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STATEMENT BY THE TASK FORCE

W, tha members of HEC's Task Force on formulation of guidelines for prevention of sexual harassment
in Higher Educational Institudions [ HEI's) heraby stata far the record that the document was developed
after detailed dalberaton and consultalion { with students, facultes, WC's, HEC members] and was
formulated keeping in view the autonomous organizatonal and adminisirative framewcrk of the
Universities of Pakisian as wall as the standard practices followad by the universities all aver the waorkd. |n
view of the "Protection Agairst Harassment of Women at Waorkplace Act 2009°, it 15 strongiy felt that it
should be adopted for immediate implemeantation by tha HEIs in its prasent form.
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PREAMBLE TO GUIDELINES

HEl's are dedicated 1o the pursuit and dissemination of knowledge. Their members enoy certain nghts
and privileges essential to these twin cbjectves. Central among these rights and privileges is the
freedom, within the law, 10 purses what seem o them fruitful avenues of inguiry; 1o teach and 1o l2am
unhindered by external or non-academic constraints; and to engage in full and unrestricted consideraton
of any opmion This freedom extands not only to members of the HEl's but 1o all who are invited fo
participate in i#5 forum, Al members of the HEPS must recognize this fundamental principla and must
share responsibility for supporting, safeguarding and preserving this central freedom  Behavicr which
ohstructs free and [ull discussion. not only of ideas which are safe and accapied but of those which may
ke unpopular or even abhomrant, vitally threatens the integrity of the HEI, and cannat be tnlerated

Supprassion of academic freedom would prevent the HEI from camying out its primary functions. In
particular, as an autenomous institution HEI is protected from any efforts by the state or (s agents to kmit
or suppress academic freedom. Likewise neither officers of the HEI nor private individuals may limit or
sUppress acadesic freadam

The common good of society depends upon the search for knowledge and its free exposibon. Academic
freedom does nofb require neutrality on the part of the indnadual, on the contrary. academic freedom
makes commitment to a position & course of aclion possibée. Academic freedom camas with £ the duly Lo
use that freedom n g manner consistent with the scholarly cbligation e base research and teaching on
an ronest search for knowledge.

ldeally, the Highar Education Insbiutes (HEIS) are places where administraiors, faculty, employealstaff,
and students (all levelsicaiegories) work and learn in an envirenmanl free from intmidating, offensive,
and hostile behaviors. Sexual harassmant vitiales such an environment, Therefare, each member of the
HEI campuses must have mechanisms to provide their members with the opoorunily 1o develop
intellectually, professionally, personally, ethically, morally and socially in &n envionment free of
inttmidation and harassmeanl

e
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1.0 POLICY STATEMENT

1.1

12
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1.5

1.6

1.7

1.8

18

140

113

Sexual harassment s profibited al HEL and constitutes & punishable offence under this
policy

I ruch as 2exual hargssment = demeaning to hursan dignily and is unacceptable in a
healihy work envirenment specifically one in which scholarly pursuit may flournsh, HEI will
not tolerata the sexual harassment of any member of the HEI community and will sinve
hirough education and daterrence i create an environment free from such behavior on
its premises.

HEI affirms the right of every member of #s constituencies o Iva. study and wark in an
ervirenment that s free from sexieal harassment Behavior constioting sexual
harassment as defined in this documant is incompatibla with standards of professional
ethics and with behavior appropriate 1oan insthution of higher learning

HEI recognizes that as an academic 2nd free community it must uphold its fundamental
commitments o academic freedom along with freedom of expression and association. H
will maintain an environment in which students and Ieaching and non-teaching staff can
erngage in free enguiry and open discussion of all msues without intimadation and
harassment of athers. The Harassmenl Monitoring Oficer, like all other officers of the
HEI, is obliged to uphald the same principles.

A acadermic and free community must also include freedam of movarrsant and reedom
of access to facilities and resources without fear of harassment, discremination or
violence

Al parsons entrustad with authority by the HEI have a partcular obbgabon 1o ensure that
there iz na mizuse of that authodty in any acticn or relationship

Sexual hamssment is a senous human rights issue It can be exacerbated by
discrirrnation on other grounds of valnerabifily such as gendar, poverly, deabdlity, race,
religion, ethnic angin or sexual onentation

The HEI recognizas its legal ard maral responsibility to protect all of s membars from
sexual Karagsmenl and 1o take action I Sdch harassment docs ocour. Ta hese ends i
has developed a pobcy on, and procedures for, dealing with complaints of sexual
harazzsment, including a range of disciplinary measures up o and including dismiszal. It
has also establishad an educabanal program 0 prevent incidents of sexual harassment

Tha HE| prohibds reprizal or thresis of repnsal agamnst any member of the HEL
cormsmunity who makes use of tis policy or parlcipates in proceedings reld under it
jurisdiction, Any individuzal or body found to be making such reprisals or threats will be
sunject lo discipiinary acton

The intenton of s policy and its procedures is o prevent sexual harassment from
taking place, and where necessary (o act upon compigints of sexuzal harassmend
promptly, fairy, jedicowsly ard with due regard to confidentality for all paries concerned,

Al adminisirators, deans. managers. departmeant chairs, directars of schools or pregrams
and athers in supemviscry or leadership posdions hava an obligation to be familar with
and o uphoid this policy and s proceduras alang with inforing members of their siaff
ahout its existenca

Motwithstanding this palicy, individuals have tha right o seck e advice and services of
the Higher Education Commission's cell for prevention of sexual harassment

All the actions categorized as sexual harassment when dane physically or verbally would
glso be considered as sexual harassment when done using electronic media such as
computers, mabades. inbermal, a-mails oic

———— e
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2.0 WHAT IS SEXUAL HARASSMENT?

Sexual haragsment is a reality which occurs in the clasarcoms, offices, research laboratories, and
HEI environmen! in genaral. Sexual harassment may be overl or subtle, and can range from
visual signals or gasiures o verbal abuse to physical contact asong with hand ar sign language fo
danote saxual activity, persistent and unwelcome flirting. Sezual Harassment gansrally lakes
place when there i power ar authority diffarence among persons involved (SiudentTeacher,
Emploves/Supervisos, Junmor TeacherSenior Teacher, Research Supervises!Supandsor)

Further, this also involves treating others unegually on the basis of gender in work-relsted or
academic duties or programs and not providing female students with the szame academc
oppartunities as male stucents or woe versa, his & alsc applicable o same sex harassment
imaka ‘male, famalefemale)

The iypes of behavior constituting sexual harassment may vary in degree of severity. Its definition
always has one key element the behavior is uninvited, unwanted, and unwelcomed

Sexual harassment in nigher education is not a new issue, Bul ias until recently been a hiddes
siant ana. During the last few years, HE| personnel from adminisiratars and faculty 1o employess
and students have racognized the probéem in ferms of ds lost productivity, time consumption, and
fegal implications (mn addibon fo wsiblalinvisible damage to the vichim)

