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This law prohibits  employment discrimination This law prohibits  employment discrimination 
based on:based on:

�9�9 RaceRace
�9�9 C lC l�9�9 ColorColor
�9�9 ReligionReligion
�9�9 SexSex�9�9 Sex Sex 
�9�9 National OriginNational Origin

Effective 8/30/2006Effective 8/30/2006



Ci il Ri h A f 1991Ci il Ri h A f 1991Civil Rights Act of 1991Civil Rights Act of 1991

Granted litigants broader Granted litigants broader 
remedies and privileges through remedies and privileges through p g gp g g
litigation:litigation:

Right to jury trialRight to jury trial
Punitive & compensatory    Punitive & compensatory    u t e & co pe sato yu t e & co pe sato y
damagesdamages

Effective 8/30/2006Effective 8/30/2006



Age Discrimination in Employment Age Discrimination in Employment 
f 196 ( )f 196 ( )Act of 1967 (ADEA)Act of 1967 (ADEA)

Protects employees or applicants 40 years Protects employees or applicants 40 years 
of age or older:of age or older:of age or older:of age or older:

Cannot discriminate based on age with respect to any Cannot discriminate based on age with respect to any 
term, condition or privilege of employment.term, condition or privilege of employment.
No age preferences limitations or specifications in jobNo age preferences limitations or specifications in jobNo age preferences, limitations or specifications in job No age preferences, limitations or specifications in job 
notice unless required by law.notice unless required by law.

Effective 8/30/2006Effective 8/30/2006



Americans with Disabilities ActAmericans with Disabilities ActAmericans with Disabilities ActAmericans with Disabilities Act

Prohibits discrimination onProhibits discrimination onProhibits discrimination on Prohibits discrimination on 
the basis of disability in all the basis of disability in all 
employment practices.employment practices.
Employer must make Employer must make 
accommodation to known accommodation to known 
disability of qualified disability of qualified 
applicant or employee unless applicant or employee unless 
it imposes undue hardshipit imposes undue hardshipit imposes undue hardship.it imposes undue hardship.

Effective 8/30/2006Effective 8/30/2006



Civil Rights ActCivil Rights Act-- 1972 Amendment1972 AmendmentCivil Rights ActCivil Rights Act 1972 Amendment 1972 Amendment 

Sexual harassment is a: Sexual harassment is a: 

Form of sex discriminationForm of sex discrimination
Violation of federal lawViolation of federal law

Effective 8/30/2006Effective 8/30/2006



Pregnancy Discrimination Act of Pregnancy Discrimination Act of 
19 819 819781978

Amendment to Civil Rights ActAmendment to Civil Rights ActAmendment to Civil Rights Act.Amendment to Civil Rights Act.
Unlawful to discriminate on the Unlawful to discriminate on the 
basis of pregnancy childbirthbasis of pregnancy childbirthbasis of pregnancy, childbirth basis of pregnancy, childbirth 
or related medical conditions.or related medical conditions.

Effective 8/30/2006Effective 8/30/2006



Ut h LUt h LUtah LawUtah Law

Utah AntiUtah Anti--Discrimination ActDiscrimination Act

Utah AntiUtah Anti--Discrimination and Discrimination and 
Labor Division (UALD)Labor Division (UALD)Labor Division (UALD)Labor Division (UALD)

Complaints can be filed withComplaints can be filed withComplaints can be filed with Complaints can be filed with 
either UALD or EEOCeither UALD or EEOC

Effective 8/30/2006Effective 8/30/2006



Governor’s Executive Order (1993)Governor’s Executive Order (1993)Governor s Executive Order (1993)Governor s Executive Order (1993)

Prohibits sexual harassment and Prohibits sexual harassment and 
mandates SLCC to:mandates SLCC to:mandates SLCC to:mandates SLCC to:

Issue rules and policies on sexual harassment.Issue rules and policies on sexual harassment.
Require training for all employees.Require training for all employees.

