
 Policy GBAA -  Sexual  Harassment  of Employees 

 Statement of Position  ¶ 

 Jefferson County Public Schools is committed to providing a working and learning environment 
 that is free from  sexual  harassment, and it is the policy of this district that harassment in any 
 form will not be tolerated. Management and supervisory personnel, at all levels, are responsible 
 for taking reasonable and necessary action to prevent harassment. All members of the district 
 community, employees, and students are required to promptly report conduct that could be in 
 violation of this policy. 

 It shall be a violation of policy for any member of the district staff to harass another staff member 
 or student through conduct or communications of a sexual nature. Any conduct of a sexual 
 nature directed toward students by teachers or others to whom this policy applies, shall be 
 presumed to be unwelcome. Sexual harassment committed by an employee of the district in the 
 course of employment shall be deemed a breach of duty, and as such, shall subject the 
 offending employee to disciplinary action. This policy similarly applies to non-employee 
 volunteers or any other persons who work subject to the control of school authorities.  The school 
 district does not tolerate harassment by employees, supervisors, or non-employees based on 
 sex (with or without sexual conduct), race, color, religion, national origin, age, disability, sexual 
 orientation, or protected activity (opposition to prohibited discrimination or participation in the 
 statutory complaint process). Sexual orientation is a person's orientation toward heterosexuality, 
 homosexuality, bisexuality, or transgender status or perception of the individual's sexual 
 orientation.  ¶ 

 The district will take measures to periodically educate and train employees regarding conduct 
 that could constitute a violation of this policy. All management and supervisory personnel are 
 expected to participate in such education and training and to be knowledgeable concerning the 
 district policy. All members of the district community are required to comply with the policy and 
 procedures outlined to address complaints. 

 In addition to the procedures outlined herein, discrimination and harassment complaints may be 
 filed with the U.S. Equal Opportunity Commission, U.S. Department of Education, Office for Civil 
 Rights, or Colorado Civil Rights Commission. Any complaint of harassment filed under the 
 district's policy shall be processed even if the complainant also files a complaint or suit with an 
 outside agency, U.S. Equal Employment Opportunity Commission, US Department of 
 Education, Office for Civil Rights, or Colorado Civil Rights Commission. Retaliation against 
 anyone who makes a complaint or participates in the complaint process will not be tolerated. 

 The district will (1) respond to every complaint of  sexual  harassment reported, (2) take action in 
 response when  sexual  harassment is discovered, (3) impose appropriate sanctions on offenders 
 in a case-by-case manner, and (4) protect the privacy of all those involved in  sexual  harassment 



 complaints to the extent practical and appropriate under the circumstances. The above actions 
 will apply to the extent permitted by law or where personal safety is not an issue. 

 Sexual harassment prohibited 

 For purposes of this policy, unwelcome sexual advances, requests for sexual favors, or other 
 unwelcome conduct of a sexual nature constitutes sexual harassment if: 

 1.  Submission to such conduct is made either explicitly or implicitly a term or condition of a 
 person's employment or educational development. 

 2.  Submission to or rejection of such conduct by an individual is used as the basis for 
 employment or education decisions affecting such individual. 

 3.  Such conduct has the purpose or effect of unreasonably interfering with an individual's 
 work or educational performance or creating an intimidating, hostile or offensive working or 
 educational environment. 

 The prohibition against sexual harassment applies whether the harassment is between people 
 of the same or different gender. 

 Sexual harassment as defined above may include but is not limited to: 

 1.  Sex-oriented verbal "kidding," abuse or harassment. 

 2.  Pressure for sexual activity. 

 3.  Repeated remarks to a person with sexual implications. 

 4.  Unwelcome touching, such as patting, pinching or constant brushing against another's 
 body. 

 5.  Suggesting or demanding sexual involvement, accompanied by implied or explicit threats 
 concerning one's grades, employment status or similar personal concerns. 