In insfitutions  of higher ‘education, both the offender and the offenders
Supenvisors/Chairperson'Directorsfinstiiutional Heads can be held hable for acls of saxual
harassment,

As HEI s employess, and students must be aware of the need for freedom of inguiry and
opanness of discussion in its educational and research pragrams where they must also strive to
create and maintain an atmosphare of intellectual decorum and mutuzl iclarance in which these
assential features of academic ifa can thrive. Mo HEE can o should guarantze that every idea ex-
pressed in its classrooms or aboratories will ba inoffensive o -all, pursued serously, education
and scholarship necassarily entail raising questions about recsived apinins and conventicnal
interpretations, HEN doos guarantee, however, that cradible accusations of Inappropriate sexusl
remarks or 2zions will be investgated promply, tharcughly, and fairly

Once a person in a position of authority at an HEI has knowledge, or should have had
knowledge, of conduct constituting sexual harassment, the HEl is exposed to liability.
Therefore, any administrator, supervisor, manager or faculty member who is aware of
sexual harassment and condones it, by action or inaction, would be held responsible for
negligence towards maintaining sexual harassment free campus,

In contrast with sexually harassing conduct, personal relationships among consenting adults of
the HEI community which do not breach the socal and cultural norms of the society and occur
autside the HEl's working environment are. in general, a private matter, There are oocasions,
however, when the interests of the HEl may be seriously impficated in these relationships,
particularly where the HEI rabes on s eamployees to make judgmants abaut athers. If two peosle
are in & sexual relationship and in a student’ academic stafl member or sUpardses’suparvison
refationship, then they must take sieps to ensure that the confect of interest created by such a
gituation is remowed in all evaluafions. Supenvisors should never evaluate atone the work
perfarmance/promotion/annual evaluation of those with whom they are imvolved in intimate
reigtionships IF they fail to take such steps and a conflict of nterest is creatad, this will be a
vialation of the HE's Code of Ethics

In Pakistan) Univarsities relatonships with a difference in power and authority can senously affect
tha institutional working as well as the credibility of af invelved,

—————— e
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3.0 STATEMENT OF PRINCIPLES

Sexual harassment is offensive sexual behavicr by persons in authority towards those who
can be benefitted or injured in an official capacity, Therefore, it is primanly an 5506 of abuse
af power, ol s83

Sexyal harassment is a breach of a trusting relationship that should be a sex-neutral and
redaxed situation. It is unprofessional conduct and undermines the integnty of the employment
retationship.

Sexual harassment is coercive bahavior, whether implied or actual. It is unwanted attention
and Intimacy in a ronreciprocal refationship

Sexual harassment s a vielation of prefessicnal athics

40 INGENERAL: SEXUAL HARASSMENT DEFINED

Urnwanted sakual advancgs,

Umarelcome requests for sexual favors, and
Other behavior of a sexual nature where.

& Submigsan o such canduct & made elther explicity or implictfy a tarm or condition of an
imdividuals employment or participation in A HEl-sponsored educational program or
activity;

B. Submession o or rejection of such conduct by an individual is used as a bassE for
academic or employment decisions affacting thal individual

. Such conduct has the purpose or effect of unréasonably interfering with an indvidual's
academic or woek perfoemance, or of cresting an intimidating, hostile. or offensive
aducalionagl o working anvirdnimeant

5.0 LISTING OF SEXUAL HARASSMENT IN HEI'S

iActuzl reportad cases)

Asking female students to visit personal offices of their supervisorsfauthontes m-charge
after affice hours to discuss their grades and asssgnments

Asking female students to meset supenvisorslauthorities in-charge oul of the HEI premisas
with the promise of improvement in grades.

Financial and sexual gratification from graduate students (PhDO, KPRl Mastars) by their
SUpErISors.

Intimidation of faculty'staff by studenisicolleagues in order to tarnish the  reputation
(character assassination) of facultyistaff.

Harassmen! by senior Stedents of the junior students, femala students. or minarity
students

Linwelcome saxual advancas —whether they involve physical touching or not

Sexual epithats, iokes, wrillen or cral references o sexual conduct, gossio regarding ona's
seu e,

Highesr Education Commissim Page §
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-

Comment on an individual's body, comment about an indivicual's sexual activity, deficences.
or prowess, Displaying sexually suggestive abjects, piciunes, or Cancons,

Urnwedcome staring, whistling, brushing against the body, sexual gestures, or suggastive or
insulting comments

Inouiries into one's sexusl expanancas; and

Digcussion of one’s sexual activities (even if males ars discussing this, it is done delibarataly
in front of female students or colleagues)

Using derogatory abuses which refer to mather ar sister bodies
Acts of sexual connatation relating to the same, as & common wsage in Samversation

Forcing students to publish their research work i Supervisor's name

6.0 SEXUAL HARASSMENT: TYPES AND EXAMPLES
[Actual reporied cases)

4.1 By Teachsar

Male Teacher azked the Female studeni, i you want "&" grade, you néad o take your final
exam at my home,

Male haad of the department forced the female subordinate employee Bat i she wants ber
contract extended she nesds o spand time with him after office hours

Maie HOD deliberately touching or hitting the body of female employee by file ar penipencil

Male Teachers refeming to female bodies and reproductive gycles 1o embarrass female
studants during class lecturas

Vanous complaints recorded of stanng at female studants especially at their bodies

MNesdy female stiudents were given financial supporl by Faculty member in exchange for
sexus! favars

Students complaimis of tweachar belling vulgar wokes dunng classes which have sexual
innuendos

Complamts against male supervisorteacher spending long hours locked away in offics with &
young female colleagues or shudent

E.2 By Students

Female studant dressing or behaving provocatvely while in a meeating or in the presancs of
the male faculty ar supervisor in a ana-1e-one situation

Female stedent asked the teacher to prowide the final grade list of all stedenis. When the
teacher refused to do that, the student regislered a complaint against the teacher thal he tresad
to hold her hand in parking lot while asking her to. mesat in private for grade list

Female student visiting male teacher in his office unnecessanty and spending long hours and
initiating intimacy for benafits (of grades, employment ar evan mansatarny)

Students sending in written noles, lelters, emaits with requests for intimacy- in exchange for
grades

Character assassination of female teachers to gain pelitical, acadsmic,. or financzal gains
vcase of specific HEl {eacher who was remaved from duly because of harassment by
poiitically mativated students).

