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2.02  SEXUAL HARASSMENT POLICY 
 
St. John Fisher University is committed to maintaining a workplace free from sexual 
harassment. Sexual harassment is a form of workplace discrimination and will not be 
tolerated at St. John Fisher University. All applicants, employees, interns (paid or unpaid), 
contractors and individuals conducting business with St. John Fisher University are 
required to conduct themselves in a manner that prevents sexual harassment in the 
workplace. Any employee or individual covered by this policy who engages in sexual 
harassment or retaliation will be subject to remedial and/or disciplinary action, up to and 
including termination. This policy is one component of St. John Fisher University’s 
commitment to a discrimination-free and harassment-free work environment. 
 
Sexual harassment is against the law. All employees have a legal right to a workplace 
free from sexual harassment. Employees can enforce this right by filing a complaint 
internally with St. John Fisher University, or with a government agency or in court under 
federal, state or local antidiscrimination laws. 
 
 
JURISDICTION/SCOPE OF THIS POLICY 

This policy is applicable to sexual harassment involving faculty, staff, student 
workers, interns, volunteers, and non-employees. In cases where the accused 
person is an employee or non-employee of the College, the policy and process 
outlined in this policy and the Discrimination and Harassment Complaint Procedure 
will apply. In cases where the accused person is a student, or the complaint falls 
under Title IX and a Formal Complaint as defined in the College’s Sexual 
Misconduct Policy has been filed, the Sexual Misconduct Policy and process will 
apply. These policies apply to sexual harassment that occurs on campus, in the 
workplace, or off campus, while on business travel, or with reasonable connection 
to College programs or activities, including study abroad, internships, or athletic 
activities. Calls, texts, emails, and social media usage by employees can constitute 
unlawful workplace harassment, even if they occur away from the workplace 
premises, on personal devices, or not during work hours. 
 
Sexual harassment can occur between any individuals, regardless of their sex or 
gender. New York Law protects employees; paid and unpaid interns; and non-
employees, including independent contractors, and those employed by companies 
contracting to provide services in the workplace, regardless of immigration status. 
Harassers can be a superior, a subordinate, a co-worker or anyone in the 
workplace including an independent contractor, contract worker, vendor, client, 
customer or visitor. 
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POLICY 
1. St. John Fisher University’s Sexual Harassment policy applies to all employees 

including faculty, staff, and student workers; applicants for employment; interns, 
whether paid or unpaid; volunteers; contractors; and persons conducting 
business, regardless of immigration status, with St. John Fisher University.  
 

2. Sexual harassment will not be tolerated. Any employee or individual covered by 
this policy who engages in sexual harassment or retaliation, as determined 
through the appropriate investigation process, will be subject to remedial and/or 
disciplinary action, up to and including termination. 

 
3. Retaliation Prohibition: No person covered by this policy shall be subject to 

adverse employment or educational action because the individual reports an 
incident of sexual harassment, provides information, or otherwise assists in any 
investigation of a sexual harassment complaint. St. John Fisher University will 
not tolerate retaliation against anyone who, in good faith complains or provides 
information about suspected sexual harassment. Any employee of St. John 
Fisher University who retaliates against anyone involved in a sexual harassment 
investigation will be subjected to disciplinary action, up to and including 
termination. Any employee including faculty, staff, and student worker; paid or 
unpaid intern; volunteer; or non-employee working in the workplace who believes 
they have been subject to such retaliation should inform a supervisor/manager 
or the Assistant Vice President for Human Resources. Any employee including 
faculty, staff and student worker; paid or unpaid intern; volunteer; or non-
employee who believes they have been a target of such retaliation may also seek 
compensation in other available forums, as explained below in the section on 
Legal Protections.  

 
4. Sexual harassment is offensive, is a violation of our policies, is unlawful, and may 

subject St. John Fisher University to liability for harm to targets of sexual 
harassment. Harassers may also be individually subject to liability. Employees of 
every level who engage in sexual harassment, including supervisors and 
managers who engage in sexual harassment or who allow such behavior to 
continue, will be penalized for such misconduct. 

