
13.8 SEXUAL HARASSMENT 

13.8.1 University of Maryland System Policy on Sexual Harassment  

 (Board of Regents Policies and Procedures VI-1.20; Approved by the Board of Regents, 

June 5, 1992) 

 The University System of Maryland is committed to creating and maintaining an 

environment in which every individual can work and learn without being harassed. All members 

of the academic community should support the principle that sexual harassment represents a 

failure in ethical behavior and that sexual exploitation of professional relationships will not be 

condoned. Sexual harassment is inconsistent with commitment to the goals of quality, access and 

choice that characterize the activities of the System and its constituent institutions. Sexual 

harassment is a form of discrimination prohibited by federal and state law. 

 Each institution of the University System of Maryland shall have procedures for 

implementation of the policy prohibiting sexual harassment, consistent with federal and state laws 

and policies.  

 Those procedures shall ensure that the community is educated about the problem and 

sanctions which can be imposed and is well informed concerning resources available to 

complainants, and informal and formal means of complaint resolution. 

 Procedures shall be designed to give due consideration to confidentiality, prevent 

retaliation, and achieve prompt and equitable resolution of complaints while protecting the rights 

of the person bringing the complaint and of the person accused of harassment. 

13.8.2  The University of Maryland Baltimore County Policy Prohibiting Sexual 

Harassment and Procedures for Complaints of Sexual Harassment  

 (Approved by UMBC Faculty Senate February 12, 1991; Section headings and paragraph 

style adapted to the format of this Handbook.)

13.8.2.1  Statement of Policy  

 The University of Maryland, Baltimore County is committed to maintaining a campus 

environment which is free of discrimination and permits equal access and opportunity to all 

faculty, staff and students. Sexual harassment threatens the legitimate expectation of all members 

of the campus community that academic or employment progress is determined by the publicly 

stated requirements of job and classroom performance, and that the campus environment will not 

impede work or study. In general, sexual harassment impedes the ability of the community to 

support the intellectual, professional, personal and social development of students, faculty, and 

staff.

 Sexual harassment by UMBC faculty, staff, and students is prohibited. Sexual harassment 

violates both Maryland and federal law. The Governor of Maryland, by Executive Order No. 

01.01.1980.16, declared that sexual harassment in the workplace in state government will not be 

tolerated. Sanctions against UMBC faculty and staff for sexual harassment may range from 

reprimand to termination, depending on the severity of the conduct and the circumstances of the 

particular case. Likewise, sanctions against UMBC students for sexual harassment may include 

suspension or expulsion from UMBC programs. 



 UMBC recognizes that allegations of sexual harassment are serious, and as these 

procedures indicate, UMBC is committed to (a) taking appropriate action against those who 

violate the provisions of this Policy; (b) protecting targets of harassment from retaliation; and (c) 

protecting the rights of both the alleged harasser and the complainant. Members of the UMBC 

community who seek information and/or counseling regarding UMBC policies on sexual 

harassment, mechanisms for resolving complaints, and resources for complainants and alleged 

offenders should refer to the Resources Listing attached hereto as Appendix A. 

13.8.2.2  Definition of Sexual Harassment  

 For the purposes of this Policy, sexual harassment is defined as unwelcome sexual 

advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature 

when:

 1. Such conduct has the purpose or effect of unreasonably interfering with an 

individual's academic or work performance, or of creating an intimidating, 

hostile, or offensive educational or working environment at UMBC; or 

 2. Submission to such conduct is made either explicitly or implicitly a term or 

condition of an individual's employment at UMBC or an individual's 

participation in a UMBC-sponsored educational program or activity; or 

 3. Submission to or rejection of such conduct by an individual is used as the basis 

for academic or employment decisions affecting that individual. 

 In assessing whether a particular act constitutes sexual harassment under this Policy, the 

standard shall be the perspective of a reasonable person within the UMBC campus community. 

The rules of common sense and reason shall prevail. Allegations of sexual harassment shall be 

judged with attention to the facts particular to the case and the context in which the alleged 

incident(s) occurred. Nothing in this Policy is intended to abrogate an individual's right to 

academic freedom. 

 Sexual harassment may occur within any relationship. It may occur among peers. It may 

occur where no relation exists between the parties other than being co-employees, or co-students. 