———————————————_—e—_—— -
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s Dressing culturally inapproprately io emphasize bogy parts { both malesifemales)
5.3 By Employees

®  Lising vulgar language 1o address femakes (student, faculty and other amplovees)
# To towch their intimate pars in the presence of women

*  Yournger faculty member was blocked by Dean of the relevant faculty ta gat higher education
(PRIl

® Junior faculty was transfermed o other depatmeant against their will by the authorities as
punifive measura far not comphying with undue request for {sexual) favors

® Administrative Stafl asking the female students 1o pay them Tor providing the students for
their documenis in fime,

»  Gining exira favors to young femake faculty'staff in nominating  their names for
internationalidomestic tps for their attention,

® Thraatening the females siudents by using fargeffake documents and pictures to black madl
e into compdiance.

® Angnymous  [efiersipamphletsie-mails defaming o chatacier  assassinatng  of
amployaesieacharsfstudents,

® Praviding matznal o newspapermagazine to tarmish the  eeputation  of
facultyfemnpioyesistudents

7.0 JURISDICTION

71 For the purpose of thes poficy, members of the HED are defined az all administrative,
research, teaching and non-teaching employess of the HEl as wall a2 skidanis (incleding
interns and residaents) of the HEL I i mandatory 10 teat all complaints and identity of
complainants as highly confidential where high confidentizlity shall be maintained
troughout Be procass

ra2 Thz podicy appdes 1o all marmoers of the HEI community, (o those with whom the HEI
does basiness and o any persan an HEL property [including contractors wha asa invaivad
in any business- calénng, Fosteks, of construction ic)

[ This poficy affacis the terms and conditions of employment of faculty of the HEL As such,
it is subject to discussson endfor approval in accandance with the HE| policy enbbed, the
hinal decisicn wedld rest with the HEl authonty as designated in the Act and Statutes

7.4 Mothing in this policy 15 meant o suparsede the ferms and condibons of any colbective
agreament or any other contracheal agreement, entered o by the HEl and its
employses

7.8 The follewing individuals or bodies may intiake a complaint
751 Any memberof the HEL an his or har own behalf
752  The HEL on behalf of one of its mambers

Y53 Persons sesking to bhecome members of the HEl in circumsiances directly
alfecting thair applicalion 0 Dacome a mamber

754 Fermer members of the HEL in circumstances directly affecting thair dismissal or
withdrawal from tha HEI

T.55  Incwidusls employed by companies rolding cantracts with the HEI while fulfilling
the terms of the contract; or

———
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756 Invitad wvizitors

The followirg indwviduals or bodies may be the subject of 3 complaint
a. Any members) or employesls) of the HEL; or
b. Othears on HEI property.

Complaints may be made about any alleged viclation of this.policy that takes place on
HEI premises, be they rented or owned, or in the course of any activities conducted by or
on behalf of the HEl an other premises.

The HEI will inform afl external agencies who do business on the HE! campus of the
existence of the Sexual Harassment Palicy

Shedents angaged in HEl-sanctioned academic activies on premises off- campus
(placement intemship, practicurn, research) will have access to the provisions of the
polickes of the hiring or supenvisory agencies, where such policies exist andfor of the
HEC. Students al off-campus placements may seak adviee from the HEI Sexual
Harazsment Office.

8.0 ASSURANCE OF FAIR TREATMENT

&1

B2

B.a

g4

8.5

The complainant, the respondent, and any other paries to proceedings under this policy
are to be treated fairly

This may mvolve the making of special arangements, o examples of which are
described belomy

Where the complainant at the time of making a compiaint is either @ shudent ar instructor
of the respondent, the HEl may, in appropriate circumstances, after the rnespondent has
bEeen informed that 3 complaimt has bean made, and after receiving recommendations
fram the Harassment Monitoring Officer, make arrangements. with the approgpriate
adminisirator for cerain work and examinations of the student to be supervised and
evaluated by a neuiral person

Where the compiainant is a staff member whose performance is nomally evaluated by
the respondent; the complainant is to recele far employment reatment and prataction
from adverse employment-related consequences duning the procedures of this policy. To
that end, the HE] may, after the respondent have been informed that a complaint has
been made, and in consultation with the complainant;

8.4.1 have the complainant's performance assessed by another administrator. whore
practicahis

842 temporarily reassign the complainant until the complaint is resolved: o

B.4.3 Delay the complainant's parformance appraisal andior awarding of merit pay until
the complaint 5 resolved, in which case subsequent payment for mert shall be
retroactive Lo the date it would normally have been received and interest shall be
paid an the amaount awed.

These assurancas shall also be offered o any witnesses in a case

Should any special arangemant of the type described in clause B.2 above be requited,
the Harassmant Monitoring Officer shall, after the respondent has been informed that a
complaint has been made, make the request for the special amangement of the
appropriate HE! administratos, and shall provide the administratar with any details of the
complaint necessary fo enable the administrator o decide what special amangements are

approprigte. The administrator shall treat in confidence all information provided by the
Harassment Monitoring Officer

e ——————— R ————
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8.0 PROCEDURES - GENERAL PRINCIPLES FOR PROCEDURES

9.1

g2

2.3

9.4

8.5

9.6

a7
8.8

69

2.10

All persons who allege gander discrimination or sexual haragsment under the provisions
of this policy must be advised to contact the Harassment Monitoring Officer (HMO). This
provision will ensure that all such complainants will have access to 3 commaon source of
consistent and expert advice and that reliable data may be gathered on the incidence of
discrimination and harassment in the HEI community. In the event that 2 complainant is
reluctant to contact the Officer, the complainant may contact a traimed or gualified
Individual or the employment supervisor, manager, Department Chair or Dean. 11 will be
the responsibility of the individual contacted to reporl the case to the Harassment
Monitaring Officer without identifying either the complainant or the allaged offender and to
ask for adwice on procedure and podicy from the Officer to effect & solution, if a solutien is
necessary.

I the event that the actual case is not refarred to the Harasament Monitoring Officer, the
individual responsible for the case shall adhere as closely as possible to the policies and
procedures of this documant. If a complainant chooses not 1o consult the Officer, but
wishes a formal hearng, the complainant shall ba directed fo file a writhen request with
the secretary of the Syndicate/Executive CouncillBoard of Governors.

The Harassment Monitoring Officer (HMOD) = an emploves af the HEL HelShe will be
appomted by  Syndicate/Execufive CouncifBoard of Govarnoes where halshe is
respansible for the application of this policy as herein defined. To this end. the Officer will
dgavelop toalsfechnigues/procedunes ediscational programs by consulting HEI's autharity
and expets o promote awareness of sexual harassment, and o foster 2n anviranment
free of sexual harassment in the HEI community, and will carry out complaint resolution,
The Harassment Monitaring Officer shail act as an impartial counselor and advisor to any
member af the HEl community and maintain a fair and unbiased attitude fo all compiaints,
and to all parties to complaints, at all times. HedShe will have a minimum experience of
10 years of sannce within HEIs and bear sound reputation

Confidentiality shall ba enjoined on the Harassment Manitoring Officer, and supenvisory
perscnnal working in concert with the Harassment Monitoring Officer. This does nat
preciude the dizcreet disclosure of information in ordar io slicit the facts of the case. or to
imolement and menitor property the terms of any resciution.

