such relationships have an inherent possibility of being construed as sexual harassment because the consensual
aspect of the relationship may be the result of implicit or explicit duress caused by uncertainty regarding the consequences of non-
compliance.

Romantic or sexual relationships between District staff (teachers, aides, administrators, coaches or other school authorities) and a
student is expressly prohibited. Any school staff member who engages in sexual conduct with a student may also be guilty of a crime and
any information regarding such instances will be reported to law enforcement authorities.

Boundary Invasions

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or football
can be appropriate. However, other behaviors might be going too far, are inappropriate and may be signs of sexual grooming.
Inappropriate boundary invasions may include, but are not limited to the following:

A. hugging, kissing, or other physical contact with a student;



B. telling sexual jokes to students;

C. engaging in talk containing sexual innuendo or banter with students;

D. talking about sexual topics that are not related to curriculum;

E. showing pornography to a student;

F. taking an undue interest in a student (i.e. having a special friend or a special relationship);

G. initiating or extending contact with students beyond the school day for personal purposes;

H. using e-mail, text messaging, or websites to discuss personal topics or interests with students;

I. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

J. invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or previous
sexual experiences);

K. going to a student's home for non-educational purposes;

L. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of student);
M. giving gifts or money to a student for no legitimate educational purpose:

N. accepting gifts or money from a student for no legitimate educational purpose;

O. being overly touchy with students;

P. favoring certain students by inviting them to come to the classroom at non-class times;

Q. getting a student out of class to visit with the staff member;

R. providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior, substance
abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to do so;

S. talking to a student about problems that would normally be discussed with adults (i.e. marital issues);

T. being alone with a student behind closed doors without a legitimate educational purpose;

U. telling a student secrets and having secrets with a student;

V. other similar activities or behavior.
Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as designated
in Lhis policy, the Building Principal or the District Administrator.
Religious (Creed) Harassment
Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's religion or
creed and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating an
intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the characteristics of a
person’s religious tradition, clothing, or surnames, and/or involves religious slurs.
National Origin/Ancestry Harassment
Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin or ancestry and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is
directed at the characteristics of a person's national origin or ancestry, such as negative comments regarding customs, manner of

speaking, language, surnames, or ethnic slurs.

Age Harassment



Prohibited age-based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's age, being
over age forty (40), and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating
an intimidating, hostile, or offensive working environment.

Race/Color Harassment

Prohibited race/color based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's race
and/or color and when the conduct has the purpose or effect of interfering with the individual's work performance; or of creating an
intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the characteristics of a
person's race or color, such as racial slurs, nicknames implying stereotypes, epithets, and/or negative references regarding racial
customs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual’s disability,
perceived disability, or record of disability, and when the conduct has the purpose or effect of interfering with the individual’s work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is
directed at the characteristics of a person’s current or past disability or a perceived condition, such as negative comments about speech
patterns, movement, physical impairments or defects/appearances, or the like. Such harassment may further occur where conduct is
directed at or pertains to a person's genetic information.

Anti-Harassment Compliance Officers

The following individual(s) shall serve as the District’s Anti-Harassment Compliance Officer(s) (hereinafter, “the Compliance Officer(s)" or
CO or COs):

Lauren Arango

Director of Student Services
5101 Farwell Street
McFarland, WI
608-838-4514
arangol@mcfsd.org

Jeff Mahoney

Director of Business & Technology Services
5101 Farwell Street

McFarland, WI

608-838-4520

mahonej@mcfsd.org

Paul Ackley
Athletic Director
5101 Farwell Street
McFarland, WI
608-838-4568
ackleyp@mcfsd.org

The names, titles, and contact information of these individuals will be published annually on the School District’s website.

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws and
regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding harassment.

Reports and Complaints of Harassing Conduct

The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to harassment, to assist
students, other members of the District community, and third parties who seek support or advice when informing another individual
about unwelcome conduct, or to intercede informally on behalf of the individual in those instances where concerns have not resulted in
the filing of a formal complaint and where all parties are in agreement to participate in an informal process.