It may be directed by students towards faculty or staff. Sexual harassment may occur between 

persons of the same or different genders. 

13.8.2.3  Procedures for Filing Complaints of Sexual Harassment  

 Individuals subjected to an incident of sexual harassment should be aware that there are 

many ways to bring it to the attention of UMBC and, where proper, obtain redress or protection. 

Preventing sexual harassment is a responsibility of the entire campus community. Accordingly, 

each member of the community who receives a complaint has an obligation to inform the 

complainant of this Policy and direct them to the Office of Human Relations Program 

("OHRP").
27

 When such individuals present themselves to OHRP, OHRP shall provide and 

explain this Policy to them, and inform them of their right to have a support person chosen by 
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them in their sole discretion who may be present at various points throughout the process 

("Advocate").

 Complaints may be filed within UMBC and processed internally through informal or 

formal procedures. Complaints may also be filed externally with the U.S. Equal Employment 

Opportunity Commission, the U.S. Department of Education (Office for Civil Rights) or the 

Maryland Commission on Human Relations. 

13.8.2.3.1 Filing of Complaints  

 All students, faculty or staff may, within one hundred eighty (180) days of the offending 

behavior, file a written complaint of sexual harassment with the OHRP. If the complainant wishes 

to proceed, the person shall stipulate a preference for either Informal Mediation or Formal 

Review, as described below, as the process through which the OHRP will resolve the matter. 

 The OHRP shall inform the alleged harasser in writing of the charges filed, provide and 

explain this Policy, inform the alleged harasser of the right to have an Advocate present at various 

times throughout the process, and inform the alleged harasser of the procedure that the 

complainant has selected. Within ten (10) calendar days after receiving written notice of the 

charges, the alleged harasser shall have the right to respond to the charges in writing. 

 If the complaint is filed against an employee in the OHRP, the Provost's Office will 

implement this Policy. If the complaint is filed against either the Provost or President, the 

complaint will be forwarded to the Office of the Chancellor of the University System of 

Maryland. 

13.8.2.3.2 Informal Mediation  

 The OHRP will discuss with both the complainant and the alleged harasser the nature of 

the incidents and the desired outcomes, and seek a resolution of the complaint through counseling 

and/or discussion. The OHRP may also consult with UMBC legal counsel about the matter. If 

desired, either party may have the matter mediated without confronting the other party. If either 

party elects to be supported by an Advocate, the other party will be so notified. 

 If the complaint is resolved by Informal Mediation, a statement containing a mutually 

agreeable resolution, signed by both the complainant and the alleged harasser, and all other 

documentation pertaining to the matter shall be maintained confidentially by the OHRP in its 

files.

 If the complaint cannot be resolved by Informal Mediation, a formal review will be 

initiated. In such an instance, any documentation or report resulting from the investigation during 

the informal review shall be forwarded to the Hearing Officer who conducts the Formal Review. 

 In cases where there is a mutually agreeable resolution but in the opinion of the OHRP 

the charges are egregious, the OHRP may advise the appropriate offices within UMBC of the 

need for corrective or preventative administrative action. 

13.8.2.3.3 Formal Review  

 If the complainant elects to pursue the complaint through Formal Review, the OHRP 

shall give notice to the alleged harasser. If the alleged harasser is a member of the faculty or staff, 

the OHRP shall also notify in confidence the Chair or Director of the division or department 



responsible for the supervision of that person. If a student is accused, the Vice President for 

Student Affairs or the Vice President for Research and Dean of the Graduate School will be 

notified in confidence as appropriate. However, if a student is accused in his/her instructional or 

evaluative capacity, the OHRP will notify in confidence the Chair or Director of the division or 

department responsible for the supervision of that person. 

 A complainant may be accompanied by an Advocate to the Formal Review if the alleged 

harasser gives his/her prior approval. An Advocate who attends the Formal Review may not 

participate in the proceedings. 

 Throughout the Formal Review all persons involved are expected to cooperate with the 

inquiry and treat the proceedings as confidential. 

