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General Personnel

5:20 Workplace Harassment Prohibited

The Cooperative expects the workplace environment to be productive, respectful, and
free of unlawful discrimination, including harassment. Cooperative employees shall not
engage in harassment or abusive conduct on the basis of an individual's race, religion,
national origin, sex, sexual orientation, age, citizenship status, disability, or other
protected status identified in Board policy 5:10, Equal Employment Opportunity and
Minority Recruitment. Harassment of students, including, but not limited to, sexual
harassment, is prohibited by Board policy 7:20, Harassment of Students Prohibited.

Thel District will take remedial and correctlve action to address unlawful workplace
harassment including sexual harassment.

Sexual Harassment ProhibitedPRESSPiust

he Cooperatlve shall provide a workplace enwronment free of

i riverbal Sof. physical, r conduchi or
commumcatlons constituting harassment on the basis of sex as defined and otherwise
prohibited by State and federal law.

Cooperative employees shall not make unwelcome sexual advances or request sexual
favors or engage in any unwelcome conduct of a sexual nature when: (1) submission to
~ such conduct is made either explicitly or implicitly a ferm or condition of an individual’s
employment; (2) submission to or rejection of such conduct by an individual is used as
the basis for employment decisions affecting such individual; or (3) such conduct has
the purpose or effect of substantially interfering with an individual’'s work performance or
creating an intimidating, hostile, or offensive working environment. Sexual harassment
prohibited by this policy includes, but is not limited to, verbal,_sephysical,-or other
conduct. The terms intimidating, hostile, or offensive include, but are not limited to,
conduct that has the effect of humiliation, embarrassment, or discomfort. Sexual

harassment will be evaluated in light of all the circumstances.




Emplovees are. encouraqed to prompt]v report 1nformat:on regarding wolatlons of thls
polrcv Emp!ovees may choose to report to a person of: the emnlovee s same qender
Every ‘effort should be made to flle such complamts as soon as possible, while facts are
known and potential witnesses are. available!

Aggrieved employeesp nsg, whoif theyl feel comfortable doing so, should directly
inform the person engagmg rn the harassing conduct or communication that such
conduct or communication is offensive and must stop.

Whom to Contact with a Report or ComplaintPRESSPIus3

An emp[ovee shou]d report claims of harassment mc[udlnq maklnq a confidential
report toany of the fol!owmq hls/her immediate supervisor, “the. BUIEqu Prmcmal an
adm nlstrator the Nondrscnmlnatron Coordmator and/ora Compla;nt Manaqer
Emplovees mav a[so report c]alms usrnq Board DOIiCV 2! 260 Umform Gnevance

shall process and rewew the. complamt accordinq to that polrcv‘ in addrtlon to anv
response required by this policy 5:20, Workplace Harassment Prohibited

The Executive Director shall insert into this policy the names, addresses, and telephone
numbers of the Cooperative’s current Nondiscrimination Coordinator and Complaint
Managers.

Nondiscrimination Coordinator:

Name:

Nancy Sporer
Address:

1304 Ronzheimer Ave., St. Charles, IL
60174
Email:




nancy.sporer@d303org
Telephone:

331-228-4928

Complaint Managers:

Name: Name:

Nancy Sporer Timothy Stoudt

Address: Address:

1304 Ronzheimer Ave., St. Charles, IL. 1304 Ronzheimer Ave., St. Charles, L
60174 60174

Email: Email:

nancy.sporer@d303.org Timothy.Stoudt@d303.org ;
Telephone: Telephone:

331-228-4928 331-228-6034 fo
lnvestigation Process %@“W

Supetrvisors; Building. Pnncmals or admmlstrators who’ receive a report or complamt of
harassment must promptly. forward: the report or complamt to the. Nondlscrlmlnatlon
Coordinator or a Complaint Manaqer ‘A supervisoror. administrator who fails to promptlv
“forward a report or complaint may be disciplined, Up to and including discharge.

Reports and complalnts ef:her—‘asmmnt will be confidential to the qreatest extent
practlcable subject to the | D[stnct s du}v to. investigate and maintaina’ Workplace
environment that is p);gdu i ctful, and free of unlawful discrimination; [ncludlnq
harassment. Th€ District };hall mvesthate alleged workplace harassment when a
Comp]amt Manaqe becomes aware of an allegation, reqardless of whether a written
report or complaint is filed.

Enforcement

A violation of this pollcy may result in discipline, up to and including dlscharge A

of the Board.in the context of the re'!atlonshlp of the third party-to thed

vendor, parent, invitee; etc. Any employeepersen making a knowmdtytiatsé accusation
regarding harassment will likewise be subject to disciplinary action, up to and including

discharge.

Retaliation Prohibited
An employee's employment, compensation, or work assignment shall not be adversely




affected by complaining or providing information about harassment. Retaliation against
employees for bringing bona fide complaints or providing information about harassment
is prohibited (see Board policy 2:260, Uniform Grievance Procedure), -and whistleblower
protectlon may be available under the State Ofﬂma!s and Employees Ethics Act (5.1L.CS
430/), the Whistleblower Act (740 ILCS 174/), and the |l. Human Rights Act (775 IL.CS

5/).