The Harassment Manitoring Officer and supenvisory persormel working in concart with
the Harassment Monitorng Officer will be subject to administrative discipiinary action fior
inappropriate breaches of confidentality on their pait.

Should the compiainant, with respect to the subject mater of a complaint being dealt with
under this policy, prefers 1o seak redress in the courts, procesadings under this poficy will
be: permanently discontinued and any new proceedings under this pobcy in refation to the
incident in guestian will ke bamed

The conplainant and the respondent may at any stage of any of the procedures cutlined
in this policy be represented andfor accompanded by another person of her'his choice

Failure to comphy with & resolulicn agreed upon of imposed as a result of the procedures
within this policy may result in discipliinary action by the HEI

If. during the informal stagas of complaint resolution, the Harassment Manitoring Officer
determines that the complaint is frivodous, vexatious or entirely without factual basis, the
Officer will advesa the complainant and the respondent (if previously informed of the
complaint) of this fact, in writing, and will provide reasons for this conclusion, The Officer
will advise the complamant that should a tribunal eventually hear the matier, and come o
e same conclusion, the complainant could be subject to disciplinary actions under this
policy. AT this point the Hamssment Moniiorirng Officar’s invalvement in the case shall
C2gse,

Teaching, research and non-teaching staff who participats in the procedures outlined in
this policy shafl be given released time to consul with the Harasament Monitoring Offcar
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and attend formal hearngs pertaining o therr case. Students will be assisted in adjusting
schedules as necessary to attend their farmal hearings.

211 Should the Officer babave at any time thal tha health or safety of members of the HEI
community is at risk. the Officer may notify the Director of Security Servicas and the
appropriate administrateie officer of the HEL In a situation where there is threat to either
of the two {complainant and respandent) or the moenitoring officer, the campus security
senvices and resident officendirector security of the campus need to be alerted.

812  Noone shall be compelled to proceed with & complaint,

10. RECORDS

101 Al notes peraining to advice sought by persons wishing mersly to consult with the
Crfficer, of arising from procedures of an Informal Resolution Without A Wiitten Complaint
{see clause 14.0), shall be maintained in a confidental file for a period of three years for
students and permanent record/dossier of the employea of the HEI from the date of the
complainants initlal contact with Harassment Monrtoring Oficer

102 Al records pertaining to procedures involving an Informal Resclution with & Written
Complaint (see clauses 18.0), or Formal Resalution (see clauses 17.0 to 33.9), shall be
mainizined permanently in a confidental file. Any record of & Writtenn Complaint
necessitates molification of the respondent. The respondent must be allowed an
appertunity o respond 1o the complaint and to have that response form part of the case.

103 The notesirecords in (10.1), and (10.2) above shall be maintained by the Harassment
Monitoring Officer. Mo one gther than the Harassment Monitoring Officer shall have
access to the records in (1001} and {10.2) above, except as otherwise provided for in this
policy,

11.0 HEI OFFICE /[HARASSMENT COMPLAINT CELL
111 Obyeciives:

The primary purpose of speciatized office or cell is to facilitate the policy implementation in letter
and sparit.  Universities are to set up Offices ¢ Harassment Complaint Cell, where complaints of
sexual harassment ar any other forms of harassment could be lodged. This would reguire a team
cansisting of a full ime trained professional designated Harassment Manitoring Officer (Gendar
sansilizad, with strong professional and counseling skils), computer specialist, and assistant who
could fellow up the documentation through ralevant offices. It is appropriate that one of the. sandar
members be female in order to facilitate confidential comrnunication .

The Harassment Complaint Cell would involve the followng:

a Sensitizaton of all university faculty, staff, students to sexual harassment through
workshops and traming, Al personnelztafffaculty thal enter tha universily employment
woukd requine completing a two-three day essential sensitization raining programs. This
would be an ongoing aciivity

b. Complaint registration. Formal verbal or written complaint could be Indged in this office,
as a first and preliminary step. Resolution through counseling can take place at this first
step. However, if the complainant wishes to follow through the hearng and tribunal
procedures, he'she would be required to fill 3 complaint form that would be available in
the call

C. Tracking systern: Onoe the complaint has formally been lodged, it would be entered into
the database to track the procesaing of the complaint. It is important that every complaint
be treafted with utmost confidence and Is sent 1o the conceming authoritiesivice
chancelior far further ordersfinquines. The preliminary investigation reports should also
ba uploaded into the database against every reference fled case to facilitate the entire
investigation procedures.

Ee = e =
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d Implementation: Since the Investigation of such cases requires a constant haison
between the appontad autherity'committee and the complainant therefore all the
meetings and schedule arranged would be the responsibility of cell

FALSE ALLEGATION

Allegations of sexual harassment made out of malice or intent to hurt the reputation of the
persons against whom the complaint is filed are lo b deall with as serous offences. Making
malafide allegation of sexual harassment knowing It to be false, whether in 2 formal o informal
context 13 a serious offense under this pallcy and action would be taken under the University
disciplinary regulations!’ as per provisions of the University ACGT.

Any Charge found to have been intentionally dishonest or made in willful disregard of the truth,
and to malign or damage the reputation however, will subject the complainant istudent, staff or
faculty) to severe disciplinary actian,

Withdrawal of a false complaint after a wide dissemination of, or publicity of the purported offense
carried out intentionally to malign the character of the person accused. and dome with willful intent
to cause physical, psychological or mental harm or stress has 1o be dealt with more sarious
penalties. This will ensure that no injustice is meted oul

13.0 GENERAL PROCEDURES FOR ACTION BY HARASSMENT MONITORING

14.0

OFFICER (HMOQ)

131 the Harassment Monitoring Officer receives repeated allegations of offenses against
the same persan but each of the persons making allegations & unwilling 1o file a written
complaint and appear as compéainant, and if circumstances are considered by the
Harassmeant Monitoring Officer to be such that 8 complaint should be lodged, the Officer
shall inform the highest authorty of the HEl or in case of ReclorVice
ChancellorPresidentHead of the Institution, 1o the next highest,

132  The Harsssment Monitoring Officer shall communicate with persons drawn from the
pertinent notesirecords, who might provide evidence of discrimination or harassment, o
determine their wilingness to provide testmony if the HEl were to proceed as a
complainant against the alleged harasser. The Officer shall nol communicate the
cantents of the notes 1o such persans in either wiitten ar verbal form.

133 The Harassment Monitoring Officer shall provide to the appropriate  senior
authoritiesfofficers mentioned in Clause 13.1 the names of wilngsses who agree 1o
testify, the name of the alleged respondent and copies of any wntten complaints and
responses submitted o the Officer relating to alleged offence(s) by the respondent.

