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SEXUAL HARASSMENT POLICY STATEMENT

Albany State University is committed to maintaining and promoting an environment in which faculty, staff, and students are treated with civility, dignity, and respect. To that end, the University strictly prohibits any member of the faculty, staff, administration, student body, or visitors to the campus from sexually harassing any other member of the University community. All reports of sexual harassment will be responded to promptly and with appropriate disciplinary action. 

Albany State University embraces and fully adheres to the Board of Regents’ Policy on Sexual Harassment.


Sexual harassment of employees or students in the University System of Georgia is prohibited and shall subject the offender to dismissal or other sanctions after compliance with procedural due process requirements. Unwelcome sexual advancements, requests for sexual favors and other verbal or physical conduct of a sexual nature constitute sexual harassment when:

A. Submission to such conduct is made explicitly or implicitly a term or condition of an individual’s employment or academic standing, or;

B. Submission to or rejection of such conduct by an individual is used as a basis for employment or academic decisions affecting an individual, or;

C. Such conduct unreasonably interferes with an individual’s work or academic performance or creates an intimidating hassle or offensive working or academic environment.

EXAMPLES OF SEXUALLY HARASSING BEHAVIOR

In common usage, the term “sexual harassment” may include but is not limited to:

A. Sexual conduct of any nature, which is not freely and mutually agreeable to both parties.

B. Communications of a sexual nature, whether verbal, written or pictorial, which are made with the intent to intimidate the person receiving such communications.
C. Sexual remarks about one’s clothing, body or sexual activities.

D. Sexual jokes, teasing and/or remarks.
E. Verbal harassment or abuse.

F. 
Unwanted pressures for sexual activity, dates, etc.

G. 
Unnecessary touching, patting or pinching.

H. Demanding sexual favors accompanied by implied or overt threats concerning such things as employment, grades, promotions, letters of recommendation, etc.

I. Leering at or ogling one’s body.

J. Sexually suggestive looks or gestures.

K. Letters, notes, phone calls, e-mail, and other communications of a sexual nature.

L. Unnecessary leaning over or cornering.

M. 
Actual or attempted physical or sexual relations.
SEXUAL HARASSMENT AND ACADEMIC FREEDOM

Albany State University interprets the right to academic freedom to include faculty, students, and administrators however; academic freedom is not a license for a single group or person to act without regard for another. True academic freedom requires an environment in which no person is intimidated, exploited, or coerced. Sexual harassment, in any of its many forms, prevents academic freedom. The institution’s policies and procedures for dealing with sexual harassment have been designed and implemented to ensure the academic freedom of everyone while protecting the rights of all. 

Academic freedom may be considered in investigating and reviewing complaints and reports of sexual harassment; academic freedom will not excuse behavior that constitutes a violation of the law or the University’s sexual harassment policy. 

CONSENSUAL RELATIONSHIPS

The intent of the Albany State University Sexual Harassment Policy is to prevent sexual harassment and not to prohibit personal and social relationships among supervisors, co-workers, faculty, and students. However, consensual relationships can create conflicts of interest and/or appearances of impropriety that may impair the integrity of academic and employment decisions. Therefore, it is the policy of the University that employees with direct teaching, supervisory, advisory, or evaluative responsibility over other students and/or student employees are prohibited from pursuing sexual relationships with those students whom they are currently supervising or teaching. The University also strongly discourages sexual relationships between any faculty or administrators and students, as well as between staff members and any subordinates whose work they supervise. Should such a relationship develop, the teacher, supervisor, or advisor must disclose the existence of the relationship to an immediate supervisor and recues himself/herself from decisions that affect the evaluation, employment conditions, instruction, and/or the academic status of the subordinate involved.
PEER HARASSMENT AMONG STUDENTS

A sexual harassment allegation by one student against another student, neither of whom is employed by the University, should be treated as a disciplinary matter and should be reported to the Office of Student Affairs. 

POLICY AGAINST RETALIATION

The policies and procedures established in this plan are devised to protect all employees and students of this institution against retaliation. Retaliation against a person who participates in a good faith investigation of a sexual harassment complaint is a violation of state and federal laws for which the offender shall be subject to disciplinary action. Any student or employee who believes he/she has been the victim of retaliation for reporting sexual harassment or cooperating in an investigation should immediately contact the University’s Affirmative Action Officer. 

IMPROPER COMPLAINTS
This policy shall not be used to bring frivolous or malicious complaints against students or employees. If a complaint has been made in bad faith, disciplinary action will be taken against the person bringing the complaint. 