 The Formal Review will be conducted by the Director of the OHRP or the Director's 

designee (referred to herein as the "Hearing Officer").  The Formal Review will be a closed 

conference of the complainant, the alleged harasser, the Hearing Officer, and the legal counsel if 

desired by either of the parties. However, if an unsuccessful Informal Mediation has preceded the 

Formal Review, then the OHRP shall designate a Hearing Officer from another University 

System of Maryland institution who will conduct the Formal Review.  In such cases, a UMBC 

representative not formerly affiliated with the case will attend the Formal Review. 

 The Hearing Officer will present the charges and provide the complainant the opportunity 

to substantiate the charges through the presentation of evidence and calling and questioning of 

witnesses.  The alleged harasser will then have the opportunity to present evidence and call and 

question witnesses to respond to the charges.  Both the alleged harasser and the complainant shall 

have the right to cross examine the witnesses called by the other party. 

 The complainant and the alleged harasser are free to seek the assistance of legal counsel. 

Legal counsel may accompany and speak for the complainant and the alleged harasser during the 

Formal Review.  The Formal Review will be audio-taped and the tape included as a part of the 

Formal Review File. 

 At the termination of the Formal Review, the Hearing Officer shall submit to the Provost 

a written report, based on the evidence presented, that includes the findings of the Hearing 

Officer, the basis for such findings, and the recommendations of the Hearing Officer. 

 The Provost shall make a decision based on the record.  The Provost shall then notify the 

complainant and the alleged harasser in writing of the final decision, and the basis for such 

decision, within fifteen (15) days of receiving the report from the Hearing Officer.  The Formal 

Review should be completed when possible within sixty (60) days of the initiation of the process. 

13.8.2.3.4 Exigencies  

 UMBC is responsible for protecting the health and safety of its students, faculty and staff.  

If there is cause to believe that the health or safety of any of these persons is endangered as a 

result of pursuing or responding to allegations of sexual harassment, interim administrative action 

may be taken by the Provost prior to the conclusion of either the Informal Mediation or the 

Formal Review.   Such action may range from slight restrictions to complete suspension of the 

individual responsible. 

13.8.2.3.5 Appeal  



 Either party dissatisfied with the decision of the Provost may within fifteen (15) days of 

notice of the decision appeal it in writing to the President. For the purpose of filing an appeal, the 

parties shall have access to the Formal Review file. The written appeal must include a detailed 

statement of the basis for the appeal. The President shall make the final decision and notify the 

parties of the final decision in writing within thirty (30) days of the receipt of the appeal. 

 If the alleged harasser is a faculty member, and the President's decision affects the 

appointment, rank or tenure of the alleged harasser, the alleged harasser can appeal the decision 

of the President to the Faculty Grievance Committee under the procedures set forth in the UMBC 

Policy on Appointment, Rank and Tenure of Faculty. If the President's decision involves the 

termination of a faculty member who is the alleged harasser, the alleged harasser has a right to a 

review pursuant to the Procedures for Hearings Conducted by the Faculty Board of Review as set 

forth in the UMBC Faculty Handbook.

13.8.2.3.6 Alternative Means for Initiating Complaints of Sexual Harassment  

 Classified and associate staff, and academic administrators may complain of sexual 

harassing behavior to the Department Chair/Director or to their immediate supervisor, and utilize 

the Grievance and Appeals provisions of the Personnel Policies and Rules for Classified 

Employees and the Personnel Policies and Rules for Associate Staff. If the offending behavior 

affects a faculty member's rights respecting appointment, salary, promotion, or tenure, or other 

conditions of employment, then the faculty member has the option of filing a complaint with the 

appropriate Dean and utilizing the Faculty Grievance Procedure. Prior to taking any action, the 

office receiving the complaint shall notify the OHRP immediately that a complaint has been filed. 

13.8.2.3.7 Alternative Procedures for Student Complaints Against Students  

 The Office of Judicial Affairs may be used to resolve complaints of sexual harassment 

made by undergraduate students against undergraduate students. 

 The Vice President for Research and Dean of the Graduate School may also receive and 

resolve complaints of sexual harassment made where a graduate student is concerned. 

 Prior to taking any action, the OHRP should be notified immediately by the Office of 

Judicial Affairs and/or the Vice President for Research and Dean of the Graduate School that a 

complaint has been filed. 