 
 
 
 

Note: For purposes of this policy, a non-employee is someone who is (or is 
employed by) a contractor, subcontractor, vendor, consultant, or anyone providing 
services in the workplace. Protected non-employees include persons commonly 
referred to as independent contractors and temporary workers. Also included are 
persons providing equipment repair, cleaning services or any other services 
provided pursuant to a contract with the employer.  
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5. St. John Fisher University will conduct a prompt, thorough and confidential 
investigation that ensures due process for all parties, whenever management 
receives a complaint about sexual harassment, or otherwise knows of possible 
sexual harassment occurring. Effective corrective action will be taken whenever 
sexual harassment is found to have occurred. All employees, including 
supervisors and managers, are required to cooperate with any internal 
investigation of sexual harassment. 

 
6. All employees are encouraged to report any harassment or behaviors that violate 

this policy. St. John Fisher University will provide all employees a Complaint 
Form to report harassment and file complaints. The Complaint Form for 
Reporting Sexual Harassment is available on the University’s Human Resources 
Department website under “forms”. 
 

7. Supervisors/Managers are required to report any complaint that they receive, or 
any harassment that they observe to Assistant Vice President for Human 
Resources or designee, or the Title IX Coordinator. 

 
8. This policy must be posted prominently in all work locations and be provided to 

employees upon hiring. 
 

DEFINITIONS OF SEXUAL HARASSMENT, SEXUAL ASSAULT, SEXUAL 
EXPLOITATION AND STALKING 

Sexual harassment, including sexual assault, in any setting, is prohibited at St. 
John Fisher University. This policy also prohibits sexual exploitation and stalking.  
 
Sexual Harassment 
Sexual harassment is a form of sex discrimination and is unlawful under federal, 
state, and (where applicable) local law. Sexual harassment includes harassment 
on the basis of sex, sexual orientation, self-identified or perceived sex, gender 
expression, gender identity and the status of being transgender. St. John Fisher 
University recognizes that sexual harassment and sexual misconduct affects 
individuals of all genders, gender identity, gender expressions, and sexual 
orientations.  
 
The University recognizes its responsibility to develop and implement educational 
programs to help its students and employees to recognize and address sexual 
harassment and misconduct and is committed to its prevention. 
 
Sexual harassment is unlawful and against St. John Fisher University policy when 
it subjects an individual to inferior terms, conditions, or privileges of employment. 
Sexual harassment includes unwelcome conduct, which is either of a sexual 
nature, or is directed at an individual because of that individual’s sex, including 
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advances, requests for sexual favors, or other verbal, written, online and/or 
physical conduct that creates a hostile work environment when: 

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

individual’s work performance or creating an intimidating, hostile or 
offensive work environment, even if the complaining individual is not the 
intended target of the sexual harassment; 

 Such conduct is made either explicitly or implicitly a term or condition of 
employment; or 

 Submission to or rejection of such conduct is used as the basis for 
employment decisions affecting an individual’s employment. 

 
A sexually harassing hostile work environment includes, but is not limited to, 
words, signs, jokes, pranks, intimidation or physical violence which are of a sexual 
nature, or which are directed at an individual because of that individual’s sex. 
Sexual harassment also consists of any unwanted verbal or physical advances, 
sexually explicit derogatory statements or sexually discriminatory remarks made 
by someone which are offensive or objectionable to the recipient, which cause the 
recipient discomfort or humiliation, or which interfere with the recipient’s job 
performance. Sexual harassment need not be severe or pervasive and can be any 
harassing conduct that consists of more than petty slights or trivial inconveniences. 
 
Sexual harassment also occurs when a person in authority tries to trade job 
benefits for sexual favors. This can include hiring, promotion, continued 
employment or any other terms, conditions or privileges of employment. This is 
also called “quid pro quo” harassment.  
 
