Professional Boundaries: Staff/Student Interaction Policy
Samueli Academy recognizes its responsibility to make and enforce all rules and regulations
governing student and employee behavior to bring about the safest and most learning-conducive
environment possible.
Corporal Punishment
Corporal punishment shall not be used as a disciplinary measure against any student. Corporal
punishment includes the willful infliction of, or willfully causing the infliction of, physical pain
on a student.
For purposes of this policy, corporal punishment does not include an employee’s use of force that
is reasonable and necessary to protect the employee, students, staff or other persons or to prevent
damage to property.
For clarification purposes, the following examples are offered for direction and guidance of School
personnel:
A.

Examples of PERMITTED actions (NOT corporal punishment)

1.
2.
3.
4.
5.

Stopping a student from fighting with another student;
Preventing a pupil from committing an act of vandalism;
Defending yourself from physical injury or assault by a student;
Forcing a pupil to give up a weapon or dangerous object;
Requiring an athletic team to participate in strenuous physical training activities
designed to strengthen or condition team members or improve their coordination,
agility, or physical skills;
6. Engaging in group calisthenics, team drills, or other physical education or voluntary
recreational activities.
B.

Examples of PROHIBITED actions (corporal punishment)

1. Hitting, shoving, pushing, or physically restraining a student as a means of control;
2. Making unruly students do push-ups, run laps, or perform other physical acts that cause
pain or discomfort as a form of punishment;
3. Paddling, swatting slapping, grabbing, pinching, kicking, or otherwise causing physical
pain.
Acceptable and Unacceptable Staff/Student Behavior
This policy is intended to guide all School faculty and staff in conducting themselves in a way that
reflects the high standards of behavior and professionalism required of school employees and to
specify the boundaries between students and staff.
Although this policy gives specific, clear direction, it is each staff member’s obligation to avoid
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situations that could prompt suspicion by parents, students, colleagues, or school leaders. One
viable standard that can be quickly applied, when an employee is unsure if certain conduct is
acceptable, is to ask themselves, “Would I be engaged in this conduct if my family or colleagues
were standing next to me?”
For the purposes of this policy, the term “boundaries” is defined as acceptable professional
behavior by staff members while interacting with a student. Trespassing the boundaries of a
student/teacher relationship is deemed an abuse of power and a betrayal of public trust.
Some activities may seem innocent from a staff member’s perspective, but can be perceived as
flirtation or sexual insinuation from a student or parent point of view. The objective of the
following lists of acceptable and unacceptable behaviors is not to restrain innocent, positive
relationships between staff and students, but to prevent relationships that could lead to, or may be
perceived as, sexual misconduct.
Staff must understand their own responsibility for ensuring that they do not cross the boundaries
as written in this policy. Disagreeing with the wording or intent of the established boundaries will
be considered irrelevant for disciplinary purposes. Thus, it is crucial that all employees learn this
policy thoroughly and apply the lists of acceptable and unacceptable behaviors to their daily
activities. Although sincere, competent interaction with students certainly fosters learning,
student/staff interactions must have boundaries surrounding potential activities, locations and
intentions.
Duty to Report Suspected Misconduct
When any employee reasonably suspects or believes that another staff member may have crossed
the boundaries specified in this policy, he or she must immediately report the matter to a school
administrator. All reports shall be as confidential as possible under the circumstances. It is the duty
of the administrator to investigate and thoroughly report the situation. Employees must also report
to the administration any awareness or concern of student behavior that crosses boundaries or
where a student appears to be at risk for sexual abuse.
Examples of Specific Behaviors
The following examples are not an exhaustive list:
Unacceptable Staff/Student Behaviors (Violations of this Policy)
(a)
(b)
(c)
(d)
(e)
(f)
(g)
(h)

Giving gifts to an individual student that are of a personal and intimate nature.
Kissing of any kind.
Any type of unnecessary physical contact with a student in a private situation.
Intentionally being alone with a student away from Samueli Academy.
Making or participating in sexually inappropriate comments.
Sexual jokes.
Seeking emotional involvement with a student for your benefit.
Listening to or telling stories that are sexually oriented.
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(i) Discussing inappropriate personal troubles or intimate issues with a student in an attempt
to gain their support and understanding.
(j) Becoming involved with a student so that a reasonable person may suspect inappropriate
behavior.
Unacceptable Staff/Student Behaviors without Parent and Supervisor Permission

(These behaviors should only be exercised when a staff member has parent and supervisor
permission.)