 6.  Sexual violence.  ¶ 

 Harassment is defined as unwelcome verbal, written, or physical conduct based on sex, race, 
 color, religion, national origin, age, disability, sexual orientation, or protected activity, that has the 
 purpose or effect of unreasonably interfering with an individual's work performance or creating 
 an intimidating hostile or offensive work environment.  ¶ 

 ¶ 

 Harassment does not include verbal expressions or written material that is relevant and 
 appropriately related to course subject matter or curriculum.  ¶ 

 ¶ 

 Racial and color harassment  can include unwelcome, hostile, and offensive verbal, written, or 
 physical conduct based on or directed at the characteristics of a person's race or color, such as 
 nicknames emphasizing stereotypes, racial slurs, and negative references to racial customs.  ¶ 



 ¶ 

 Religious, or creed harassment  , can include unwelcome, hostile, and offensive verbal, written, 
 or physical conduct based on or directed at the characteristics of a person's religion or creed, 
 such as comments regarding surnames, religious tradition, or religious clothing, religious slurs, 
 or graffiti.  ¶ 

 ¶ 

 National origin harassment  can include unwelcome, hostile, and offensive verbal, written, or 
 physical conduct based on or directed at the characteristics of a person's national origin, such 
 as comments regarding surnames, manner of speaking, customs, language, or ethnic slurs.  ¶ 

 ¶ 

 Sexual orientation harassment  can include unwelcome, hostile, and offensive verbal, written, 
 or physical conduct based on or directed at the characteristics of a person's sexual orientation, 
 such as negative name-calling and imitating mannerisms.  ¶ 

 ¶ 

 Disability harassment  can include unwelcome, hostile, and offensive verbal, written, or 
 physical conduct based on or directed at the characteristics of a person's disabling condition, 
 such as imitate manner of speech or movement, or hostile or offensive acts, which interfere with 
 movement of necessary equipment.  ¶ 

 ¶ 

 Sexual harassment.  Unwelcome sexual advances, requests for sexual favors, and other verbal 
 or physical conduct of a sexual nature constitute sexual harassment when:  ¶ 

 1.  Submission to such conduct is made either explicitly or implicitly a term or condition of 
 an individual's employment or educational experience;  ¶ 

 2.  Submission to or rejection of such conduct by an individual is used as the basis for 
 employment or educational decisions affecting such individual;  ¶ 

 3.  Such conduct is sufficiently severe and pervasive so as to alter the conditions of, or have 
 the purpose or effect of substantially interfering with, an individual's work by creating an 
 intimidating, hostile, or offensive working or educational environment.  ¶ 

 This definition of sexual harassment applies whether the harassment is between people of the 
 same or different gender. Sexual harassment can include unwelcome verbal, written, or physical 
 conduct, directed at or related to a person's gender, such as sexual gossip or personal 
 comments of a sexual nature, sexually suggestive or foul language, sexual jokes, whistling, 
 spreading rumors or lies of a sexual nature about someone, demanding sexual favors, forcing 
 sexual activity by threat of punishment or offer of educational or employment reward, obscene 
 graffiti, display or sending of pornographic pictures or objects, offensive touching, pinching, 
 grabbing, kissing, or hugging or restraining someone's movement in a sexual way. 

 Reporting  , investigation, sanctions  Suspected Harassment 



 It is the express desire of the Board to encourage victims of, or witnesses to, sexual harassment 
 to report such claims through the district's complaint process (AC-R). 

 Employees who feel that their superiors are conditioning promotions, increases in wages, 
 continuation of employment, or other terms or conditions of employment upon agreement to 
 unwelcome conduct of a sexual nature, are encouraged to report these conditions to the 
 appropriate administrator or to the district's compliance officer. 

 All reports of sexual harassment received by any district employee shall be promptly forwarded 
 to the compliance officer ( identified in AC-E-1). The compliance officer shall ensure that every 
 complaint is promptly investigated and responded to as set forth in the district's complaint and 
 compliance process (AC-R). No reprisals or retaliation shall be allowed to occur as a result of 
 the good faith reporting of charges of sexual harassment. Requests for confidentiality shall be 
 honored so long as doing so does not preclude the district from responding effectively to the 
 harassment and preventing such conduct in the future. 

 Any employee found to have engaged in sexual harassment shall be subject to sanctions, 
 including, but not limited to, warning or reprimand, suspension, or termination, subject to 
 applicable procedural requirements. Conduct of a sexual nature directed toward students shall, 
 in appropriate circumstances, be reported as child abuse for investigation by appropriate 
 authorities. 