REPORTING RESPONSIBILITY OF ALL MEMBERS OF THE UNIVERSITY COMMUNITY

All students and employees should report any sexual harassment that they experience, observe, hear about, or believe may be occurring to the Affirmative Action Officer. No student or employee should assume that an official of Albany State University knows about the situation. Administrators and supervisors must report incidents of sexual harassment that are reported to them to the Affirmative Action Officer in a timely manner. 

PROCEDURES FOR HANDLING COMPLAINTS OF SEXUAL HARASSMENT

Informal Procedure

The goal of the informal process is to stop inappropriate behavior, investigate, and facilitate resolutions, if possible. The following actions are recommended:

A. If a complainant is able and feels safe, he or she should tell the alleged offender that the behavior (be specific) is offensive and ask him/her to stop. The complainant should do so as soon as possible after the incident occurs. 

Communication with the alleged offender may be in person, on the telephone, or in writing. Any communication made with the alleged offender should be documented if possible.

B. If the harassment does not stop when the offender is asked to do so, or if the complainant believes some adverse employment or educational consequences may result from the discussion-

a. Students should:
i. Report the harassment to the Vice President for Student Affairs, or;

ii. Report the harassment to the supervisor or faculty department head most directly concerned, excluding the person accused, or;

iii. Report the harassment to the Affirmative Action Officer if the victim is uncertain about what action should be taken or if advisement is needed.

b. Faculty/ Staff should:

i. Report the harassment to his/her immediate supervisor, or; 
 ii. Report the harassment to the next level of supervision, or; 
iii. Report the alleged harassment to the Affirmative Action Officer if the above avenues are not satisfactory, or;

iv. Report the alleged harassment to the Office of the Vice President of Student Affairs if the complaint of sexual harassment is by a student, or; 

v. Talk to the Director of Human Resources Management if advisement is needed or uncertainty exists on what steps should be taken.

c. 
Any supervisor or university employee who receives a report of sexual harassment should report it immediately to the Affirmative Action Officer. 

C. The Affirmative Action Officer will use one or more of the following methods to resolve the complaint:

a. Inform the complainant of the provisions of both the informal and formal complaint procedures and provide a copy of the complaint procedure;

b. Inform the person against whom the complaint is brought of its existence; 

c. Counsel the complainant concerning the alleged harassment and keep detailed documentation of the allegation;

d. Discuss the complaint with the alleged offender, informing him or her of the policy and indicating that the behavior must stop;

e. Facilitate a meeting between the parties;

f. Counsel the student(s), employee(s), supervisor(s), department head, or Vice President for Student Affairs/ Vice President for Academic Affairs in an effort to stop the harassment;

g. Disclose appropriate information to others only on a need-to-know basis consistent with state and federal law. An informal complaint may be investigated without identifying the complainant, if in the judgment of the Affirmative Action Officer; this would increase the likelihood of the satisfactory resolution of the complaint; 

h. Submit a written report to the President summarizing his/her action(s) and advice to the complainant with a copy of the same report to the complainant.

These steps should be completed no later than ten (10) working days after the date on which the alleged harassment was called to the attention of the Affirmative Action Officer.

If the harassment has stopped and the complainant is satisfied with the terms of the informal resolution, the case will be considered closed. If the complaint is not resolved within a reasonable period of time or if there are other issues that need to be resolved, the Affirmative Action Officer will then advise the complainant (in writing) of his/her right to file a formal complaint (in writing- detailing all sexually harassing behavior with date(s) and time(s) of occurrence) within ten (10) calendar days after the receipt of notice. The formal complaint written by the complainant should state the nature of the complaint, the facts upon which the complaint is based, the resolution requested and a list of possible witnesses.  

Formal Procedure

A. If a complaint is not resolved through the informal complaint procedure, or if the Affirmative Action Officer determines that the complaint should be pursued through formal complaint procedures a formal complaint process will be initiated. Upon receipt of the formal written complaint from the complainant, the Affirmative Action Officer will notify the alleged harasser in writing of the nature of the allegation and launch an investigation of evidence from both sides to be presented at a formal hearing. Although attorneys are prohibited from participating in investigative interviews or hearings between the Affirmative Action Officer and the complainant of respondent, they may accompany and provide confidential advice to their client. 

B. A panel of nine (9) persons shall be drawn by the Affirmative Action Officer as potential members of the panel of review, by lot or other random process, from a list of eligible faculty members or classified employees or students, as appropriate for each case. When the allegations involve only faculty members, the nine- member panel will come from faculty members having at least one academic year (nine months) of continuous service at the University. For allegations between faculty members and classified personnel, the composition of the potential panel will consist as follow: Four (4) members of the panel will come from the eligible faculty members and five (5) members from eligible classified employees, all of whom shall have at least nine months of continuous employment at the University. For allegations involving classified employees only, the nine- member panel will come from eligible classified employees, all of whom must have no less than nine months of continuous employment at the University. When the allegations are between students and faculty, the nine- member panel will consist of four (4) eligible faculty members and five (5) eligible students.