Effective 8/30/2006Effective 8/30/2006



SLCC Policy SLCC Policy –– Sexual Harassment Sexual Harassment 
2 062 06Avoidance 2.06 Avoidance 2.06 

Employer liable for harassment by Employer liable for harassment by 

sex sex 
racerace

supervisors based on:supervisors based on:

racerace
colorcolor
religionreligion
national originnational originnational originnational origin
ageage
disabilitydisability
protected activity (whistle blowing)protected activity (whistle blowing)p y ( g)p y ( g)
sexual orientationsexual orientation
veteran status veteran status 
pregnancypregnancy

Effective 8/30/2006Effective 8/30/2006



SLCC Policy 2.06 on Unlawful SLCC Policy 2.06 on Unlawful 
HarassmentHarassment

PurposePurposePurposePurpose
ProcedureProcedure
R t li tiR t li tiRetaliationRetaliation
Complaint ProcedureComplaint Procedure
Investigative ProcedureInvestigative Procedure
RecordsRecordsRecordsRecords
TrainingTraining

Effective 8/30/2006Effective 8/30/2006



SLCC AntiSLCC Anti--Discrimination Policy 3.15Discrimination Policy 3.15SLCC AntiSLCC Anti Discrimination Policy 3.15 Discrimination Policy 3.15 
Protected ClassesProtected Classes

AgeAge
Race Race 
ColorColorColorColor
Religion Religion 
National Origin  National Origin  
Di bilitDi bilitDisabilityDisability
PregnancyPregnancy
SexSex
Sexual orientationSexual orientation
Veteran StatusVeteran Status
Protected activity (whistle blowing)Protected activity (whistle blowing)

Effective 8/30/2006Effective 8/30/2006

Protected activity (whistle blowing)Protected activity (whistle blowing)



O GO GEEO GuidelinesEEO Guidelines

UnlawfulUnlawful sexual harassment is sexual harassment is 
defined as, defined as, ,,

“unwelcome sexual“unwelcome sexualunwelcome sexual unwelcome sexual 
advances, requests for sexual advances, requests for sexual 
favors, and other verbal or favors, and other verbal or ,,
physical conduct of a sexual physical conduct of a sexual 
nature.”nature.”

Effective 8/30/2006Effective 8/30/2006



EEOC C it iEEOC C it i II Q id P QQ id P QEEOC CriteriaEEOC Criteria I I -- Quid Pro QuoQuid Pro Quo

Submission either (explicitly Submission either (explicitly 
or implicitly) as a condition or implicitly) as a condition 

f i di id l’ lf i di id l’ lof an individual’s employof an individual’s employ--
ment or academic work, or ment or academic work, or 
rejection of such conduct isrejection of such conduct isrejection of such conduct is rejection of such conduct is 
used as the basis for used as the basis for 
employment or academic employment or academic 
d i i ff ti thd i i ff ti thdecisions affecting the decisions affecting the 
individual.individual.

Effective 8/30/2006Effective 8/30/2006



Quid Pro Quo SummaryQuid Pro Quo SummaryQuid Pro Quo SummaryQuid Pro Quo Summary

“Something for something“Something for somethingSomething for something.Something for something.
Harasser has position of power or Harasser has position of power or 
authority over the person beingauthority over the person beingauthority over the person being authority over the person being 
harassed.harassed.
I di id l’ f l t b it illI di id l’ f l t b it illIndividual’s refusal to submit will Individual’s refusal to submit will 
tangibly affect his/her term of tangibly affect his/her term of 

l t/ d til t/ d tiemployment/education.employment/education.

Effective 8/30/2006Effective 8/30/2006



EEOC Criteria II EEOC Criteria II -- Hostile Work Hostile Work 
EnvironmentEnvironment

Such conduct unreasonably interferes Such conduct unreasonably interferes 
with an individual’s work or academicwith an individual’s work or academicwith an individual s work or academic with an individual s work or academic 
performance or creates an intimidating, performance or creates an intimidating, 
hostile or offensive working or learninghostile or offensive working or learninghostile, or offensive working or learning hostile, or offensive working or learning 
environment.environment.