134  The appropriate sanior authontiesiofficers mentioned in Clause 13.1 shall communicate
with the witnasses and the alleged respondent, review all the information and decide (as
soon a5 possible but no later than six weeks from the date of receiving the information)
whether to initiate formal procedures against the respondent (see clause 17.0) Tho
Haressment Monitoring Ofticer shall be  informed n owriding ol e genior
authontiestofficers’ decision, If the senior authoritiesiofficers decide to inifiste formal
procaedings against the respoadent, such procesdings nomally shoukd be indbiated within
one month of making the decision

CONSULTATION WITH HARASSMENT MONITORING OFFICER

14.1  Persons having reason to beleve that they have been subjected to sexual harassment
are strongly encouraged to contact the Harassment Maonitoring Officer as socn as
pessible. Through consultaton, the Harassment Maonitoring Officer will assist in
determining if the reported events conmstitute discrimination or harassment under the
provisions of this pobicy, and delneate options for action available fo thal individual
Persons seeking advice at this stage need not réveal their names or the name(s} of the

=
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14.3

14.4
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oiher. personis) concemed. The OMicer will Keep confidential records of all cansultatians
(see clause 10).

In cases the Cfficer deems 1o be approprate. the Officer, or a suitably trained altemate
appointed by the Officer, may investigate allegations madea urder this palicy in order to;

14.2.1 assistin the resoluticn of the matier in the informal stage

14.22 decide whether to make a recommendation that the HE] proceed as compdainant;
ar

14.2.3 Procesd oy way of fact-finding investigation.

Where provisicns for dealing with sexual hamssment are contained in & collective
agresment, the terms of that collactive agreement will be applicabie. In the eveni of
conflicting jurisdictions betwesen the complainant and the respondent, the procedure
gaverning e respondent shall be followed. The Harassment Monitordng Offcar shall
remain svailable to provde counsel and advice.

Where complaints fall outside the jurisdiction of this policy {89  co-op placement,
internship, practicem}, the Harassment Monitoring Officer will direct the complainant to
the appropriaie resolution process and will remain available as an advissr (see clauses

7.7 and 8.1)

14.5  The HEI prohibiis reprisal or threats of reprizal against any member of the HEl community

WD makes use af this policy or participates in proceadings hald under its jurisdiction,
Any individual or body fond o make such reprisals or threats of reprisal will be subject
o disciplinary action.

15.0 SEXUAL HARASSMENT RESOLUTION

16.0

191

152

15.3

The objective of sexual harassment resciution is Io secule a setilement that is consistant
with the spirit of this policy and its fundamental principles

Resclution may be pursued through three progresside levels, “Infarmal Resolution
Without & Written Complaint’, "Informal Resclution With a Written Complaint® and
"Formal Resolution With a Written Complaint’. The Harassmeni Monitoring Officer will
normally encourage sl complainants o seek resolution through informal means instead
of, ar prior to, progeeding to the process of formal complaint resclution. This does nol
preclude a complainant's requasting to bypass infarrmal procedures and move directly to
formal rezolubon (see clause 19.0).

Any complainant who requests Informal Resolution with a Writlen Complaint ar Formal
Reschution with 3 Written Comiplaint must be prepared o be identified 1o the respondant
This policy dogs not. however prevent anyone from seeking counseling or advice on a
confidential Bases from the Harassment Monitoring OHcer

INFORMAL RESOLUTION WITHOUT A WRITTEN COMPLAINT

181

16.2

I primary objective of most people who seek the assistance of the Harassment
Maonitoring Officer ig o stop the offending bahavior, To this end, it is important 1o provids
for the option of Informal Resolution faciitated by the Harassment Monitoning Officer.
Each situation i unique and creativity may be necassary in devising opfions for Informal
Resalution. Mo third party will ba informed of the dentity of the respondent wnless and
until the respondent & informed of the compéaint and given an opportunity o respond,
The Offices will keep confidential records of all Informal Resolutions (see clause 10.1)

After consufting with the Harazzmest Mondonng Officer or after attermpting Informal
Resalution Without & Weitten Complaint, the complainant may decide:;

I o igke no further achon, o
I o proceed with the formutation of a written complaint

Hizher Educatton Commission Face 12
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17.0 FORMAL WRITTEN COMPLAINTS
17

17.2

17.3

iT.4

17.5

A complalnant may file a signed, written compiaint of breach of this policy o ba deadt with
informazlly, The written complaint should be filed with the Harassmeant Monitoring Crfficer
ar, in the event that the complainant choosas o contact another HEI officer |see clause
9.1}, with that other officer

A written complaint shall be submitted promptly, prefarably within 3 months but no later
than 12 months from the last date of the alleged harassmenl An extensson of up to 3
months may be granted by the Officer or other HEI officer where appropriate upon
writtens request. Any further extension may be granted at the discretion of the Officer or
gther HEI official only sfter hearing submissions from both the person seeking an
axtension in ordes 10 make a compéaint. and from the potential respondant.

The written complaint shall include the dates of the alleged incklentis), the names of the
peple myvohved in the incdent(s) and a full description of the incidentis),

The respandent shall be provided with & copy of the complamt, disclosure of all materal
facts relevant to the complaint, and an cpporiunity to respond prally or in writing fo the
wntien complaint The respondent is to be provided with ongoing disclosure af the
paniculars of the compdaint as they become known.

Mo infarmation reganding the compiainl will be given to any party unless the respondent
has been notified of the complaint, 2= reguired by sub-sestan (17.4]) above

18.0 INFORMAL RESOLUTION WITH A WRITTEN COMPLAINT

18.1

122

183

184

185

18.6

I the complainant alects 1o proceed oy way of Informal Resciution with 2 Writhen
Complaint, the Harassment Monitoring Officer shall discuss the written complaint and any
response with the complainant and with the respondent with a view to reaching a
rasciution acceptable to all parties.

it iz expecied that Informal Procedures shall be conducted at a reazonable pace, but
shall nol normally extend past 30 days from submission of the written complaint.

Onoa the procedure of Informal Resolution With A Written Complaint is initiated by the
complainant, and once the respondant has becn notified of the complaint and has been
given a chanhce to respond to It the Harassment Manitonng Officer , after consultation
with the complainant, may contact persons with authority over the respondent, or with
jurisdiction owver the place or context in which the alleged harassment occurred, if
alternative amangements as provided for in section 8.5 are required, of to elicil the Tacts
af the casza.

If & resalution is achieved through Informal Procedures, a Resolution Repart praparad by
the Officer shall be signed by the complainant and the respondent. Should the resolution
include an action or remedy by the HEI, that aspect of the Resclution Repost must alse
be agreed to, signed and, with respact to that aspect, enforced by the member of the HEI
Administration with the authesity for ensuring that the remedy is imposed or enforced. All
parties shall receive a copy of the report and a copy shall be retained in the Officers
canfdential flas (see clause 10.2).