An. emp!ovee should: report alleqatlons of retaliation to h|slher immediate supervzsor the
Buﬂqu Prmcmai an administrator. the Nondiscrimination Coordinator: and/or a
Complamt Manager.

Empiovees who retallate aqamst others for reportmq or compla[nlnq of violations of this
polrcv or for: partlcmatlncs in‘the reporting or complalnt process will be subject to
disciplinary action. up to and including discharge.

Recourse to State and Federal Fair Employment Practice AgenciesPRESSPlus4

istric -encouraqes all empiovees who have information. reqarqu wolatlons of this
pollcv to report the information: pursuant to thls DO|ICV The fol[owmq qovernment
aqenmes are available to assist. emp!ovees the lIl. Dept..of Human Rights and the U. S
Equal Employment Opportunity Comimission.

" The Executive Director shall also use reasonable measures to inform staff members
and applicants of this policy, which shalt include reprinting this policy in the appropriate
handbooks.

LEGAL REF.: Title VII of the Civil Rights Act of 1964, 42 U.S.C. §2000e et seq.,

implemented by 29 C.F.R. §1604.11.

Title IX of the Education Amendments of 1972, 20 U.S.C. §1681 et seq., implemented
by 34 C.F.R. Part 1086.

State Officials and Employees Ethics Act, 5 ILCS 430/70-5(a).

IIl. Human Rights Act, 775 ILCS 5/2-101(E), 5/2-102(D), 5/2-102(E-5), 5/5-102, and 5/5-
102.2.

56 1ll. Admin.Code Parts 2500, 2510, 5210, and 5220.

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

Crawford v. Metro. Gov't of Nashville & Davidson County, 555 U.S. 271 (2009).
Faragher v. City of Boca Raton, 524 U.S. 775 (1998).

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




Harris v. Forklift Systems, 510 U.S. 17 (1993).

Jackson v. Birmingham Bd. of Educ., 544 U.S. 167 (2005).

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

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

Porter v. Erie Foods International, Inc., 576 F.3d 629 (7th Cir. 2009).

Sangamon County Sheriff's Dept. v. lll. Human Rights Com’n, 233 1ll.2d 125 (1ll. 2009).
Vance v. Ball State University, 133 S. Ct. 2434 (2013).

CROSS REF.: 2:260 (Uniform Grievance Procedure), 5:10 (Equal Employment

Opportunity and Minority Recruitment), 5:125 (Personal Technology and Social Media;
Usage and Conduct), 7:20 (Harassment of Students Prohibited)

ADOPTED:

PRESSPlus Comments

PRESSPIus 1. The State Officials and Employees Ethics Act, 5 ILCS 430/70-5(a),
amended by P.A. 100-554, requires school districts to adopt an ordinance or resolution
establishing a policy to proh;blt sexual harassment by January 15, 2018. Though that
date has passed, there are no penalties in the law for failing to pass the resolution by
that date. The policy must include, at a minimum: (1) a prohibition on sexual
harassment; (2) details on how an individual can report an allegation of sexual
harassment, including options for making a confidential report to a supervisor,

ethics officer, Inspector General, or the lil. Dept. of Human Rights; (3) a prohibition

on retaliation for reporting sexual harassment allegations, including availability

of whistleblower protections under the State Officials and Employees Ethics Act, the
Whistleblower Act (740 ILCS 174/), and the Ill. Human Rights Act (775 ILCS 5/); and (4)
the consequences of a violation of the prohibition on sexual harassment and the
consequences for knowingly making a false report.

For more information, please see the footnotes available by logging into PRESS Online
at www.iasb.com. Issue 97, January/February 2018

PRESSPlus 2. School districts are not required to train employees regarding workplace
harassment, including sexual harassment; however, it is best practice. For districts that
wish to provide such trainings, best practices suggest annual trainings work best,
including on applicable board policies and procedures, what constitutes workplace




harassment, complaint and enforcement mechanisms, and employees’ legal
rights. Issue 97, January/February 2018

PRESSPIus 3. 5 ILCS 430/70-5(a), amended by P.A. 100-554, requires that a school
board policy prohibiting sexual harassment include details for reporting an allegation of
sexual harassment, including options for making a confidential report to a supervisor
and an ethics officer. 5 ILCS 430/20-23 defines ethics officers as being designated by
State agencies under the jurisdiction of the Executive Ethics Commission. School
districts are not State agencies (5 ILCS 430/1-5) and do not have ethics officers; thus,
this sample policy substitutes Complaint Manager for ethics officer. Issue 97,
January/February 2018

PRESSPIlus 4. 5 11.CS 430/70-5(a), amended by P.A. 100-554, (how an individual can
report an allegation of sexual harassment, including options for making a confidential
report to the Inspector General or the [ll. Dept. of Human Rights). This sample policy
does not reference the Inspector General because the Inspector General does not have
jurisdiction over public school districts (5 ILCS 430/1). Issue 97, January/February
2018