13.8.2.3.8 Protection of Complainants  

 Resolution of complaints will be initiated only with the complainant's consent. 

Complainants will be informed fully of their rights and or steps to be taken under these 

procedures. All reasonable action shall be taken to assure that complainants and those testifying 

on their behalf or supporting complainants in other ways will suffer no retaliation as the result of 

their actions in regard to these procedures. 

13.8.2.3.9 Protection of the Alleged Harasser  

 Before investigation of the complaint is initiated, the alleged harasser will be informed by 

the OHRP of the allegations, the identity of the complainant, and the facts surrounding the 



allegations. In the event the allegations are not substantiated, all reasonable steps will be taken to 

restore the reputation of the alleged harasser if it was damaged by the proceedings. 

13.8.2.3 .10 False or Malicious Complaints  

 Complaints found to have been intentionally dishonest in making the allegations or to 

have made them maliciously are subject to UMBC discipline. 

13.8.2.4  Implementation  

 The OHRP shall implement this Policy. 

----

13.8.2.5  Education and Prevention  

 Education of students, staff and faculty is essential for effectively resolving and 

preventing incidents of sexual harassment.  Accordingly, an overall educational program for 

undergraduate and graduate students, faculty and staff for preventing and dealing with sexual 

harassment shall be developed.  All members of the UMBC community who witness or 

experience sexual harassment are encouraged to participate in educating the community by 

objecting to the offending behavior to the person committing it. The educational program will 

include, but not be limited to, the following: 

 1. Informational seminars for all current deans, department chairs, directors, 

faculty, teaching assistants, associate and classified staff, and academic 

administrators to discuss their particular responsibilities with regard to this policy 

and general issues of sexual harassment. 

 2. As a required portion of orientation for new deans, department chairs, directors, 

faculty, teaching assistants, classified and associate staff, academic 

administrators, a discussion of their particular responsibilities with regard to this 

policy and general issues of sexual harassment. 

 3. Training programs for resident assistants, resident managers, all peer educators, 

those who meet students in crisis situations such as campus police officers and 

nurse practitioners, and others serving in an advising capacity to students; these 

programs will include training on the subject of referrals, resources and methods 

for handling instances of sexual harassment. 

 4. Sexual harassment workshops for graduate students in their orientation program 

and subsequent workshops on a regular basis. 

 5. Orientation and subsequent workshops for undergraduate students. These 

workshops will deal with issues of peer harassment as well as harassment 

involving faculty and staff. These workshops will provide information about this 

Policy, identification of resources and exploration of behavioral alternatives. 



 For all of the educational programs listed above, and other educational programs, 

particular attention will be paid to the cultural diversity at UMBC, and to helping members of the 

UMBC community who come from other cultures understand this Policy and behavioral 

standards of this Policy. 

 The President's Commission for Women will work with the OHRP and the other offices 

and departments involved to develop these workshops. The President's Commission for Women 

will assess the effectiveness of the activities provided for in this Section in consultation with the 

UMBC campus Senates. 

 The University will publish annually the operative portions of this policy statement, 

including the resources available to advise, counsel and assist in the mediation of harassment 

allegations, in the UMBC Student Handbook (Resources), the UMBC Faculty Handbook,

relevant personnel documents, the Personnel Policies and Rules for Associate and Classified 

Staff,
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The Retriever with permission, and other widely available printed sources, as practical. 

 The University also will create a brochure designed to educate the campus about the issue 

of sexual harassment, the effect it has on the climate for men and women, the University 

definition and procedures as specified in this Policy, and the resources available for support in 

instances of sexual harassment. 

13.8.2.6  Reporting  

 The OHRP shall gather data from offices and departments across the campus and publish 

annually summary statistics of all complaints of sexual harassment, including, but not limited to a 

listing of all verbal and written complaints, and resolutions. The statistics should include gender 

and professional status of both the complainant and the alleged harasser, but shall not include any 

names or other identifying characteristics. This annual report will be available through the offices 

of the Provost and the Vice President for Administrative Affairs. 

13.8.2.7  Appendix A: UMBC Resources  

 The following University resources are available to members of the campus community 

who seek information and counseling about University policies on sexual harassment, amorous 

and sexual relationships, mechanisms for resolving complaints, and resources for complainants 

and the alleged harasser. These resources include but are not limited to the following: 

 1. Student Health Services provides support, information and referrals to student 

victims of sexual harassment, sexual assault and rape twenty-four hours a day 

every day. 