Should the Officer determine that the possibility of reaching a resolution through Informal
Procedures has been exhausied; both the complainant and the respandent shall be
informed of the sama in writing within S working days.

Following natification that Informal Procedures have been exhausted, the complainant
shall then be advised to:

I reguest, in writing. a formal heanng. or

i, withdraw, in writing, the complasnt

i ——————— . = = — m = —— ===
HL_gI'p:r Echseation Comimission pﬂg& 13



Folicy Geideiines Agreit Seenr) Porasment t lnstinetions of Higher Learning

187 Should the complainant withdraw the complaint. the repor noted in clause 18.2 will
remain in the Officer’s confidential files for a parod of 7 years (see clause 10.2). Both
the comgplainant and the respondant will be notified that the records will remain in the
Officer's files for seven years, Should the complainant request a formal hearing, this
request will be forwarded to the Secretary of the Board of Gavernors. Allached fo the
request will be a copy of the orginal written complaint and any written response from the
respondent

188 I the complainant has neithar writtan to the Officer b Initiate & formal hearing nor wnitten
to withdraw the complaint within 30 working days of being notified in writing that informal
resolution has failed, the complaint shall lapsa

165 Upon receipt of a written complzing, the Harassment Bonitonng Officer | or other HEI
officer where appropriate, shall determing whether the complainant wishes first o
proceed by way of the "Informal Resolution With a Written Complaint® procedure or
whether the complainant wishes direclly 1o proceed with the "Formal Resolution”
procadure.

19.0 FORMAL RESOLUTION WITH A WRITTEN COMPLAINT

| siderations

19.1 If & compiainant requesis a formal hearing, the complainant and any witnesses must be
praparad I be Wentified to the respondant

182  |f a complaint has reached the stage of a lormal hearing, the respondent = entitled to a
spacific dispasition of the issue: or, where the complaint is withdrawn aonce a formal
hearing has begun but before it has concluded, (o a dismissal of the compiaint.

193  ‘Where a complainant alleges that an ingident raises a breach under both fhe Sexual
Harassment and the Anti-Discrimination Policies, the complaint will be dealt with in a
sangle hearing by the same tribunal appoinied under both policies.

194 Mo reprisal against complainant as there is & possibility of further victmization or
hindrance in Bunching a compiaint

19.5  Retaliation or any other action against complainant of sexual harassment is to be taken
serinusly under the pravisions of this poficy. The retzliabon against thase who

. File a sexual harassment complaint or testify, assisl or panicipate in an
imvastigation/procesdings related to such a complaint

* Oppose conduct which constitutes sexual harassment even if formal complaint
has not bean lodged.

Al gllegations of retabation would be investigated formally under the purview of this
policy, and f substantated, would result in appropriate disciplinary action.

20.0 HEARING PANEL FOR SEXUAL HARASSMENT

20.1  Formal hearings will be conducted before a tribunal selected from the membership of a
Hearing Panel for Sexual Harassment The Hearing Fanel will consist of 4 non-leaching
staff members appointed by the Syndicate/Executive CounciiBoard of Governor and 4
members of the weaching siaff igender balance), 2 studenis (one malelone female) with
outstending merit and integnty appointed by the Syndicate/Executive CouncilBoard of
Governar. Thae Chair and the Vice-Chair shall be appointed by the Syndicate/Executive
CounciliBoard of Gowernor from among the members appointed by the
Syndcate/Executive CouncilBoard of Bovemor Staff serving on the Hearing Panel will
be given released fime to do so. The quorum requirement will be S0% of each category,

20.2 Members will be appointed to the Hearing Panel for staggered terms fo provide for
continuity of exparance. Student members shall serve one-year terms and teaching and

e
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non=teaching staff members shall serve two-year ferms. Shorer terms may be required
occasionally fo provide for staggenng and to fill vacancies, Mo member shall serve for
mare than two consecutive tarms. Farmar meambars will be eligiblke for reappointment
after a lapse of two years. Members of the Hearing Panel will receive generic training by
the. Harassment Manibaring Cfficar in the pariicular sansifivitias which surmound sexial
harassment issues, In proceduras whech effect falr resolutions and in penallies and
sanctions which are appropriate to the various breaches of policy and which act as
detarrents to further breaches of policy, bogether with the principles of Academic
Freedom, This training will mat geal with specific cases cumantly befare any tribunal
esfablehed under this policy and & in no way meant to fetter the independence of any
tribunal member to decide any case on the basis of the evidence presented in thal case
and according o his or her conscience,

20,3 The Chair or, altesnatively, the Vice-Chair, in addition fo conducting the business of the
Heanng Pansl, may chair the tnobunals hearing formal complaints, or the Chair may
designate Chairs of fibunals from among the membership of the Hearing Panel.

21.0 SELECTION OF TRIBUNAL

21,7 Upon receipt of the request far a formal hearing, the Sacratary of tha Syndicate/Executive
CounciiBoard of Governar shall forward to the Chair of the Heanng Panel the written
request for g formal hearing. together with e identity of the complainant and the
respondent

212 A tribunal will consist of the Chair or Vice-Chair of the Hearing Panel (or designate), as
described abowve in clause 2001, who will chair the tnbunal, and bwo members of the
Hearing Panel, selected in accordance with the process described below In clause 21.2.
Iribunal may co-opt a professional psyohckogist or gender specialist as needed or
considered appropriate.

213 Mindful of the consttuencies reprasented by the parties in @ case. the Chair of the
Hearing Parel will select six names of Hearing Panel members, inciuding the Chair or
Vice-Chair if either or both has agreed to serve on the tribunal, to be presented ta the
complainant and the respondent within 15 working days af receipt by the Secretary of the
Syndicate/Executive Council'Board of Govemnor of a request for a formal hearing. The
complainant and respondent may object in writing with reasons [ie., biss, conflict of
nterest or other valid reason) to any of the names within 10 working days of receqt of
the names Afer ruling on any objections presented by the complainant andior
respondent the Chair will select addibonal members from the Hearing Panel If thera are
any abjections whatsoever io the Chair's presence on the Tribunal. the Chair will remove
herself or himself from the procedure

214 The Chair will inform the Secretary of the Syndicata/Executive Council'Board of Gavernor
of the membership of the tibunal The Secretary of the Syndicate/Executive
CounciliBoard of Govemor shall then procesd to arrange for the formal hearing(s) in
accaordance with the procedures sat out below

220 PROCEDURAL RULES FOR FORMAL HEARINGS

221  Trbunals conducting Hearings under this policy shall follow the procedures set ouf in the
HEI Act or Statutes regarding discipling and sonduct-HE! Faculty, stafflemployees and
students. The procedures detziled below govem in the sbsence of any judicial
determmation io the contrary. Where any procedural matter is nat dealt with below, the
Tribunal may, after hearing subrissions frem the parties, and guided by the principles of
faimess, establish any appropriate procedurs.