(a) Giving students a ride to/from school or school activities.
(b) Being alone in a room with a student at school with the door closed.
(c) Allowing students in your home.
Cautionary Staff/Student Behaviors
(These behaviors should only be exercised when a reasonable and prudent person, acting as an
educator, is prevented from using a better practice or behavior. Staff members should inform their
supervisor of the circumstance and occurrence prior to or immediately after the occurrence)

(a) Remarks about the physical attributes or development of anyone.
(b) Excessive attention toward a particular student.
(c) Sending emails, text messages or letters to students if the content is not about school
activities.
Acceptable and Recommended Staff/Student Behaviors
(a) Getting parents’ written consent for any after-school activity.
(b) Obtaining formal approval to take students off school property for activities such as field
trips or competitions.
(c) Emails, text, phone and instant messages to students must be very professional and
pertaining to school activities or classes (Communication should be limited to school
technology).
(d) Keeping the door open when alone with a student.
(e) Keeping reasonable space between you and your students.
(f) Stopping and correcting students if they cross your own personal boundaries.
(g) Keeping parents informed when a significant issue develops about a student.
(h) Keeping after-class discussions with a student professional and brief.
(i) Asking for advice from fellow staff or administrators if you find yourself in a difficult
situation related to boundaries.
(j) Involving your supervisor if conflict arises with the student.
(k) Informing the Head of School about situations that have the potential to become more
severe.
(l) Making detailed notes about an incident that could evolve into a more serious situation
later.
(m) Recognizing the responsibility to stop unacceptable behavior of students or coworkers.
(n) Asking another staff member to be present if you will be alone with any type of special
needs student.
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(o) Asking another staff member to be present when you must be alone with a student after
regular school hours.
(p) Giving students praise and recognition without touching them.
(q) Pats on the back, high fives and handshakes are acceptable.
(r) Keeping your professional conduct a high priority.
(s) Asking yourself if your actions are worth your job and career.
Policy Prohibiting Unlawful Harassment, Discrimination, and Retaliation
Samueli Academy is committed to providing a work and educational atmosphere that is free of
unlawful harassment, discrimination, and retaliation. Samueli Academy’s policy prohibits
unlawful harassment, discrimination, and retaliation based upon: race (including traits historically
associated with race, such as hair texture and hairstyle, including but not limited to braids, locks,
and twists); color; gender (including gender identity, gender expression, and gender identity,
whether or not the employee is transitioning or has transitioned); sex (including pregnancy,
childbirth, breastfeeding, and related medical conditions); religious creed (including religious
dress and grooming practices); marital/registered domestic partner status; age (forty (40) and
over); national origin or ancestry (including native language spoken and possession of a driver’s
license issued to persons unable to prove their presence in the U.S. is authorized by federal law);
physical or mental disability (including HIV and AIDS); medical condition (including cancer and
genetic characteristics); taking a leave of absence authorized by law; genetic information; sexual
orientation; military and veteran status; or any other consideration made unlawful by federal, state,
or local laws.
Employees, volunteers, unpaid interns, individuals in apprenticeship programs, and independent
contractors shall not be harassed, or discriminated or retaliated against, based upon the
characteristics noted above.
Samueli Academy does not condone and will not tolerate unlawful harassment, discrimination, or
retaliation on the part of any employee (including supervisors and managers) or third party
(including independent contractors or other person with which the Samueli Academy does
business). Supervisors and managers are to report any complaints of unlawful harassment to the
Head of School or designee.
When Samueli Academy receives allegations of unlawful harassment, discrimination, or
retaliation, the Board (if a complaint is about the Head of School) or the Head of School or
designee will conduct a fair, timely and thorough investigation that provides all parties an
appropriate process and reaches reasonable conclusions based on the evidence collected. The
investigation will be handled in as confidential a manner as possible, although complete
confidentiality cannot be guaranteed. Complainants and witnesses shall not be subject to retaliation
for making complaints in good faith or participating in an investigation. Samueli Academy is
committed to remediating any instances where investigation findings demonstrate unlawful
harassment, discrimination, or retaliation has occurred.
Prohibited Unlawful Harassment
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•
•
•
•

Verbal conduct such as epithets, derogatory jokes or comments or slurs;
Physical conduct including assault, unwanted touching, intentionally blocking normal
movement, or interfering with work because of sex, race or any other protected basis;
Retaliation for reporting or threatening to report harassment; or
Disparate treatment based on any of the protected classes above.