Compliance Officers shall accept reports of harassment directly from any member of the School District community or a Third Party or
receive reports that are initially filed with an administrator, supervisor, or other District-level official. Upon receipt of a report of alleged
harassment, the Compliance Officer(s) will contact the Complainant and begin either an informal or formal complaint process (depending
on the request of the Complainant or the nature of the alleged harassment), or the District Administrator will designate a specific
individual to conduct the process necessary for an informal or formal investigation. The Compliance Officer(s) will provide a copy of this
policy to the Complainant and Respondent. In the case of a formal complaint, the Compliance Officer(s) will prepare recommendations
for the District Administrator or will oversee the preparation of such recommendations by a designee. All Board employees must report
incidents of harassment that are reported to them to the Compliance Officer within two (2) days of learning of the incident.



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

Members of the School District community along with Third Parties are encouraged to promptly report incidents of harassing conduct to
an administrator, supervisor or other District official so that the Board may address the conduct before it becomes severe, pervasive, or
persistent. Any administrator, supervisor, or other District official who receives such a report shall file it with the Compliance Officer within
two (2) days of receiving the report of harassment,

Members of the School District community and Third Parties who believe they have been harassed by another member of the School
District community or a Third Party are entitled to utilize the Board's complaint process that is set forth below. Initiating a complaint,
whether formally or informally, will not adversely affect the Complainant's employment unless the complaining individual makes the

complaint maliciously or with the knowledge that it is false.

Reporting procedures are as follows:

A. Any employee who believes s/he has been the victim of harassment prohibited under this policy is encouraged to report the
alleged harassment to the appropriate school official as identified in D below.

B. Teachers, administrators, and other District officials who have knowledge of or receive notice that an employee has or may have
been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to the appropriate
school official as defined in D below.

C. Any other person with knowledge or belief that an employee has or may have been the victim of harassment prohibited by this
policy shall be encouraged to immediately report the alleged acts to an appropriate school official as identified in D below.

D. Appropriate District officials are as follows:

1. Any complaint under this policy shall be reported to the District’s Compliance Officer unless the complaint is regarding the
Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who will coordinate with

the other appointed/designated CO, or, if appropriate appoint/designate another individual to serve as CO for the complaint
regarding a CO.

2. Any complaint under this policy regarding the District Administrator or Board Member that is received by the District
Compliance Officer shall be referred to the Board's legal counsel, who shall assume the role of the District Compliance
Officer for such complaints.

E. The reporting party or Complainant shall be encouraged to use a report form available from the Principal of each building or
available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting forms shall
not be mandated. However, all oral complaints shall be reduced to writing. Further, nothing in this policy shall prevent any
person from reporting harassment directly to the District Administrator or other supervisory employee.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most comfortable,
the District shall designate both a male and a female District Compliance Officer.

If during an investigation of alleged bullying, aggressive behavior, and/or harassment in accardance with Policy 5517.01 - Bullying, the
Principal believes that the reported misconduct may have created a hostile work environment and may have constituted discriminatory
harassment based on a Protected Class, the Principal shall report the act of bullying, aggressive behavior and/or harassment

to the Compliance Officer(s) who shall investigate the allegation in accordance with this policy. If the alleged harassment involves Sexual
Harassment as defined by Policy 2266, the matter will be investigated in accordance with the grievance process and procedures outlined
in Policy 2266. While the Compliance Officer investigates the allegation, or the matter is being addressed pursuant to Policy 2266, the
Principal shall suspend the Policy 5517.01 investigation to await the Compliance Officer's written report or the determination of
responsibility pursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the status of the Policy 4362
investigation and provide the Principal with a copy of the resulting written report. Likewise, the Title IX Coordinator will provide the
Principal with the determinaticn of responsibility that results from the Policy 2266 grievance process.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Program or Activities,
any employee or other member of the School District community or Third Party (e.g., visitor to the District) who believes that they have
been subjected to harassment or has withessed harassment of another may seek resolution of the complaint through the procedures
described below. The complaint process involves an investigation of the Complainant's claims of harassment or retaliation and a process
for rendering a decision regarding whether the charges are substantiated,



The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of harassment or
retaliation with the United States Department of Education Office for Civil Rights (OCR), the Wisconsin Equal Rights Division, and/or Equal
Employment Opportunity Commission (EEQC). The Chicago Office of the OCR can be reached at John C. Kluczynski Federal Building, 230
S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone: 312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email:
OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Complaint Procedure

A Complainant who alleges harassment based on a protected class or retaliation may file a complaint, either orally or in writing: 1) with a
Principal; 2) directly to one of the COs; or 3) to the District Administrator or other supervisory employee. As noted above, any complaint
received regarding the District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role
of the CO for such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be reported to the District
Administrator, who will consult with the other appointed/designated CO, if any, and if necessary appoint/designate another individual to
serve in the role of CO for a complaint regarding a CO.