 2. The Counseling Center provides psychological counseling to student victims of 

harassment, consultation with those acting on behalf of the student, and referrals 

for faculty, staff and student victims of sexual harassment and alleged harassers. 

These services are strictly confidential and may be particularly helpful to 

students who desire assistance in dealing with the psychological impact of sexual 

harassment.
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 3. Campus Police provide referrals to other harassment resources and determine if a 

criminal act has taken place and, if so, determine whether or not the student, staff 

member or faculty member wishes to press criminal charges. 

 4. The Office of Human Relations provides information on sexual harassment, 

investigates complaints of sexual harassment and conducts procedures to 

mediate, resolve and adjudicate complaints of sexual harassment. 

 5. Deans, department chairs, directors and the officers of the institution are to 

provide information and advice about this Policy. 

 6. The Office of Judicial Affairs can provide information and referrals, and may 

also receive and resolve complaints of sexual harassment made by undergraduate 

students against undergraduate students. 

 7. The Vice President for Graduate Studies can provide information and referrals, 

and may also receive and resolve complaints of sexual harassment made by 

graduate students against graduate students. 

 8. State of Maryland Employee Assistance Program. 



13.8.2.8  Amorous and Sexual Relationships

 The educational relationship between faculty (all those who teach at UMBC, including 

graduate students and other instructional personnel) and students is central to the academic 

mission of UMBC.  The respect and trust accorded a professor by a student, as well as the power 

exercised by the professor in giving praise or criticism, grades, and recommendations for further 

study and future employment, diminishes the student's freedom of choice in amorous and sexual 

relationships, even when no coercion is intended by the faculty member.  Likewise, the power 

exercised by a supervisor in the assignment of tasks, evaluations of work performance and 

recommendations for future promotion or employment diminishes a subordinate's freedom of 

choice in amorous and sexual relationships, even when no coercion is intended by the supervisor.  

In addition, such relationships can give rise to charges of favoritism by other students or 

employees in regard to grading, recommendations, promotions, salary increases, and access to 

educational or employment resources and opportunities.  Thus, such relationships may subvert the 

fair and equal access to educational and employment resources to which UMBC is committed. 

 UMBC will not infringe upon the rights of faculty, staff, and students to associate freely, 

or upon their rights to privacy.  At the same time, no personal ties should be allowed to interfere 

with the academic integrity of the faculty-student relationship or with the professional integrity of 

the supervisor-employee relationship. In the particular case of amorous and sexual relationships, 

the potential for harm to that integrity exists not only for the principals involved, but for the larger 

community.  Consequently, it is prudent to avoid sexual relationships where educational or 

supervisory relationships exist and to presume that sexual advances are not welcomed by other 

prudent individuals in such contexts. 

13.8.2.8.1 Amorous and Sexual Relationships Initiated Within the Instructional/supervisory 

Context

 Given the asymmetry of the relationship between faculty and students, faculty members 

are strongly cautioned against entering into an amorous or sexual relationship with students 

enrolled in their classes or subject to their supervision or evaluation.  Likewise, given the 

asymmetry of the relationship between a supervisor and employee, supervisors are strongly 

cautioned against entering into an amorous or sexual relationship with employees subject to their 

supervision or evaluation.  Such a relationship may result in a complaint of sexual harassment. 

13.8.2.8.2 Amorous and Sexual Relationships Predating Instruction or Supervision  

 When a faculty member or supervisor is or has been involved in an amorous or sexual 

relationship with a person, entering into an evaluative role with that person can create a conflict 

of interest.  When the principal parties are in the same academic unit, academically allied units, or 

in the same office or division, a pre-existing amorous or sexual relationship between the parties 

may appear to others to promote favoritism or other differential access to educational or 

employment resources. 

13.8.2.8.3 Requirement to Distance Oneself  

 To avoid conflicts of interest, if a sexual or amorous relationship arose prior to or during 

an instructional or supervisory role, the faculty member or supervisor shall distance himself or 

herself from evaluative or supervisory decisions that involve that person. 


