1994-95
ACADEMIC SENATE
California State University, Sacramento

AGENDA
Thursday, May 11, 1995
Forest Suite, University Union
3:00-4:00 p.m. (following 1995-96 Senate's Organizational/Elections Meeting)

INFORMATION

1. Spring 1995 Schedule of Meetings (tentative):
May 18, 25

2. Report on May 4-5 CSU Academic Senate Meeting -- Statewide Academic Senator

CONSENT CALENDAR

AS 95-42/CODE. Ex. SEXUAL HARASSMENT POLICY (Amends AS 91-49; PM 91-14)

The Academic Senate recommends amendment of the Sexual Harassment Policy
(Presidential Memorandum 91-14) as shown in Attachment (strikeover = deletion;
underscore = addition; %4/#% = changes recommended by Executive Committee).

REGULAR AGENDA

_J'AS 95-41/Flr. MINUTES

Approval of the Minutes of the meeting of April 27 (#17), 1995.

AS 95-38A/AP. Ex. ACADEMIC CALENDARS (Postponed from April 27, 1995, Senate
meeting)

In accordance with a recommendation of the Academic Policies Committee, the Academic
Senate recommends that, beginning with academic year 1996-97, spring recess should be
scheduled to occur immediately after completion of the eighth week of instruction.
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| AS 95-43/FEFC, Ex FACULTY ENDOWMENT FUND--FACULTY MERIT

SCHOLARSHIP AWARD (revised AS 94-73)

y The Academic Senate replaces AS 94-73 printed below:

An applicant for a Faculty Merit Scholarship must have:

» completed at least one semester al CSU, Sacramento and be currently enrolled at
least half time

« aminimum 3.0 overall GPA and be in the top ten percent of GPAs in the student’s
major discipline.

« a letter of support from a faculty member providing an evaluation of academic
achievement and promise of academic success

Applications will be available from Financial Aid by October 1, 1994, with an
application dateline of November I, 1994. Financial Aid will forward those

applications meeting the criteria to the Faculty Endowment Committee by December 1,
1994, for review and final selection before the final day of the Fall semester.

Award recipients shall be introduced and receive their checks at a Senate meeting.

with the following:

FACULTY MERIT SCHOLARSHIP AWARD PROGRAM
Program Description:

Each year, four Faculty Merit Scholarship Awards, each equal to the cost of

Aent registration fees for one semester, shall be made from funds generated from the

Faculty Endowment Fund. Three of the awards shall be made to undergraduate
students and one award shall be made to a postbaccalaureate student. The awards
shall recognize academic achievement and promise of continued academic success.
Award recipients shall be selected by the Faculty Endowment Fund Committee and
recognition of award recipients shall be made at an Academic Senate meeting.

Eligibility Criteria:

Postbaccalaureate students:

1. Postbaccalaureate students must have completed at least one semester at CSUS as a

postbaccalaureate student and have completed at least six units of course work as a
postbaccalaureate student.
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2. Postbaccalaureate students must be enrolled at least half-time (6 units) during the
semester of application and have at least one semester remaining at CSUS.

3. Postbaccalaureate students must have an overall and CSUS postbaccalaureate GPA
of at least 3.5 and be in the top 5% of GPA's in the student's major.

4. Previous recipients of the postbaccalaureate award shall not be eligible for a
second award in this category (previous recipients in the undergraduate category
may be eligible for a postbaccalaureate award).

Undergraduate students:

1. Undergraduate students must have completed at least one year at CSUS and have
completed at least 15 units of course work at CSUS.

2. Undergraduate students must be enrolled at least half-time (6 units) during the
semester of application and have at least one semester remaining at CSUS.

3. Undergraduate students must have a minimum overall and CSUS GPA of 3.5, and
be in the top 10% of GPA's in the student's major discipline.

4. Previous recipients of an undergraduate award are not eligible for a second award
in this category.

Supporting Documents:

1. Applicants must submit a Faculty Merit Scholarship Application Form (which shall
be available in the Financial Aid Office, the Academic Senate Office, and other
locations to be specified by the Academic Senate Chair).

2. Applications must include a "Personal Statement" in which the student describes
his/her academic accomplishments and future educational goals.

3. Applications must include a letter of support from a CSUS faculty member in
which the faculty member provides an evaluation of the student's academic
achievement and promise of academic success.