 Filing of a complaint or otherwise reporting sexual harassment shall not reflect upon the 
 individual's status or affect future employment or work assignments. All matters involving sexual 
 harassment complaints shall remain confidential to the extent possible. 

 Notice of policy 

 Notice of this policy shall be circulated to all district schools and departments and incorporated 
 in employee handbooks. 

 ¶ 

 Individuals are encouraged to report harassment before it becomes severe and/or pervasive. 
 Any individual who believes he/she may have experienced harassment, or who believes that 
 he/she has observed harassment taking place, should report this information immediately to any 
 one of the following "reporting officials:"  ¶ 

 1.  Equal Opportunity/ADA compliance officer (hereinafter compliance officer)  ¶ 
 2.  Your school principal  ¶ 
 3.  Any community superintendent  ¶ 
 4.  Executive director of Employee Relations  ¶ 
 5.  Executive director of Facilities Management  ¶ 

 If an immediate supervisor is involved in the objectionable activity, the report should be made to 
 one of the other reporting officials.  ¶ 

 ¶ 



 Office locations, addresses, and telephone numbers for the above officials are provided on the 
 last page of this policy. Reports/complaints, whether informal or formal, received by the 
 executive director of Employee Relations, any community superintendent, or executive director 
 of Facilities Management must, in turn, be expeditiously reported to the Equal Opportunity/ADA 
 compliance office.  ¶ 

 ¶ 

 Unless otherwise provided herein, investigation of harassment complaints shall be the 
 responsibility of the compliance officer and may be assigned to the Security Department. 

 Amendments to Procedures  ¶ 

 The district specifically reserves the right to modify and/or amend any or all the procedure(s) 
 outlined herein at any time, in its discretion. In the event the district determines that 
 circumstances warrant modification/amendment of any part of these procedures, timely notice of 
 same shall be delivered, in writing, to all relevant and affected parties.  ¶ 

 Jefferson County Public Schools has adopted procedures to promptly and fairly address 
 concerns and complaints about harassment. Complaints may be submitted informally or 
 formally. If a complaint implicates or involves both this policy and any other district complaint or 
 grievance policy or procedure, the district may, in its discretion, suspend the procedures relating 
 to other complaints or grievance policies pending completion of the harassment complaint 
 procedures so long as such suspension does not violate any articles of the relevant negotiated 
 agreements.  ¶ 

 ¶ 

 Investigation Of Complaints  ¶ 

 Unless otherwise provided herein, responsibility for the investigation of both formal and informal 
 harassment complaints shall be with the compliance officer or designee. The superintendent 
 has the authority to appoint an alternate investigator as circumstances require in his/her sole 
 discretion. The procedures outlined herein shall control in the event an alternate investigator is 
 appointed under any provision of this policy.  ¶ 

 Complaints will be addressed as confidentially as possible, considering the specific 
 circumstances of the allegations, to protect the interests of both the complainant and the person 
 accused, and to meet the district's legal obligation to prevent and stop harassment. The 
 investigator may gather information from any sources deemed necessary in an effort to fully 
 investigate and resolve the complaint.  ¶ 

 ¶ 

 Informal Complaint Process  ¶ 

 An individual who feels he/she has been harassed may desire to resolve his/her complaint 
 informally. An example of an informal complaint is one where the complainant requests only that 
 an appropriate district official counsel the accused individual to cease and desist the alleged 
 conduct, and requests no other specific action(s) be taken against the accused.  ¶ 



 If the complainant chooses, he/she may, at any time prior to resolution of the informal complaint, 
 amend the informal complaint to a formal complaint.  ¶ 

 1.  Within twenty-four (24) hours after the district compliance officer receives a report, 
 she/he will contact the involved parties to find out if they are amenable to an informal 
 settlement. It may be possible to resolve a complaint through a voluntary conversation 
 between the complaining employee and the alleged harasser, as facilitated by an 
 administrator and the affirmative action officer. No one will be compelled to utilize this 
 procedure.  ¶ 

 2.  Both a complainant and an alleged harasser may be accompanied to the meeting by a 
 person of their choice for support and guidance.  ¶ 

 3.  The results of all informal resolutions shall be reported by the facilitator, in writing, to the 
 superintendent and/or his or her designee.  ¶ 