Due to the sensitivity surrounding complaints of harassment and retaliation, timelines are flexible for initiating the complaint process;
however, individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs while the facts

are known and potential witnesses are available. If a Complainant informs a Principal, District Administrator, or other supervisory
employee, either orally or in writing, about any complaint of discrimination or retaliation, that employee must report such information to
the CO within two (2) days.

Throughout the course of the process as described herein, the CO should keep the parties reasonably informed of the status of the
investigation and the decision-making process.

All written complaints must include the following information to the extent known: the identity of the Respondent; a detailed description
of the facts upon which the complaint is based (i.e., when, where, and what occurred); a list of potential witnesses; and the resolution
sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall ask for
such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the Complainant will be
asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of work assignment or schedule for the
Complainant and/or the Respondent. In making such a determination, the CO should consult the Complainant to assess whether the
individual agrees with the proposed action. If the Complainant is unwilling to consent to the proposed change, the CO may still take
whatever actions deemed appropriate in consultation with the District Administrator. No temporary arrangements shall be disciplinary to
either the Complainant or Respondent.

Within two (2) days of receiving a complaint, the CO will inform the Respondent that a complaint has been received.

The Respondent is not entitled to receive a copy of any written complaint unless the CO determines it is appropriate to do so; however,
the Respondent will be informed about the nature of the allegations. The CO shall inform the Respondent of the requirements of this
policy, which may include providing the Respondent with & copy of this policy or information about where to find it. Respondent shall be

afforded the opportunity to submit a written response to the complaint. The CO shall inform the Respondent of the Respondent's deadline
to provide the CO with the written response to the allegations in the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the complaint
with the Complainant and informing the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the number of
incidents or factual elements, the number of witnesses and documents to be consuited, and the availability of witnesses and other
evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress.
The investigation will include:

A. interview(s) with the Complainant;

B. interview(s) with the Respondent;

C. interviews with any other witnesses who reasonably may be expected to have any information relevant to the allegations, as
determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Respondent, or any other witness which is
reasonably believed to be relevant to the allegations, as determined by the CO.



At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the definition of
harassment as provided in this policy and State and Federal law as to whether the Respondent engaged in harassment of or retaliation
toward the Complainant. The CO's recommendations must be based upon the totality of the circumstances, including the ages and
maturity levels of those involved. In determining if discriminatory harassment or retaliation occurred, a preponderance of evidence
standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report to the
District Administrator.

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other reasons
that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or Board President, if
the matter involves the District Administrator engage outside legal counsel to conduct the investigation consistent with this policy.

Absent extenuating circumstances, within five (5) days of receiving the report of the CO, the District Administrator must either issue a
written decision regarding whether or not the complaint of harassment has been substantiated or request further investigation. A copy of
the District Administrator's final decision will be delivered to both the Complainant and the Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information that is to
be gathered, and such additional investigation must be completed within five (5) days. At the conclusion of the additional investigation,
the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in harassment of or retaliation toward the Complainant, the District
Administrator must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the harassment or
retaliation. The corrective action should be reasonable, timely, age-appropriate, effective, and tailored to the specific situation.

The decision of the District Administrator shall be final. If the investigation results in disciplinary action, the employee subject to discipline
is entitled to file a grievance pursuant to Board Policy 3340. Nothing in this policy shall be construed to prevent an employee from
bringing a complaint before the Equal Employment Opportunity Commission or the Wisconsin Equal Rights Division.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member of the
School District community or Third Party alleging the harassment pursues the complaint. The Board also reserves the right to have the
formal complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed
appropriate by the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shali not be impaired by the person’s pursuit of other
remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law enforcement, or the filing of a
civil action in court. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.