Prohibited Unlawful Sexual Harassment
Samueli Academy is committed to providing a workplace free of sexual harassment and considers
such harassment to be a major offense, which may result in disciplinary action, up to, and including
dismissal, of the offending employee.
Sexual harassment consists of sexual advances, request for sexual favors and other verbal or
physical conduct of a sexual nature, regardless of whether or not the conduct is motivated by sexual
desire, when: (1) submission to the conduct is either made explicitly or implicitly a term or
condition of an individual’s employment; (2) an employment decision is based upon an
individual’s acceptance or rejection of that conduct; (3) that conduct interferes with an individual’s
work performance or creates an intimidating, hostile or offensive working environment.
It is also unlawful to retaliate in any way against an employee who has articulated a good faith
concern about sexual harassment against him or her or against another individual.
All supervisors of staff will receive two (2) hours of sexual harassment prevention training within
six (6) months of hire or their assumption of a supervisory position and every two (2) years
thereafter. All other employees will receive one (1) hour of sexual harassment prevention training
within six (6) months or hire and every two (2) years thereafter. Such training will address all
legally required topics, including information about the negative effects that abusive conduct has
on both the victim of the conduct and others in the workplace, as well as methods to prevent
abusive conduct undertaken with malice a reasonable person would find hostile, offensive, and
unrelated to an employer’s legitimate business interests. Abusive conduct includes but is not
limited to repeated infliction of verbal abuse, such as the use of derogatory remarks, insults, and
epithets, verbal or physical conduct that a reasonable person would find threatening, intimidating,
or humiliating, or the gratuitous sabotage or undermining of a person’s work performance.
Supervisors shall also be trained on how to appropriately respond when the supervisor becomes
aware that an employee is the target of unlawful harassment. Other staff will receive sexual
harassment prevention training as required by law.
Each employee has the responsibility to maintain a workplace free from any form of sexual
harassment. Consequently, should any individual, in particular those with supervisory
responsibilities, become aware of any conduct that may constitute sexual harassment or other
prohibited behavior, immediate action should be taken to address such conduct. Any employee
who believes they have been sexually harassed or has witnessed sexual harassment is encouraged
to immediately report such harassment to their supervisor or the Head of School (or, if the
complaint is against the Head of School, then the Chair of the Board). See Appendix A for the
“Harassment/Discrimination/Retaliation Complaint Form.” See Appendix B for the general
“Internal Complaint Form.”
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Sexual harassment may include, but is not limited to:
•

Physical assaults of a sexual nature, such as:
o Rape, sexual battery, molestation or attempts to commit these assaults; and
o Intentional physical conduct that is sexual in nature, such as touching, pinching,
patting, grabbing, brushing against another’s body, or poking another’s body.

•

Unwanted sexual advances, propositions or other sexual comments, such as:
o Sexually oriented gestures, notices, remarks, jokes, or comments about a person’s
sexuality or sexual experience.
o Preferential treatment or promises of preferential treatment to an employee for
submitting to sexual conduct, including soliciting or attempting to solicit any employee
to engage in sexual activity for compensation or reward or disparate treatment for
rejecting sexual conduct.
o Subjecting or threats of subjecting an employee to unwelcome sexual attention or
conduct or intentionally making performance of the employee’s job more difficult
because of the employee’s sex.

•

Sexual or discriminatory displays or publications anywhere at the workplace by employees,
such as:
o Displaying pictures, cartoons, posters, calendars, graffiti, objections, promotional
materials, reading materials, or other materials that are sexually suggestive, sexually
demeaning or pornographic or bringing to work or possessing any such material to read,
display or view at work;
o Reading publicly or otherwise publicizing in the work environment materials that are
in any way sexually revealing, sexually suggestive, sexually demeaning or
pornographic; and
o Displaying signs or other materials purporting to segregate an employee by sex in an
area of the workplace (other than restrooms or similar rooms).