 4.  If the complainant, the alleged harasser, or the administrator or compliance officer 
 chooses not to utilize the informal procedure, or feels that the informal procedure is 
 inadequate or has been unsuccessful, he/she may proceed to the formal procedure.  ¶ 

 The compliance officer may, if the circumstances warrant, request that the alleged offender's 
 immediate supervisor counsel him/her regarding the alleged conduct, and/or may recommend 
 counseling, training, education, and/or other actions be implemented or undertaken. Attempts to 
 resolve an informal complaint will be conducted in an expeditious manner, from the date of 
 receipt of the complaint by the Equal Opportunity/ADA compliance office. The complainant and 
 the alleged offender will be informed in writing of the outcome of the informal process.  ¶ 

 ¶ 

 Formal Complaints Of Harassment  ¶ 

 ¶ 

 Procedure  ¶ 

 Filing a Complaint  ¶ 

 Formal complaints should be made to one of the four reporting officials referenced above. The 
 formal complaint must be initiated as soon as possible after the alleged incident occurred or 
 after attempts to resolve the situation informally have been unsuccessful.  ¶ 

 ¶ 

 Upon notice of a formal complaint of harassment, the compliance officer should obtain from the 
 complainant, either verbally or in writing, the following information:  ¶ 

 1.  Details concerning the incidents or conduct giving rise to the complaint;  ¶ 
 2.  Dates and location of incidents;  ¶ 
 3.  Any witnesses to the alleged incidents or conduct;  ¶ 
 4.  Action requested to resolve the complaint and prevent future violations of the policy.  ¶ 

 Notifying the Person Accused/Supervisor  ¶ 



 The compliance officer will notify the supervisor of the accused person regarding the complaint, 
 in order that the supervisor may take appropriate temporary and/or remedial actions during the 
 investigation. (Example: Temporary assignment, investigative leave of absence.).  ¶ 

 ¶ 

 Investigative Process  ¶ 

 The assigned investigator will interview the complainant and the alleged offender, and may also 
 interview witnesses, supervisors, and/or any persons who may have information about the 
 alleged incident, and may review personnel or other records relevant to the complaint. The 
 complainant and the accused person shall be permitted to suggest witnesses and/or other 
 evidence, which shall be considered by the investigator.  ¶ 

 ¶ 

 Investigative Findings  ¶ 

 After investigation, the compliance officer will assess whether a violation of the policy has 
 occurred and will notify the complainant and the person accused in a timely manner. If the 
 compliance officer concludes that the alleged harassment has occurred, the compliance officer 
 shall notify the accused person, his/her immediate supervisor, and the community 
 superintendent (if the accused is a licensed staff member), or the department head (if the 
 accused is not a licensed staff member).  ¶ 

 ¶ 

 The supervisor of the alleged offender shall be responsible for acting on the determination of the 
 compliance officer. In accordance with district disciplinary policies/procedures, the supervisor 
 shall consult with and/or notify the appropriate district administrative official(s) regarding formal 
 disciplinary actions to be taken against the person accused. Disciplinary or remedial measures 
 should be designed to stop the harassment, correct its effects on the employee, and ensure that 
 the harassment does not recur. The remedial measures need not be those that the employee 
 requests or prefers as long as they are intended to be effective.  ¶ 

 ¶ 

 Disciplinary Action  ¶ 

 Following the investigation, the compliance officer shall recommend to the appropriate school 
 district administrator what action, if any, is required. The district shall take appropriate action in 
 all cases where the compliance officer concludes that this policy has been violated. Any person 
 who is determined to have violated this policy shall be subject to action, including, but not 
 limited to, warning, reprimand, transfer, termination, discharge, or any other remedial action, 
 including, but not limited to, training, education, or counseling. Action taken for violation of this 
 policy shall be consistent with the requirements of any applicable collective bargaining 
 agreement, district policy, state and federal law, including, but not limited to, the due process 
 protections for students with disabilities.  ¶ 

 ¶ 



 The complainant and the alleged harasser shall be informed of district actions taken, if any, to 
 carry out the intent of this policy.  ¶ 