All timelines pertinent to the investigation process are intended to be guidelines to assure that the investigation proceeds with all
deliberate efficiency. Failure of the CO to meet any specific timeline does not invalidate the investigation or provide a defense to the
allegations.

Privacy/Confidentiality

The District will employ reasonable efforts to protect the rights of the Complainant, the Respondent(s), and all the witnesses as much as
possible, consistent with the Roard’s legal obligalions Lo investigate, to take appropriate action, and to conform with any discovery or
disclosure obligation in an investigation of harassment. The School District will respect the privacy of the Complainant, the Respondent,
and all witnesses in a manner consistent with the School District's legal obligations under State and Federal law. Confidentiality, however,
cannot be guaranteed. Additionally, the Respondent must be provided with the Complainant's identity.

During the course of an investigation, the CO will determine whether confidentiality during the investigation process is necessary to
protect the interests and reputations of those involved and/or to protect the integrity of the investigation and if so, shall instruct all
members of the School District community and third parties who are interviewed about the importance of maintaining confidentiality. Any
individual who is interviewed as part of a harassment investigation is expected not to disclose any information that is learned or provided
during the course of the investigation.

Directives During Investigation

The CO may recommend to the District Administrator placing any employee involved in an investigation under this Policy on
administrative leave pending resolution of the matter. If the District Administrator is the Respondent, the CO shall make such
recommendation to the Board. Administrative leave may be appropriate in situations in which protecting the safety of any individual or
the integrity of the investigation necessitates such action.



The CO shall determine whether any witnesses in the course of an investigation should be provided a Garrity warning apprising the
person of his/her obligations to answer questions truthfully and honestly while preserving the right against self-incrimination in the
context of any resulting criminal investigation or prosecution.

Every employee interviewed in the course of an investigation is required to provide truthful responses to all questions. Failure to do so
may result in disciplinary action.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not limited to
counseling services, reinstatement of leave taken due to because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be an employee, to follow up with the Complainant to ensure no further discrimination or
retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment/retaliation by taking appropriate action reasonably calculated to
stop the harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the discharge
of an employee. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances. In those cases where harassment is
not substantiated, the Board may consider whether the atleged conduct nevertheless warrants discipline in accordance with other Board
policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, all subsequent sanctions
imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its reoccurrence, and
remedy its effects.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging harassment/retaliation or participates as a witness in an
investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any individual
because the person opposed any act or practice made by any Federal or State civil rights law, or because that individual made a report,
formal complaint, testified, assisted or participated or refused to participate in any manner in an investigation, proceeding, or hearing
under those laws and/or this policy, or because that individual exercised, enjoyed, aided or encouraged any other person in the exercise
or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an investigation or meeting
is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other appropriate
remedies.

Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation prohibited
under this policy.

Allegations Constituting Criminal Conduct

If the CO has reason to believe that the Complainant has been the victim of criminal conduct, such knowledge should be reported to local
law enforcement. After such report has been made, the District Administrator shall be advised that local law enforcement was notified.

If the Complainant has been the victim of criminal conduct and the accused is the District Administrator, such knowledge should be
reported by the CO to local law enforcement. After such report has been made, the Board President and School Board Attorney shall be
advised that iocal law enforcement was notified.

Any reports made to local law enforcement shall not terminate the COs obligation and responsibility to continue to investigate a complaint
of harassment. While the COs may work cooperatively with outside agencies to conduct concurrent investigations, the harassment
investigation shall not be stopped due to the involvement of outside agencies without good cause after consultation with the District
Administrator.

Reprisal
Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work

environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information about
such claims may be filed. The Board reserves the right tc discipline any person filing a false or fraudulent claim of harassment or false or



fraudulent information about such a claim.
The District will discipline or take appropriate action against any member of the School District community who retaliates against any
person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or hearing relating to

such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Miscellaneous
The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the School
District community and members of the public. This notice shall also include the name, mailing address, and telephone number of the

COs, the name, mailing address, and telephone number of the State agency responsible for investigating allegations of discrimination in

educational employment, and the mailing address and telephone number of the United States Equal Opportunity Employment
Commission.