A
."'AS 95-44/FEFC, Ex. FACULTY ENDOWMENT FUND--FACULTY MERIT
SCHOLARSHIP (TIMELINES FOR THE APPLICATION AND
AWARDS PROCESS)

The Academic Senate approves the following guidelines for establishing timelines for the
Faculty Merit Scholarship application and awards process:
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TIMELINES FOR THE
FACULTY MERIT SCHOLARSHIP
APPLICATION AND AWARDS PROCESS

Action Date

_ Letter to Admissions and Records First Monday of the Fall semester
(A&R) requesting generation of a list

of eligible students

2. Senate receipt of list of eligible End of third week of instruction
students '

3. Mailing to eligible students and One week after receipt of the list
Department Chairs form A&R (end of the fourth

week of instruction)

4 Announcements in The Bulletin and Fifth week of instruction

The Hornet
5. Application Deadline Six weeks after mailing to
students
6. Committee selection of award Four weeks after application
recipients deadline

7. Public presentation of award recipients Last Senate meeting of the Fall or
one at the beginning of the Spring
Semester

Note: Based on the proposed guidelines, specific dates for the 1995-96 cycle would be as
follows: 1. August 28; 2. September 15; 3. September 22; 4. week of September 25;
5 November 3; 6. December 1; 7. mid-December or mid-February.
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Attachment

Academic Senate Agenda
May 11, 1995

CALIFORNIA STATE UNIVERSITY, SACRAMENTO
POLICY ON SEXUAL HARASSMENT

It is the policy of California State University, Sacramento to maintain a working
and learning environment free from sexual harassment of students, staff and
faculty and those who seek such status. All students, staff and faculty should
be aware that this University is concerned and will take action to eliminate
sexual harassment. Sexual harassment is not only unprofessional conduct and
a violation of the law, it is also conduct subject to disciplinary action at the
campus level.

This policy recognizes the University's commitment to the understanding that

the maintenance of ethical standards and the concerns for academic freedom
prohibit the exploitation of faculty, staff, and students. The University is

required by law and by system policy to take all steps necessary to prevent -
sexual harassment. These steps include informing individuals of their rights

and responsibilities, developing educational programs to sensitize the campus
community to the issue, and developing sanctions against harassment. The
University is also legally liable for sexual harassment perpetrated by its '
employees. Additionally, employees may also be held personally liable for acts

of discrimination or sexual harassment.

Since sexual harassment is a complex, emotionally charged topic which raises
questions about the nature of relationships among and between women and
men in academic and work environments, the University will continue its policy
of ensuring that an educational awareness program exists for all
supervisors-managers and all faculty, full-time and part-time, temporary and
 permanent. With education and strict enforcement, the University expects that
incidents of sexual harassment will be reduced and that there will be a change
in the attitudes and expectations that perpetuate it. The Affirmative Action
Officer has been designated the Title IX Coordinator who is responsible for
explaining the procedures for filing complaints of discrimination based on sex
and sexual harassment filed by students and employees and is responsible for
leading this University effort. The Dean of Faculty and Staff Affairs is the
President's designee for purposes of this policy.

Definition (of Sexual Harassment)

An individual's behavior constitutes sexual harassment when it is sexual in
nature and unwanted by the person toward whom it is directed. A finding of
sexual harassment will be made when one or more of the following
circumstances are present:
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1. Submission to or toleration of the conduct is an
explicit or implicit term or condition of appointment, employment,
admission, or academic evaluation;

2. Submission to or rejection of such conduct is used as a basis for a
personnel decision or an academic evaluation affecting an individual;

3. The conduct has the purpose or effect of interfering with the work
performance of faculty or staff or creating an intimidating, hostile,
offensive or otherwise adverse working environment; or

4. The conduct has the purpose or effect of interfering with a student'’s
academic performance, creating an intimidating, hostile, offensive or
otherwise adverse learning environment, or adversely affecting any
student.

Examples of sexual harassment might include: inappropriate personal attention
by an instructor or person with power or authority over another, inappropriate
touching, personal questions or comments of a sexual nature, pressure for
dates or sexual activity, attempted sexual relations, sexual relations, sexual
cartoons or posters and sexual jokes or comments.

CONSENSUAL RELATIONSHIPS IN THE INSTRUCTIONAL AND SUPERVISORIAL
CONTEXT

No person who has instructional responsibilities (faculty, instructor, graduate
assistant, adjunct, undergraduate assistant, tutor) shall have an amorous
relationship (consensual or otherwise) with a student who is enrolled in a
course taught by the person with instructional responsibilities whose academic
work (including work as a teaching assistant, internship supervision, etc.) is
being supervised by the person with instructional responsibilities.

No person (faculty, student, staff and/or administrator) who has supervisorial
responsibilities shall have an amorous relationship (consensual or otherwise)
with anyone with whom they have supervisorial responsibility.

Persons in close personal relationships (including spousal) need to be aware of
perceived or real conflicts of interest.
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CONSENSUAL RELATIONSHIPS OUTSIDE THE INSTRUCTIONAL AND
SUPERVISORIAL CONTEXT - (A CAUTIONARY NOTE)

Amorous relationships between and among members of the campus community
occurring outside the instructional or supervisorial context may lead to
difficulties.