Effective 8/30/2006Effective 8/30/2006



Hostile Work Environment LevelsHostile Work Environment Levels

Level 1 Level 1 -- Sex role stereotypingSex role stereotyping

Level 2 Level 2 -- Gender abuseGender abuse

Level 3 Level 3 -- Individual targeted abuseIndividual targeted abuse

Level 4 Level 4 -- Criminal touchingCriminal touching

Effective 8/30/2006Effective 8/30/2006



R t li tiR t li tiRetaliationRetaliation

You are protected against retaliation for You are protected against retaliation for 
exercising your right to complain or for exercising your right to complain or for g y g pg y g p
testifying or assisting in an investigation or testifying or assisting in an investigation or 
hearing.hearing.

Effective 8/30/2006Effective 8/30/2006



Supervisor ResponsibilitiesSupervisor ResponsibilitiesSupervisor ResponsibilitiesSupervisor Responsibilities
Provide training on harassment and Provide training on harassment and gg
discrimination awareness and prevention.discrimination awareness and prevention.
Let your employees know you take this Let your employees know you take this 
issue seriously.issue seriously.
Take a proactive stance in providing a Take a proactive stance in providing a 
welcoming work environment free from welcoming work environment free from 
discrimination and harassment.discrimination and harassment.
If discrimination or harassment occursIf discrimination or harassment occursIf discrimination or harassment occurs, If discrimination or harassment occurs, 
take appropriate action in a timely manner.take appropriate action in a timely manner.
Remember you are liable if you knew or Remember you are liable if you knew or 
should have knownshould have knownshould have known.should have known.
Follow SLCC Policies and Procedures.Follow SLCC Policies and Procedures.

Effective 8/30/2006Effective 8/30/2006



E l Ri htE l Ri htEmployee RightsEmployee Rights

Right to a harassment Right to a harassment 
d di i i tid di i i ti ffand discriminationand discrimination--free free 

work environment. work environment. 

Right to file a complaint Right to file a complaint g pg p
without fear of retaliation.without fear of retaliation.

Effective 8/30/2006Effective 8/30/2006



Employee ResponsibilitiesEmployee ResponsibilitiesEmployee ResponsibilitiesEmployee Responsibilities

Treat others with respect.Treat others with respect.
R t h t d di i i ti th tR t h t d di i i ti th tReport harassment and discrimination that Report harassment and discrimination that 
occurs:occurs:

to yourself orto yourself or
to others, which you have observed.to others, which you have observed.

Effective 8/30/2006Effective 8/30/2006



Do’sDo’sDo sDo s
B iB iBe assertive.Be assertive.
Provide a clear and emphatic objection every time the Provide a clear and emphatic objection every time the 
unwelcome conduct happens, whether verbal or nonunwelcome conduct happens, whether verbal or non--verbal verbal 
in nature.in nature.
Keep documentation that includes:Keep documentation that includes:

The time, date, and place the behavior occurred, and the The time, date, and place the behavior occurred, and the 
names of possible witnesses.names of possible witnesses.
A d i ti f th l b h iA d i ti f th l b h iA description of the unwelcome behavior.A description of the unwelcome behavior.
The fact that you want the behavior to stop.The fact that you want the behavior to stop.
Your signature and date.Your signature and date.

If you choose confront the harasserIf you choose confront the harasserIf you choose, confront the harasser.If you choose, confront the harasser.
Continue to report to work.Continue to report to work.
Make an official complaint if the behavior does not stop!!!Make an official complaint if the behavior does not stop!!!

Effective 8/30/2006Effective 8/30/2006



Don’tsDon’tsDon tsDon ts
Don’t attempt to retaliate.Don’t attempt to retaliate.pp

Don’t make yourself guilty of insubordination.Don’t make yourself guilty of insubordination.

Don’t socially or emotionally isolate yourself.Don’t socially or emotionally isolate yourself.

Don’t give in to sexual demands.Don’t give in to sexual demands.

Effective 8/30/2006Effective 8/30/2006



Intent vs. ImpactIntent vs. Impact

Is my intent the same as the Is my intent the same as the 
impact?impact?impact?impact?

“Unwelcome” is determined by   “Unwelcome” is determined by   
the recipient of the behavior, andthe recipient of the behavior, andthe recipient of the behavior, and the recipient of the behavior, and 
others who may observe it.  others who may observe it.  
Therefore, it is the IMPACT not Therefore, it is the IMPACT not 
the INTENT that determines if the INTENT that determines if 
harassment has occurred.harassment has occurred.