A link to this policy and any related administrative guidelines shall appear in the employee handbook and a copy shall be made available
upon request of employees and other interested parties.

Education and Training
In support of this policy, the Board promotes preventative educational measures to create greater awareness of harassment. The District
Administrator shall provide appropriate information to all members of the School District community related to the implementation of this
policy and shall provide training for District staff at such times as the Board in consultation with the District Administrator determines is
necessary or appropriate.
The Board will respect the privacy of the Complainant, the individuals against whom the complaint is filed, and the witnesses as much as
practicable, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with any discovery,
disclosure, or other legal obligations.
Retention of Investigatory Records and Materials
The CO(s) is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals charged
with conducting investigations under this policy shall retain all documents, electronically stored information (ESI), and electronic media
(as defined in Policy 8315) created and/or received as part of an investigation, which may include but are not limited to:

A. all written reports/allegations/complaints/statements;

B. narratives of all verbal reports, allegations, complaints, and statements collected;

C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel or individuals contracted or appointed by the Board to fulfill its
responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to the
investigation;

L. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to students or
employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportive measures offered and/or provided to Complainant and/or the Respondent, including no
contact orders issued to both parties, the dates issued, and the dates the parties acknowledged receipt;

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its recurrence,
eliminate any hostile environment, and remedy its discriminatory effects;

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any documents used
by the District at the time of the alleged violation to communicate the Board's expectations to students and staff with respect to



the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or harassment;
and

P. documentation of any training provided to District personnel related to this policy, including but not limited to, notification of the
prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel involved in
enforcing this policy, including their duty to report alleged violations of this policy and/or conducting an investigation of an alleged
violation of this policy.

The documents, ESI, and electronic media (as defined in Policy 8315) retained may include pubiic records and records exempt from
disclosure under Federal and/or State law (e.g., student records).

The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be retained in
accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but longer if required by the
District's records retention schedule.

Revised 12/16/13
T.C. 11/3/16

T.C. 7/1/18
Revised 4/1/19
Revised 4/20/20
T.C. 10/5/20

© Neola 2021

Legal 111.31, 118.195, 118.20, Wis. Stats.
29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967
29 U.S.C. 794, Rehabilitation Act of 1973
42 U.S.C. 1983
42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964
42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964
42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635
National School Boards Association Inquiry and Analysis - May 2008






McFarland School District
Position on Reading Slurs in Text

This document provides clarity and the rationale for our district’s position regarding staff and students reading
aloud slurs in texts that we teach. It is essential that our district position aligns with other district beliefs,
policies, and positions. Most importantly, during the summer of 2020 the McFarland School District passed the
Board Resolution that “unequivocally condemns racism, hate speech that vilifies, humiliates, or incites hatred
against a person or a class of persons, bigotry, hateful behaviors, and all forms of unlawful discrimination.
These behaviors harm students, and they harm all of us.” As a district, we have defined hate speech as: any
form of expression regarded as offensive to racial, ethnic and religious groups and other discrete minorities or
to women. Furthermore, our district Statement of Inclusive Curriculum, indicates that we are committed to
ensuring that all students feel welcomed, safe and experience a healthy and respectful learning environment at
all times.

In alignment with these and other district policies and positions, we, as a district, are choosing not to read
aloud slurs in texts that we teach. By disallowing the usage of slurs, even when it comes to reading a text out
loud, we are demonstrating to our students that words have power. As individuals, we don’t get to arbitrarily
decide when they are hurtful and offensive.

Although textual integrity is important, we believe that:

e The idea of “a pass” to say a slur because it is in a text, ignores the systemic pass that insulates some
identities from degradation, which in return, reinforces the privilege of those groups.

e Reading a slur denies the experiences, perspectives and consequences for people who have had to
live with the impacts of language beyond school. (This is an example of a microaggression).

e There's a difference between “getting” to use a derogatory term and having to live with its
dehumanizing effects.

e Using a slur can affect the ability to learn by invoking stereotypes and stereotype threat.