These relationships which the parties view as consensual may appear to others
to be exploitative. Further, in such situations (and others that cannot be
anticipated), the parties may face serious conflicts of interest and should be
careful to distance himself or herself from any decisions that may reward or
penalize the other party involved. A member of the campus community who
fails to withdraw from participation in activities or decisions that may reward or
penalize the party with whom he or she has or has had an amorous relationship
will be deemed to have violated his or her ethical obligation to the University
community.

COMPLAINT PROCEDURE

Prevention is the best tool for the elimination of sexual harassment. The
University will take all steps necessary to prevent sexual harassment from
occurring, by affirmatively raising the subject, expressing strong disapproval,
applying appropriate sanctions, informing employees and students of their
rights and how to raise the issue of harassment under Titles VII and IX, raising
the consciousness of would-be victims, and developing methods to sensitize all
concerned. It is the legal responsibility of department heads, deans,
supervisors, and managers to take all necessary and appropriate steps to
prevent and correct sexual harassment problems. The first corrective step may
be informal. [Note: that using an informal process to resolve a complaint is not
a prerequisite for filing a formal complaint. Any person may directly file a
formal complaint at any time within the prescribed time lines.] If informal steps
are unsuccessful, the matter will be pursued via the formal corrective action or
complaint process.

A determination of sexual harassment must consider two (2) factors:

1. The conduct itself; and
2. The context in which it occurred.

Informal Process

As stated above, whenever possible, complaints should be resolved informally.
Students may receive informal advice and assistance by contacting advisors in
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the offices of the campus Affirmative Action Office, the Counseling Staff,
Student Health Center, any of the school Deans, the Women's Resource Center,
or the Office of the Dean of Students. Faculty and employees may receive
advice and assistance by contacting the offices of their immediate supervisors,
Faculty and Staff Affairs, or the campus Affirmative Action Office.

Third party complaints (complaints filed by one person on behalf of another,
may be filed by contacting or submitting a written complaint to B¢ /Stephanie 1.
Ui4iéii4%, The Affirmative Action Office, Administration 275. The complaint
should include the same information requested in 3a. - "The Filing of a Written
Complaint”. The third party complainant will be informed within five (5) working
days of filing a complaint, which of the existing procedures will be used to
investigate and resolve his/her complaint. [Note: The complainant does not

have to exhaust campus administrative remedies, i.e. informal processes before
they file with OCR.] ,

Formal Process - Internal

If informal discussion does not resolve the problem, and if the complainant

wants to file a formal complaint, then a formal written complaint procedure may
be initiated. The Affirmative Action Officer is responsible for maintaining the
files on all reported cases and will act as a consultant on all investigations, thus

providing support for this policy.

1. Employees covered by discrimination complaint procedures in their
Memorandum of Understanding (i.e. Units 2, 5, 7, 9) will follow their
contract procedures;

2. All other CSUS employees (permanent, probafionary and temporary)
will follow the procedures as outlined in Executive Order 419;

3. Students and non-CSUS employees will use the following procedures
when they are charging a faculty or staff member with sexual
harassment. Other issues of sexual harassment between students
will be handled through the Office of the Dean of Students.

[Note: The complainant does not have to exhaust campus
administrative remedies before he/she file with an outside agency

(e.g. DFEH, EEOC, OCR, OFCCP).1
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a. The Filing of a Written Complaint

The written signed complaint must include the following:

1) The specific act(s) or circumstances that are the basis of
the complaint, including the time and plage of the alleged
action, and

2) The remedy or action requested.

b. Time Limits for the Complaint

A formal complaint will be considered if it is filed with the
Affirmative Action Office within ninety (90) calendar days of the
alleged act. If the act(s) are continuous, then the time for filing
may be within 90 calendar days of the most recent occurrence of
the act.

If circumstances arise which might deter the victim from timely
filing, the time may be extended by the President or his/her
designee or the Affirmative Action Officer. Any time limit that
expires on a day observed as a day off by the University shall be
extended to the next regular work day. Once the formal complaint
has been filed, the President's designee or the Affirmative Action
Officer may extend any other time limits; however, a written reason
for the extension, mailed to the complainant, must be given. The
President's designee for this policy will be the Dean of Faculty and
Staff Affairs.

c. Acceptance of Complaint

The complaint shall be reviewed by the Affirmative Action Officer to
determine whether the alleged act(s) are within the scope of this
procedure. If the complaint meets the above criteria and is
acceptable, it shall receive an administrative review. A copy notice
of the complaint shall be forwarded to the accused and to his/her
supervisor(s) (department chair, dean, or administrator of the
accused).
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d. Administrative Review

The Affirmative Action Officer shall review the complaint and,-#f
appropriate; institute an investigation to be conducted by an

appropriate impartial (one who has no conflict of interest)
administrator-investigator(s). This investigation should take no
more than 30 calendar days to complete. There may be
circumstances, however, (e.q. breaks), which would necessitate
extension of this time line by the President's designee. Such
extensions will be made only for good cause, and the parties will be
notified promptly. After such an investigation, the designated
administrator investigator(s) shall issue a report of his/her findings

to the Affirmative Action Officer within ten (10) calendar days after
completion of the investigation. .