222 Membars of the tribunal must nat hear evidence ar receive represertations regarding the
substance of the case olher than through the procedures descnbed in this document.

B s eSS S — rar
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23.0 PARTIES TO THE HEARING

The signatorys) to the written complaint (the complainants]) and the persen(s) alleged in
the written complaint to have breached this policy (the respondent{s]) shall be parties to
the Hearing,

24.0 SCHEDULING

An attempt shali be made o schedule the Hearngd{s) at a bme and place convensant for the
tribunal and for the parties to the Hearing. Howevar, any party whose reasons [of absence are
nat considersd valid by the Chair of the tnbunal or whose absence may cause unreascnabse
dalay, shall be notified that the tribunal will proceed in that parly's absence.

25.0 NOTICE OF HEARING

251

252

The Hearing(s) shall be commenced as soon as possible following the appointment af the
tribunal, Each party to the Hearing shall be sent a Notice of Haaring stipulating the: time
and place of the Hearing, and the parbes to the Hearng, and identifying the subject
maties of the Hearing

Prios to the Hearing, members of Ihe inbunal shall be provided with: (a) the complainant’s
request for a formal hearing, (b) the complainant's original writlen complaint, and {c) the
respondent’s writlen response to the original complaint,  any

26.0 RECORD OF HEARING

261

262

The Secretary of the SyndicaleExeculive CounciliBoard of Governor will prepare a
Hearing Record consisting of documents which the parties wish to submit ardd on which
they intend to rely al the Hearing. Excluded hom the record are any ‘witniout prejidice’
communications made with a view to infarmally resolving the complaint as well as the
rapart of the Harassment Monitoring Officer, ar other HEI official, on the evenls which
transpired o resolve the complaint informally (see clause 16.0). Prior o making the
recond availzble o members of the tribunal, the panies to the hearing are to have an
opportunity ta review the content of the record and may bring on recoms & praliminary
motion to the fribnal sesking exclusien of part or all of the record which & o be made
availlable 1o tibunal members for the purposa of exgeddting tha heanng. The documents
contained in the record are rot admissible as evidence at tha hearng except on consent
of il the parties o the hearing or upon being proven as evidence through wilnessas at
the hearing.

Objective documeniztion, if required, of the proceeding of the tribunal should be
maintained by audicividen recording whare high confidentially of the records and other
such malerial shall be upheald &t all mes,

27.0 DUTIES OF THE TRIBUNAL CHAIR

2r1

The Chair's duties include. but are not limited to
@ maintaining order during hearings
b. answeanng procedural guestions;
<. granting or denying adjournmeanis;

d arranging for a permanent sudiclape-recording of the proceedings. which shalf
eonstilute the official record of those proceedings, and

e, repariing decisions of tha tibunal to the Head of Inafitution

The above duties shall be underiaken in consultation with the tibunal members, if appropriata.

——— e —
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28.0 COUNSEL

29.0

30.0

31.0

281 Bath the complamant and the respondant have the gl 1o be accompanied by an agviser
or 1o be represented by cournsel.

282 Al parties will bear their own costs related to the procesdings. The tibunal will not arder
or recommend the payment of costs, including any legal costs. of the proceedings to any

party.
CLOSED HEARINGS

Hearings shall be held in camera unless eithar the complainant or the respondent objects that the
hearing, or some part of the hearing. should ba held in public. In the event of such an objaction,
the tribunal shall hear representations from all partes. In making its rubing, the tribunal skhald
conssder whethar malters of an intimate financial or personal nature are to be raised, whether
there is an isaue of public safely involved, the desirability of holding an open hearing and other
refavant circumstances

ORDER OF PROCEEDINGS

30.1  The Chair's opaning statement which shall igentify the parties, infroduce membars of the
tribunal and other parkcipants in the Hearing, identify the nature of the case, confirm that
gl parties have had an ooportunity to sea the record and list any evidence which the
parties have agreed can be admitted on consant.

32 The complamant's opening statement, which shall contain & brief descrption of herhis
case, including what she'he believes is the alfenco.

303  The complainant's wilnesses, sach o be examined as follows:
- axamination by the compdairant,
- Chogs-exarmnabon by the respondent,
- quastions from the Tribunal for the purpose of clarification and dealing with omissions,
- re-examination by the complainant, lmmitaéd 1o points of clarification and fo new issues
arsing oul of the cross-examination by the rezpondent and quastions from the Tribunal,
which issues could not reasonably have been anticipated during the exarmination-in-chief.

i04 The respondent's ocpening statement, which shall contsin a bref reply to the
complainant's case, outlining the main poinis of harfhis defenss,

3.5 The respondent's witnesses, each to be examined as above (sub-section 30.3) beginning
withy examination by the respondent, and 50 on

406  Complainant’s reply witnesses, limitad ta matters which could not reasonably have been
considerad pertinent at the time that the complamant put in her'his case. The
complainant will notl be allowed to split herthis case Winesses called n reply will be
examined as abova, beginning with the examination by the complainant, efe

3.7 Closing arguments to be made first by the respondent 2nd then by the complanant.
[‘.Icﬁ.lng_argumants should address both the substance of the complaint and the
appropriate penalty in the event that the complaint is found to be valid by the tribunal

WITNESSES

The following rules govem wilnessas.

31.1  Only parties to the heanng have the right to call witnasses at the hearing.

32 The tibunal has discrefion fo limd testimony and guestioring of witnesses to those
matters it congiders relevant to the disposition of the case,

1.3 Parlies are responsible for praducing thoor own witnesses and for paying the costs
asaociated with thewr appearancs hefare the tribunal

e—————————— e ————————
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The Chair of the ribunal has the power o comped a withess o attend, and parties may
request the Chair's ald in this regand

The Chair, an his or her own mitiative may, or at the request of eiher party to the heanng
shall, issue an Order Excluding Witnesses from the hearing room except duning the time
their testimeny is reqguired, Once such an order has been issued, witnesses are nol 1o
confer amangst themselves or with ather withesses who have already testified

32.0 EVIDENCE
The following evidentiary rules apply:

321

322

224

324

Parties to the heasing have the right to present evidence in support of their case fo the
tribunal and 1o s2e any writhen or audia visual evidence presanted 1o the tribunal,

The tribunal has the power to require producbon of written or documentary avidence by
the pasties or by other sources

A person appeanng before the tibunal may be required to give evidence under
affismatan or cath

The Harassment Montaring Officer may testify as a witness, if called by one of the
parties. but shall not disclose information provided 1o ber of him in confidence by the
parties or during 'without prejudice’ negotiations, except on consent of the relevant party
ar partas

Complainant{s) may be questioned on behavior related 1o the Incident{s) in gquesbon.
Apart from this, no complainant s to be questioned on previous behavior or characier for
purposas other than those of establishing credibility as a winess

33.0 DELIBERATIONS BY THE TRIBUNAL

331

33:2

33:3

334

335

36

Fallawing the formal hearing, the tribunal shall deliberate in closed session. The tribunal
will decide, either unantmously or by a majonty of the members. the ments of the
complaint on the basis of evidence and arguments presented at the hearing. In arder to
be upheld by the tribunal, complaints under thes policy must be proven on the balance of
probabilities by clear and cogent evidence. Whera tha complaint is found to ba valid, the
tribunal will recommend an appropnate penalty, either unanimously or by a majority

In the event that the Iribunal cannct reach a majority decision with respect to the
recommerded penalty, the fwo members of the tibunal who do not occupy the posibon af
C:hair shall each submit in wriling to the Chair the penaity he or she helipves is
appropriate. The Chair shall select ooe of these two proposals as the tibunal decision.