In addition to not reading the word aloud, staff members are expected to acknowledge to students that while
this word/phrase exists in this text and may be seen as having literary value, the word(s) will not be read or
spoken in class. The staff member should share with students why the words are not being shared referencing
the reasons shared above. Staff members with questions/concerns about this position are encouraged to
speak to building administrators and/or the literacy coordinator that serves their building. In addition, A Guide
to Help Teachers Confidently Naviaate Sensitive Texts has been created to provide guidance on selecting and
reading texts aloud.

Essien, Enobong. “The N-Word: Confronting Racial Siurs In Literature.” BOOK RIOT, 27 Jan. 2020,
bookriot.com/racial-slurs-in-literature.

“How (Not) to Handle Racist Slurs in Texts That You're Teaching.” Rethinking Diversity, 30 July 2020,
rethinkingdiversity.wordpress.com/2020/07/13/how-not-to-handle-racist-slurs-in-texts-that-youre-teaching.






L ]
M Gma“ Aaron Tarnutzer <tarnuta@mcfsd.org>

Clarification on addressing the use of slurs
11 messages

Aaron Tarnutzer <TarnutA@mcfsd.org> Fri, Nov 4, 2022 at 6:00 AM
To: District News <districtnews@mcfsd.org>

Bcc: december1@followupthen.com
Hello,

This school year we continue our progress in how we prevent and address the use of slurs and hate speech, including the n-
word. Our goal is to be as clear as possible that the use of a slur or hate speech is not acceptable meaning it will be
addressed through education and consequences for those that use it regardless of the form of the word (e.g. n-word
ending in an 'a’ or 'er'), who says it, and the intention of the person saying it. Hearing a slur or hate speech regardless
of the context, causes harm and may cause confusion about expectations for the use of the word among those who
hear it. The exact extent of the consequences will vary based on the specifics of the situation. Please see the hate speech
policy here for additional information.

We also maintain that the slurs should never be read aloud (see the district Position on Reading Slurs Aloud in Text from
April of 2021). Any time hate speech or slurs appear in written, audio or video resources used for instruction, teachers should
first carefully consider the educational purpose of the use of the word and consider if alternative resources or alternative
portions of the same resource could meet those objectives. If a teacher decides to move forward with an audio or video
resource that speaks a slur aloud, parental permission and consent should be obtained prior to showing the video, and the
option of alternative educational resources should be provided to families. The teacher should also consider muting the video
at that portion to avoid audio exposure to hate speech.

| recognize that while many agree with this approach, others see it differently. For example, in Dr. Hollie's most recent
newsletter he takes a slightly different position. He states that if the n-word is said we should validate, affirm, and 'academize’
(provide a replacement word). He further states that when the n-word is said ending in 'er' that we should also provide

a consequence to the person for the use of the word, but not if it is said ending with an 'a". He also states that when the word
appears in text we should have students say the word.

| don't want to confuse you with these different approaches. The District position is similar to Dr. Hollie's in regard to the value
of education in these situations, but our stance is based on our local context. In the McFarland School District there are
consequences for all uses of any slur, and we do not read slurs aloud. While we do look to Dr. Hollie as an expert on
CLR, there are many other people who are considered experts that disagree with his stance on the use of slurs and the n-word
specifically.

Together we will continue to bring clarity to this complex issue and support through continued learing and understanding in
our district and community. Please continue to seek guidance from your building leadership as questions arise.

Thank you,

Aaron

Aaron Tarnutzer, District Administrator (he/him/his, What's This?)
McFarland School District

5101 Farwell Street

McFarland, WI 53558

(608) 838-4550

PLEASE TAKE NOTICE: The information transmitted is intended only for the person or entity to which it is addressed and
may contain confidential and / or privileged material. Any review, retransmission, dissemination or other use of, or taking of
any action in reliance upon, this information by persons or entities other than the intended recipient is prohibited. If you have
received this transmission in error, please contact the sender immediately and delete the material from any computer.

The McFarland School District does not discriminate on the basis of race, color, religion, national origin. ancestry, creed,
pregnancy, marital status, parental status, sexual orientation, sex, including transgender status, change of sex or gender
identity, English language proficiency, age, military status, or physical, mental, emotional, or learning disability in any of its
student programs and activities.