Effective 8/30/2006Effective 8/30/2006



Intent vs Impact (cont )Intent vs Impact (cont )Intent vs. Impact (cont.)Intent vs. Impact (cont.)

Is m beha ior elcome?Is m beha ior elcome?Is my behavior welcome?Is my behavior welcome?
Ask yourself the following questions about the person with Ask yourself the following questions about the person with 
whom you are interacting and if the answer is no, it is likely whom you are interacting and if the answer is no, it is likely 
NOT lNOT lNOT welcome:NOT welcome:
Is there equal initiation and participation?Is there equal initiation and participation?
Is there equal power?Is there equal power?
Would I behave similarly with my boss or significant other Would I behave similarly with my boss or significant other 
present?present?
Would I want someone else to act this way toward my friend?Would I want someone else to act this way toward my friend?y yy y
Would I want any of these behaviors to be the subject of an Would I want any of these behaviors to be the subject of an 
article in a SLCC publication or a campusarticle in a SLCC publication or a campus--wide email? wide email? 

Effective 8/30/2006Effective 8/30/2006



If you witness harassment or If you witness harassment or 
di i i idi i i idiscrimination:discrimination:

Do what you can to stop the behavior.Do what you can to stop the behavior.
Inform the victim of his/her rights and advise the Inform the victim of his/her rights and advise the 
person to take immediate actionperson to take immediate actionperson to take immediate action.person to take immediate action.
Offer support.Offer support.
Document the behavior/incident including placeDocument the behavior/incident including placeDocument the behavior/incident including place, Document the behavior/incident including place, 
date, time, and individuals involved, and date, time, and individuals involved, and 
possible witnesses.possible witnesses.
Report the behavior/incident following theReport the behavior/incident following theReport the behavior/incident following the  Report the behavior/incident following the  
complaint procedures outlined in policy.complaint procedures outlined in policy.

Effective 8/30/2006Effective 8/30/2006



C l i P dC l i P dComplaint ProcedureComplaint Procedure
If f l b i bj t d tIf f l b i bj t d tIf you feel you are being subjected to If you feel you are being subjected to 
unlawful harassment you should:unlawful harassment you should:

Document the occurrence.Document the occurrence.
Identify witnesses if applicable.Identify witnesses if applicable.
Report the occurrence.Report the occurrence.
Continue to report to work.Continue to report to work.

Effective 8/30/2006Effective 8/30/2006



Where Do I Go to File a Where Do I Go to File a 
C ?C ?Complaint?Complaint?

You may file a complaint with any of the You may file a complaint with any of the 
following personnel/offices:following personnel/offices:g pg p

Immediate supervisorImmediate supervisor
Any other supervisor within the direct chain of commandAny other supervisor within the direct chain of command
SLCC Department of H man Reso rces (AD 160)SLCC Department of H man Reso rces (AD 160)SLCC Department of Human Resources (AD 160)SLCC Department of Human Resources (AD 160)
SLCC Office  of Equal Employment Opportunity (AD 243)SLCC Office  of Equal Employment Opportunity (AD 243)
Utah AntiUtah Anti--Discrimination and Labor Division, Utah Labor     Discrimination and Labor Division, Utah Labor     
CommissionCommission
Equal Employment Opportunity Commission (Federal)Equal Employment Opportunity Commission (Federal)

Effective 8/30/2006Effective 8/30/2006



C fC fConfidentialityConfidentiality

All complaints will beAll complaints will beAll complaints will be All complaints will be 
kept confidential on a kept confidential on a 
need to know basis.need to know basis.

Effective 8/30/2006Effective 8/30/2006



SLCC Consensual Relations PolicySLCC Consensual Relations PolicySLCC Consensual Relations PolicySLCC Consensual Relations Policy

SLCC actively discouragesSLCC actively discouragesSLCC actively discourages SLCC actively discourages 
consenting romantic and consenting romantic and 
sexual relationships betweensexual relationships betweensexual relationships between sexual relationships between 

employee and student, or supervisor and employee and student, or supervisor and 
employee Such relationships are veryemployee Such relationships are veryemployee.  Such relationships are very employee.  Such relationships are very 
unwise and all employees are advised to unwise and all employees are advised to 
avoid themavoid themavoid them.avoid them.

