
HUMAN RESOURCES ADMINISTRATIVE MANUAL 
EMPLOYEE RELATIONS: PROHIBIT DISCRIMINATION & HARASSMENT 

U S G  O F F I C E  O F  H U M A N  R E S O U R C E S    P a g e  1 | 10 

 

CITATION REFERENCE   

OFFICIAL TITLE POLICY ON PROHIBIT DISCRIMINATION & HARASSMENT 

VOLUME HUMAN RESOURCES 

RESPONSIBLE OFFICE USG HUMAN RESOURCES OFFICE 

ORIGINALLY ISSUED JULY 1, 1983 

REVISED  SEPTEMBER 9, 2021 

 

Policy Statement  
In accordanct

https://www.usg.edu/hr/manual


HUMAN RESOURCES ADMINISTRATIVE MANUAL 
EMPLOYEE RELATIONS: PROHIBIT DISCRIMINATION & HARASSMENT 

U S G  O F F I C E  O F  H U M A N  R E S O U R C E S    P a g e  2 | 10 

 

Who Should Read This Policy 
All employees within the University System of Georgia should be aware of this policy. 

Definitions 
These definitions apply to these terms as they are used in this Policy: 

• Board of Regents (BOR): The governing body of the University System of Georgia. 

• Complainant: An individual who is alleged to have experienced conduct that violates 
applicable policies. 

• Respondent: An individual who is alleged to have engaged in conduct that violates 
applicable policies 

• Sexual Misconduct: Includes, but is not limited to, such unwanted behavior as dating 
violence, domestic violence, nonconsensual sexual contact, nonconsensual sexual 
penetration, sexual exploitation, sexual harassment, and stalking as defined in Board 
Policy. 

• Title IX Sexual Misconduct: Means conduct on the basis of sex that satisfies one or 
more of the following: conditioning the provision of an aid, benefit, or service of the 
institution on an individual’s participation in unwelcome sexual conduct (quid pro quo 
harassment); unwelcome conduct determined by a reasonable person to be so severe, 
pervasive, and objectively offensive that it effectively denies a person equal access to 
the recipient’s education program or activity; or sexual assault, dating violence, 
domestic violence, or stalking as defined by IX. The alleged conduct must have occurred 
in the United States on or at institution-sponsored or affiliated events where the 
institution exercises substantial control over both the Respondent and the context, or in 
buildings owned or controlled by a student organization that is officially recognized by 
the institution. 
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Allegations of Sexual Misconduct, which includes Sexual Harassment, should be addressed 
using the standards set out in the Sexual Misconduct Policy BOR 6.7, the Process/Procedures 
section of this Policy, and any additional institutional policies and procedures. 

Institutions are expected to ensure that all employees are informed of this Policy and any other 
institutional policies and procedures governing such matters. 

This section establishes minimum procedural standards for investigating and resolving alleged 
complaints of discrimination or harassment by employees. Each institution must incorporate 
these minimal standards into its respective employee conduct policies. Institutions may create 
additional policies or procedures to supplement this Policy but may not lessen the minimum 
standards established by this Policy. Additionally, institutions, at their discretion, may apply the 
Title IX Sexual Misconduct procedural standards to other allegations of prohibited 
discrimination or protected class harassment, including Non-Title IX Sexual Misconduct 
allegations. 

• Initial Evaluation of Reports: Upon notice of the alleged misconduct, the institution 
will assess whether a formal investigation, informal resolution, or dismissal would be 
appropriate. In making this determination, the institution will assess whether the 
allegation(s), if true, would rise to the level of prohibited conduct, whether an 
investigation is appropriate in light of the circumstances, whether the parties prefer an 
informal resolution, and whether any safety concerns exist for the campus community. 
The need to issue a broader warning to the community in compliance with the Clery Act 
shall be assessed in compliance with federal law. 

• Confidentiality: Where a Complainant requests that their identity be withheld or the 
allegation(s) not be investigated, the institution should consider whether or not such 
request(s) can be honored while still providing a safe and nondiscriminatory 
environment for the institution. The institution should inform the Complainant that the 
institution cannot guarantee confidentiality and that even granting confidentiality shall 
not prevent the institution from reporting information or statistical data as required by 
law, including the Clery Act. 

• Retaliation: Anyone who has made a report or complaint, provided information, 
assisted, participated, or refused to participate in any manner in these proceedings, 
shall not be subjected to retaliation. Anyone who believes that they have been 
subjected to retaliation should immediately contact the institution’s designee. Any 
person found to have engaged in retaliation in violation of this Policy shall be subject to 
disciplinary action. 

• False Reporting: Individuals are prohibited from knowingly making false statements or 
knowingly submitting false information to a system or institution official. Any person 
found to have knowingly submitted false complaints, accusations, or statements, 
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the finalization of the investigation report when the institution provides the parties the 
right to inspect and review directly related information gathered during the 
investigation. With the party’s permission, the advisor may be copied on all 
communications. 

• Investigation: Throughout any investigation and resolution proceeding, a party shall 
receive written notice of the allegations made against them and shall be provided the 
opportunity to respond. In accordance with the USG Human Resources Administrative 
Practices (HRAP) on Cooperation in Internal Investigations, all employees, both parties 
and non-parties, are required to cooperate to the fullest extent possible in any internal 
investigation conducted by the Board of Regents or any institution thereof when 
directed to do so by the persons who have been given investigative authority. 
 
Until a final determination of responsibility, the Respondent is presumed to have not 
violated any applicable policies associated with the allegations. Prior to finalizing the 
investigation report, timely and equal access to information directly related to the 
allegations that has been gathered during the investigation may be used at the hearing 
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Appendices (Internal Documents, Forms and Web Links)  
• Board Policy 6.7 Sexual Misconduct Policy 

• Board Policy 6.26 Application for Discretionary Review 

• Board Policy Section 8 Personnel 

• HRAP Participating in Investigations 

• HRAP Grievance Policy 

Related Documents and Resources (External) 
• The U.S. Equal Employment Opportunity Commission (EEOC) website 

• Department of Labor website 

• The United States Department of Education website 
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