The illustrations of harassment and sexual harassment above are not to be construed as an allinclusive list of prohibited acts under this policy.
Moreover, please note that while in most situations a personal relationship is a private matter, these
relationships are not appropriate in a professional setting, particularly where one of the parties has
management or supervisory responsibilities. As such, consensual relationships in the workplace
may violate School policy.

Approved 7/28/2020

Page 6 of 8

Prohibition Against Nepotism and Non-Fraternization
Consistent with the principle that employees and prospective employees of Samueli Academy shall
be hired, evaluated, and advanced on the basis of individual merit, without reference to
considerations of race, sex, religion, sexual orientation, or national origin, or any other factors not
involving professional qualifications and performance, the following restrictions, designed to
avoid the possibility of favoritism based on family or personal relationship, shall be observed with
respect to personnel:
1. No one with supervisory responsibility shall hire or recommend for hire any related person.
2. All persons wishing to be considered for employment with the School shall disclose family
and personal relationships with then-current School employees or students.
3. With respect to proposed employment decisions which would result in the concurrent
service of related persons within the same department, a person related to an incumbent
employee may not be employed if the professional qualifications of other candidates for
the available position are demonstrably superior to those of the related person.
4. With respect to the concurrent service of related persons within the same department,
neither related person shall be permitted, either individually or as a member of the staff or
as a member of a committee, to participate in the evaluation, advancement, resolution of
complaints for, or salary decisions of the other related person.
5. No member of the Board of Trustees, Samueli Academy administration or staff member
shall engage in recommendations, discussions, or otherwise participate in any decision or
recommendation relating to the appointment, promotion, retention, tenure, or employment
of a related person.
6. In the event of a lack of candidates, a need for specialized skills, or other unique
circumstances as determined on a case-by-case basis, the restriction against hiring related
persons may be waived in the best interest of the School upon the approval of the Head of
School, subject to compliance with other applicable conflict of interest laws.
7. When other qualified candidates have not applied, assignments of short duration (generally
less than sixty [60] working days), may be exempt from these guidelines, subject to
compliance with other applicable conflict of interest laws.
8. This policy shall not supplant the application of applicable conflicts of interest laws to the
School.
Definition of “Related Persons”
The following relationships create related persons:
•

Parent and child;
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•
•
•
•
•
•
•
•

Siblings;
Grandparent and grandchild;
Aunt and/or uncle and niece and/or nephew;
First cousins;
Spouses and registered domestic partners;
Guardian and ward;
Any corresponding in-law, step, or adoptive relative, or anyone residing in a permanent
basis in the home of a current School employee or student; and
Persons engaged in amorous relationships, meaning a relationship in which two (2) persons
voluntarily have a physical relationship or are engaged in a romantic courtship (e.g. dating
or engaged) that may or may not have been consummated.

Policy Statement on Consensual Relationships
Consensual romantic or sexual relationships between supervisors and employees and between staff
are potentially exploitative and must be avoided. They raise serious concerns about the validity of
the consent, conflicts of interest, and unfair treatment of others. In addition, a supervisor will be
prohibited from evaluating an employee’s job performance if he/she is romantically/sexually
involved with that employee.
The School’s anti-nepotism policy precludes individuals from evaluating the work performance of
others with whom they have intimate familial or personal relationships, or from making hiring,
salary, or similar financial decisions concerning such persons. The same principles apply to
supervisor-employee relationships in the context of work or academic evaluation.
Violations of this Policy Statement on Consensual Relationships, if proven, will result in the
imposition of corrective actions and/or disciplinary sanctions, up to and including dismissal from
employment.
Prohibition Against Dual Relations
Staff members are not to engage in dual relationships with any students, regardless of the student’s
age, who are receiving direct services from Samueli Academy. A “dual relationship” is defined as
anything other than a professional relationship, including, but not limited to romantic or sexual
relationships, business dealings, borrowing or lending money, and home sharing. If an employee
is uncertain about whether he or she is entering into a dual relationship situation, the employee
should ask his or her supervisor or Human Resources for clarification.
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