After receipt of these findings, the Affirmative Action Officer shall
make a recommendation to the President—or-his/her-designee;
appropriate Administrative Council level administrator (Dean,
Associate Vice President or Vice President) as to any action to be
taken.

Both parties will also be notified of these findings at the conclusion
of any inquiries and/or investigation into a complaint of
discrimination based on sex or sexual harassment. Notification
will at a minimum, inform the complainant that the inquiry and/or
investigation has been concluded, whether discrimination based on
sex or sexual harassment has been found and whether appropriate
action will be taken. Further, this notice will inform the complainant

of her/his right to appeal and where to obtain this information.

If disciplinary action is recommended against a faculty or staff
member by the Affirmative Action Officer, procedures outlined in
the appropriate MOU or other CSU policy shall be followed.

If disciplinary action is recommended against a student, procedures
as outlined in the Students Rights Handbook shall be followed.

e. Representation

The complainant, the respondent, and/or the University may be
self-represented or represented by another person at any stage of
the formal process.
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f. Written Response to the Complaint

Following the Affirmative Action Officer's recommendation to the
President or his/her designee, a written response to the complaint
shall be sent by the Affirmative Action Officer to all persons
involved. This shall be done no later than thirty (30) calendar days
from receipt of the findings from the designated administrative
investigator. The time may be extended by the President's
designee. -

If the complainant is not satisfied with the written response by the
President/designee and/or Affirmative Action Officer, she/he may
initiate formal external procedures. see Formal External Review
Procedures - Attachment B.

g. Appeal Procedures

If a complainant is not satisfied with the outcome of the complaint
process described above, she/he may file a written appeal with the
President of CSUS or the President's designee, within five (5)
working days of receipt of the response from the Affirmative Action
Officer. The appeal shall outline the basis upon which the
complainant believes the appeal should be granted.

The President or designee will acknowledge receipt of the appeal
within five (5) working days and will, within twenty (20) working

days, provide a written decision to the complainant and respondent.
The President's decision is the final University decision.

Attachments: A: Regulations and Liability
B: Formal External Review
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ATTACHMENT A
REGULATIONS AND LIABILITY

Sexual harassment has been defined for faculty and staff by the Equal
Employment Opportunity Commission as a violation of Sec 703 of Title VIl of
the Civil Rights Act of 1964, as amended.

1. Under Title VII, the University is responsible for its
acts and those of its agents and supervisory employees with
respect to sexual harassment. This responsibility is imposed on
the University regardless of whether the specific acts complained of
were authorized or even forbidden by the University and regardless
of whether the University knew or should have known of their
occurrence. The University will examine the circumstances of the
particular employment relationship and the job functions performed
by the individual in determining whether an individual acts in either
a supervisory or agency capacity.

2. With respect to persons other than those mentioned in
subsection (1) above, the University is responsible for acts of
sexual harassment in the workplace where the University, or its
agents or supervisory employees, knew or should have known of
the conduct. The University may rebut apparent liability for such
acts by showing that it took immediate and appropriate corrective
action.

3. Individuals are also liable for their acts. Such liability may include
tort or criminal liability for assault and battery.

Students

Students' complaints against a faculty member or staff are covered under
Title IX of the Civil Rights Act of 1964. Title IX prohibits discrimination based
on sex in all federally assisted educational programs. Title IX requires the
institution to adopt and publish a procedure for prompt and equitable
resolution of the students' complaints. (The impact of sexual harassment on
students has great potential for harm. They may fear academic reprisals
such as lower grades or denial of recommendations.)

The Affirmative Action Officer has been designated the Title IX Coordinator
who is responsible for explaining the procedures for filing complaints of
discrimination based on sex and sexual harassment and for receiving and

directing such complaints to the proper processing party.
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ATTACHMENT B
FORMAL EXTERNAL REVIEW

A formal external review* may be done by any of the following:

Fair Employment and Housing Commission
- 365 days from last incident

Equal Employment Opportunity Commission
- 300 days (10 months) from last incident

Office of Federal Contract Compliance
- Compliance must be met on a day-to-day basis in accordance with

Executive Order 11246

U. S. Department of Education
- 180 days from last incident or 60 days from the outcome of

grievance complaint.

Civil Courts
- One year from date of discovery

Criminal Courts
- Misdemeanor, 1 year
- Felony, 3 years

* Procedures and time limits are subject to change and the complainant is
responsible to determine his/her rights and the agencies' procedures.
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