The fribunal shall prepare and submit 1 the Vice Chancellpr/RactanPresident/Director of
the HEI a writlen repart which ghall include the tribunal’s decssion and the reasons for the
deceion, together with any recommendation for penalty. IF there & a note of dissent
repodt, it shall aleo be submitted 1o the Vice Chancellor/Rector/PresidentDirecior.

Copies of the tribunals report fo the Vice ChanceliorRectorPresident/Directar shall b
sent n confidence to the complainan: the respondent and the Harassmeal Menitoring
Officer. Simitarly, the Vice Chancallor’RestorPresident/Director will inform all parties,
writing, of the final decision in the case and course of action fo be taken, if any.

The Vice ChancellorResionPresidentDirector shalt ensure that any penalles
recommanded are enforced by the authonty respansible for implementing or impasing the
penalty. If the recommendad penalty is suspension or dismissal, the Vice
ChancelorRectorPresidentDirector shall initiate the appropriate procadurs

if the tribunal decides by a preponderance of reliabla evidence that a complaint has becen
fraudulent, malicious, frivolous or vexatious, of is entirely withoul lactual basis, the
Tribunal heanng the arginal complaing will find that e complainant,” as a resull of the
complaint = in breach of this policy & # will recommend to the Vice

— e
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ChancellorRector' President/Director such sanchon or remedy against the complainant
as it feals is appropriate. Prior fo finding that a complamt has been fravdulent, malicious,
frivalous or vesabaus or is antively withoul factual basis, the trbunal will advise the
parties that it is consdering making such a niding and specificzlly invile submissicns on
this point

Drecisions of the tribunal are binding anc cannct b2 appealed within the HEL

The tribunal shall make any oiher recommendabans or comments, as appropeaate, 1o the
Vice ChancellorBecton'Pressdent/Directar, In a document separate from the report
confaining the tribunal's decizion and recommended penalty.

All records pertaining o tribunal procadunes, decisions and recommendatons shall be
retained by the Sexual Harassment Complaint Cell,

34.0 SANCTIONS AND REMEDIES

The falkawing penalties, singly or in combination, may be impesad upan any respondent who is 2
member of the teaching, research or non-teaching stall in any case where sexual harassmenl s
faund to hawve accurmed:

341
34.2
343

a4
5
e
a7
4.8

oral ar writtan reprimand.
inclusion of the decisian in & specifed persannel file(s) of the respondent,

exclusion of the respondent from & designated portion(s) of the HEI's buildings or
grounds, or from one or mose designated HEID activibies, where suech penally is
appropriate to the offence and where fhe penaly does not prevent the respandent from
camying out her'his profassional daties:

impasition of conditions, as decided by the Tribunal.

the imposition of a fine;

recommendation for suspension of tha respondant without pay;
recommendation that dismissal proceedings be commenced; andfor
oiher, @s geemed appropriate

35.0 PENALTIES

The following penathes. singly or in combination, may be imposed upon & student respondant in
any case where sexual harassment is found ta have ococumred:

a5
352

35.3

354
35.5

35.6
357

oral or writtan regrimand;

inclusicn of the decision in & specified student file(s) &l tha respondent, for & specified
pericd of time, not longer than 7 years,

exgclusion of the respondent from @ designated portion(s] of the HEIs buildings ar
grounds, or from one or more designated HEI activibes, where such panalty is
appropriate to the offence and where the penalty does not prevent the respondent from
pursuing herfhis sludies;

impaosition of conditions, as decided by the Tribunal

prohibition of the respondant from atbendance in a course(s), a programme, o a leaching
division or unit, for a pericd of not more than 1 year, andios

othar, as deemed appropriate.

the tribunal of the Hearing Panel must recommend any appropriate sanchon or remedies
it deams necessary to guarantes that tha behavior is not repeated  The tribunal may alsa
make a recommendation to the Vice ChancellerRectonPresidentDirector that the
ml::mplai;znl be sccommodated Tor injury of damage to or loss of propery, subject to
ciausg

e
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355 Suszpension or dismissal may only be recommended, and such recommeandatians shall
be dealt with in accordance with the established policsas and prodcedures and by tha
terns or exiatng confracts of empleyment or collective agreements

36.0 EDUCATION FOR PREVENTION

To ensure prevention of Sewxual harassment on campus the HEl should deveiop programs bo
educate and counsel its staff, faculty and students as well as provide written maltenal for
reference. Education is essential o sensitizing the university faculty staff and students in arder o
elimnate sexual harassment on campus: Al Universities will ‘develop an ongoing training
program. Compdetion and padicipation of the braining program s 10 be made 2 reguirement far all
those whe enler employment or university services Further, notices ba placed by Urnivorsily
authonfies regarding s policies. The Student Advisor in each facuthy/deparment may
disseminate information abouwt these programs, what constituies sexual harassmen!, how lo
respond to b and what to do when someone asks for advice aboul sexual harassment,

37.0 CONSENSUAL RELATIONSHIP BETWEEN HEI COMMUNITY

Linder the palicy it is highly inappropriate for any member af the community o establdish an
intirate relatonship with @ student subordinaie or colleague on whose academic o work
performance he or she will be required to make professional judgments. The policy requires that
the individual should not involve themselves in such conduct as the professional responsibility for
supervision or oversight would be affectad in case such an intimale relatonship cevelops during
the waorking communiby

38.0 APPEAL MECHANISM

Threa mamber Appollate Body shall ba formed by the Syndicate/Execufive CouncillBoard of
Governar for hearing appeals on the decisions of the tnbunal, The recommendations of the
appallate body will be submitted to the head of the HEI for furher perusal of the same whare: the
Head of the HEl miay decide o

a Send the recommendation of the Appellate Body to the Trbunal for recons.deration
B Uphold the decision of the Tribunal

c. Any aggneved by the decision of the head of the HEI basad on the recommendation
of the Trbunal can appeal to the HE! Syndicate/Executive CouncillBoard  af
Governors as its supreme appeliate bodyauthority.

39, Thiz palicy may be reviewed from time fo tima, as requered.
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