Effective 8/30/2006Effective 8/30/2006



SLCC Consensual SLCC Consensual 
( )( )Relations Policy (cont.)Relations Policy (cont.)

Anyone who enters into aAnyone who enters into a
romantic or sexual relationromantic or sexual relationromantic or sexual relationromantic or sexual relation--
ship, when a professional ship, when a professional 

power differential exists, must realize thatpower differential exists, must realize thatpower differential exists, must realize that power differential exists, must realize that 
if a charge of sexual harassment is if a charge of sexual harassment is 
subsequently lodged, it will be exceedingly subsequently lodged, it will be exceedingly q y g g yq y g g y
difficult to sustain a defense on the difficult to sustain a defense on the 
grounds of mutual consent.grounds of mutual consent.

Effective 8/30/2006Effective 8/30/2006



SLCC Consensual SLCC Consensual 
( )( )Relations Policy (cont.)Relations Policy (cont.)

Supervisors or other College employees Supervisors or other College employees 
who engage in such relationships may bewho engage in such relationships may bewho engage in such relationships may be who engage in such relationships may be 
subject to:subject to:

th fili f l i tth fili f l i tthe filing of a complaintthe filing of a complaint
disciplinary actiondisciplinary action

Effective 8/30/2006Effective 8/30/2006



SLCC Consensual SLCC Consensual 
( )( )Relations Policy (cont.)Relations Policy (cont.)

Utah law may preclude the Utah law may preclude the 
College from providing aCollege from providing aCollege from providing a College from providing a 
defense or indemnifying such defense or indemnifying such 

an employee in such circumstancesan employee in such circumstancesan employee in such circumstances.an employee in such circumstances.

Effective 8/30/2006Effective 8/30/2006



SLCC Consensual SLCC Consensual 
( )( )Relations Policy (cont.)Relations Policy (cont.)

Conflict of interest issues arise when one of the Conflict of interest issues arise when one of the 
participants in a consensual relationship has the participants in a consensual relationship has the 

bilibiliability to:ability to:
Determine academic action:Determine academic action:

Give credit for a projectGive credit for a projectGive credit for a project. Give credit for a project. 
Issue grades.Issue grades.
Substantially influence colleagues for or against the student.Substantially influence colleagues for or against the student.

Determine job action:Determine job action:Determine job action:Determine job action:
Hire or fireHire or fire
Give or refuse recommendations Give or refuse recommendations 

Effective 8/30/2006Effective 8/30/2006



SLCC Consensual SLCC Consensual 
( )( )Relations Policy (cont.)Relations Policy (cont.)

Other problems:Other problems:
Th t ti l f t li ti i t hTh t ti l f t li ti i t hThe potential for retaliation is strong when a The potential for retaliation is strong when a 
relationship ends.relationship ends.
Other people may be affected and claimOther people may be affected and claimOther people may be affected and claim Other people may be affected and claim 
favoritism.favoritism.
Third party harassment claimThird party harassment claimThird party harassment claim.Third party harassment claim.

Effective 8/30/2006Effective 8/30/2006



If you have any questions, please If you have any questions, please 
call:call:

Equal Employment OpportunityEqual Employment Opportunity (AD243)(AD243) 801801--957957--46874687
Human ResourcesHuman Resources (AD160)(AD160) 801801--957957--42104210

You have successfully You have successfully 
l d h i il d h i icompleted the training, completed the training, 

AntiAnti--Discrimination andDiscrimination and
Harassment Avoidance Harassment Avoidance 
(ADHA). Your next step (ADHA). Your next step Click here to go to Click here to go to 

th ADHA R dth ADHA R d
( ) p( ) p
is to print out the ADHAis to print out the ADHA
Record.  The ADHA Record.  The ADHA 
Record explains theRecord explains the
steps to receive creditsteps to receive credit

the ADHA Record.the ADHA Record.

steps to receive creditsteps to receive credit
for completing the for completing the 
training.training.

Effective 8/30/2006Effective 8/30/2006

http://www.slcc.edu/staffdevelopment/docs/ADHA_Record.pdf