Eligible students must have attended the University for no less than three consecutive semesters, with no less than 27 semester hours of credits at Albany State University and must not have a history of academic probation. If the allegation is between classified employees and students, the nine- member panel will be composed of four (4) eligible employees and five (5) eligible students. If the allegation involves only students, the nine- member panel will consist of nine (9) eligible students. The Affirmative Action Officer must receive certification from Director of Human Resources Management of the University that the prospective faculty and/or classified personnel are indeed eligible to serve and from the Registrar of the University to certify the eligibility of prospective student panel members.

C. A new panel must be selected for each hearing. Panel members may be excused if it is determined that (1) there is a bona fide conflict of interest between the panel member(s) and either of the parties of the allegation; (2) the potential panel member is ill, or; (3) service on the panel of review is excused for good cause shown.

D. Each panel of review shall consist of the Affirmative Action Officer (non-voting) and three voting panel members chosen from a panel of nine (9), as set forth in section C above. Once the nine (9) potential panel members have been identified and certified, the Affirmative Action Officer will notify both parties involved in the allegation. In the presence of the Affirmative Action Officer, each party will strike three (3) persons from the panel. The parties will alternate in exercising their strikes, beginning with the alleged injured party, until three (3) members remain. These three (3) shall constitute the Panel Review. It is anticipated that this “striking process” will be completed within five (5) days following the selection process of the nine-member panel by the Affirmative Action Officer.

E. If a conflict of interest occurs on the part of the Affirmative Action Officer due to his service in a dual capacity at the University, the President shall appoint an “Acting Affirmative Action Officer” during the hearing process.

F. The hearing procedure will follow the overall procedure as detailed in the “Grievance Procedures” of the University with specific emphasis on confidentiality and discretion to protect both parties. Because of the nature of the hearing and the possible damaging effect that can result from a hearing of this type, confidentiality is essential.

G. The Panel of Review will listen to all evidence presented by each party. After the conclusion of the hearing, the panel shall forward to the Affirmative Action Officer a summary of its findings with specific recommendations to the institution for action to be taken. The panel may find that there is no substance to the charge and recommend that no action be taken. The panel will have the right to recommend to the University through the Affirmative Action Officer any disciplinary action to be taken.

H. The Affirmative Action Officer will then forward the panel’s recommendations to the President of the University for official action. All recordings and documents presented during the hearing will be made available to the President for review. The President may or may not follow the recommendation of the panel, however, if he/she does not approve the recommended decision, he/she will state his/her reasons in writing to the panel and the Affirmative Action Officer for response prior to rendering his/her final decision. After rendering his/her decision, the President shall notify the alleged offender and the victim by official letter of his/her decision.

I. The complainant and the alleged offender shall be advised, in writing, of their right to appeal the decision of the President to the Board of Regents of the University System of Georgia. 

J. If the matter is not settled at the level of the board of Regents, the complainant and/or the alleged offender can seek final recourse through the Courts of Georgia and/or the United States of America. 
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SEXUAL HARASSMENT
Over the past decade, a definite struggle against sexual harassment has been waged in the courts. One of the major thrusts of this effort has been to place sexual harassment within the confines of the larger issue of sex discrimination as prohibited by Title VII of the Civil Rights Act. This effort has led to new guidelines and protections for women and men who must work in a setting, and in the case of academia, students with career goals who are studying in a setting which might expose them to harassment incidents. Title IX of the Educational Amendments specifically provides for the protection of students from sexual harassment. 

The sensitivity of this issue as well as the very real legal ramifications emanating from charges of sexual harassment make it imperative that employers address the problem thoroughly. The goal of Albany State University, as an employer and as an educational institution, is to “take all steps necessary to prevent sexual harassment from occurring”, as outlined in subsection (f) of EEOC Guidelines on Sexual Harassment. The first important step toward that goal is to develop a formal Sexual Harassment Plan to be endorsed by the University President and Board of Regents, and to disseminate that plan to all supervisors, faculty, staff, Student Government Association officials and students.
I am in receipt of a copy of Albany State University’s Policy on Sexual Harassment.

This is to certify that I attended Sexual Harassment Training at Albany State University.

Employee’s Signature








Date
Employee’s Copy
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