 ¶ 

 Appeal of Formal Complaint Resolution / Disciplinary Action  ¶ 

 ¶ 

 Procedure  ¶ 

 Filing an Appeal  ¶ 

 Either the complainant or person accused may file an appeal of any decision concerning the 
 resolution of the complaint. An appeal by either party must be made in writing, delivered to the 
 office of the superintendent in the educational services center building within ten (10) business 
 days after receipt of the notice of resolution/disciplinary decision. The appeal must include a 
 copy of the original complaint, if in writing, all relevant reports, the specification being appealed, 
 and an explanation of why the decision is being appealed.  ¶ 

 ¶ 

 No disciplinary or other action based on the complaint shall be taken against the alleged 
 offender during the appeal process, although temporary, interim measures may remain in place. 
 As indicated herein, the district, in its discretion, may at any point in the complaint process elect 
 to place the alleged offender on administrative leave, with pay, or implement a temporary 
 reassignment.  ¶ 

 ¶ 

 Superintendent's Review and Recommendation  ¶ 

 The superintendent or his/her designee shall review the recommendation and may either affirm 
 or return the recommendation for further investigation and recommendation by the compliance 
 officer. The superintendent's or his/her designee's review and decision will be conducted in an 
 expeditious manner, will consider all the circumstances, shall be a final decision, and will be 
 reported in writing to the complainant, person accused, the supervisor, and the compliance 
 officer.  ¶ 

 ¶ 

 Written Record of Complaints, Investigations, and Resolutions/Decisions  ¶ 

 Written records of complaints will be marked "confidential" and will be retained in a separate and 
 secure (locked) file in the Equal Opportunity / ADA compliance office. Records shall be retained 
 as required by state law.  ¶ 

 ¶ 

 Written records relating to a determination that harassment has occurred may be placed in an 
 accused employee's official personnel file.  ¶ 

 ¶ 

 No Retaliation  ¶ 



 The district will not tolerate adverse treatment of employees because they, in good faith, report 
 harassment or provide information related to complaints.  ¶ 

 ¶ 

 Confidentiality  ¶ 

 The district recognizes that both the complainant and the alleged harasser have strong interests 
 in maintaining the confidentiality of the allegations and related information. The privacy of the 
 complaining employee, the individual(s) against whom the complaint is filed, and the witnesses 
 will be respected as much as possible, consistent with legal obligations to investigate, to take 
 appropriate action, and to comply with any legally required discovery or disclosure obligations. 

 Dissemination of Policy  ¶ 

 The policy will be made available to all employees and students. Periodic notices sent to 
 students, employees, and supervisors about the district's policy against harassment will include 
 information about the complaint procedure and will refer individuals to designated 
 offices/officials for additional information.  ¶ 

 Reporting Officials  ¶ 

 ¶ 

 Equal Opportunity / ADA Compliance Office  ¶ 

 Employee Relations Department  ¶ 

 1829 Denver West Drive, Building 27  ¶ 

 4th Floor  ¶ 

 Golden, Colorado 80401  ¶ 

 (303) 982-6544  ¶ 

 ¶ 

 Community Superintendent's Office  ¶ 

 1829 Denver West Drive, Building 27  ¶ 

 4th Floor  ¶ 

 Golden, Colorado 80401  ¶ 

 (303) 982-6611  ¶ 

 ¶ 

 Executive Director of Facilities Management Office  ¶ 

 809 Quail Street, Building 4  ¶ 

 Lakewood, Colorado 80215  ¶ 



 (303) 982-2240  ¶ 

 ¶ 

 Copies of the complete harassment policy are available in the above offices and also at the 
 following location:  ¶ 

 Online @  http://jeffcoweb.jeffco.k12.co.us  ¶ 

 CROSS REFERENCE  S  : 

 AC, Unlawful Discrimination/Equal Opportunity 

 JLF, Reporting Child Abuse 

 JLF-R 

 LEGAL REFERENCES: 

 42 U.S.C. & sect. 2000e, et seq. (Title VII of the Civil Rights Act of 1964) 

 U.S.C. & sect. 1681 et seq. (Title IX of the Education Amendments of 1972) 

 C.R.S. 24-34-301 et seq. (Colorado Civil Rights Division procedures) 

 C.R.S. 24-34-401 et seq.  (discrimination or unfair employment practices) 

http://jeffcoweb.jeffco.k12.co.us/