Conduct need not meet the legal definition of unlawful harassment to be a violation 
of this policy. 
 
Examples of Sexual Harassment 
The following describes some of the types of acts that may be unlawful sexual 
harassment and that are strictly prohibited: 
 

 Unwanted sexual advances or propositions, such as: 
o Requests for sexual favors accompanied by implied or overt threats 

concerning the victim’s job performance evaluation, a promotion or 
other job benefits or detriments; or 

o Subtle or obvious pressure for unwelcome sexual activities. 
 Unwelcome touching, physical assault, impeding, restraining, or blocking 

movements, unwanted sexual advances. 
 Sexually oriented gestures, leering; noises, remarks, jokes or comments 

about a person’s sexuality or sexual experience, which create a hostile work 
environment. 
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 Sex Stereotyping occurs when conduct or personality traits are considered 
inappropriate simply because they may not conform to other people’s ideas 
or perceptions about how individuals of a particular sex should act or look. 

 Sexual or discriminatory displays or publications anywhere in the 
workplace, such as: 

o Displaying pictures, posters, calendars, graffiti, objects, promotional 
material, reading materials or other materials that are sexually 
demeaning or pornographic. This includes letters, notes, or 
electronic communications containing comments, words, or images 
of a sexual or suggestive nature. This includes such sexual displays 
on workplace computers or cell phones and sharing such displays 
while in the workplace. 

 Hostile actions taken against an individual because of that individual’s sex, 
sexual orientation, gender identity or/and the status of being transgender, 
such as: 

o Interfering with, destroying or damaging a person’s workstation, tools 
or equipment, or otherwise interfering with the individual’s ability to 
perform the job; or 

o Sabotaging an individual’s work; bullying, yelling, name-calling. 
 
Any employee, intern, volunteer, or other non-employee who feels that they have 
been harassed should file a complaint so that any violation of this policy can be 
corrected promptly. Any harassing conduct, even a single incident, can be 
addressed under this policy. A single isolated incident of sexual harassment may 
create a hostile environment if the incident is sufficient to create inferior terms, 
conditions, or privileges of employment. The more severe the conduct, the less 
need there is to show a repetitive series of incidents to create a hostile 
environment, particularly if the harassment is physical. 
 
The fact that a person is offended is not alone enough to establish a violation of 
this policy. The University evaluates complaints based on a “reasonable person” 
standard, taking into account the totality of the circumstances, including the context 
of the interaction. 

 
 
 
 

 
*Note: Silence or lack of resistance, in and of itself, does not demonstrate consent. In 
addition, consent is unable to be given when a person is incapacitated for any reason, 
including due to the influence of alcohol, drugs, other intoxicants, physical or mental 
incapacitation, lack of consciousness, or being involuntarily restrained. Consent also 
cannot be given when it is the result of any coercion, intimidation, force, or threat of harm. 
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Sexual Assault 
Sexual exploitation and stalking are also prohibited by this policy. 
 
For the purposes of this policy, sexual assault is a non-consensual physical assault 
or sexual act through force or coercion, including physical assaults of a sexual 
nature, such as: 
 

 Touching, pinching, patting, kissing, hugging, grabbing, brushing against 
another employee’s body or poking another employee’s body; 

 Rape, sexual battery, or molestation;  
 Intentional sexual contact of sexual or intimate parts without consent*; or 
 Sexual intercourse without consent*. 

 
Sexual Exploitation 
Occurs when one person takes the non-consensual or abusive sexual advantage 
of others for self-serving advantage or benefit, or to benefit or advantage anyone 
other than the one being exploited, and that behavior does not otherwise constitute 
one of other sexual misconduct offenses. Examples of sexual exploitation include, 
but are not limited to: 
 

 Invasion of sexual privacy; 
 Prostituting another person; 
 Non-consensual digital, video, or audio recording of nudity or sexual activity; 
 Unauthorized sharing or distribution of digital, video or audio recording of 

nudity or sexual activity; 
 Engaging in voyeurism; 
 Knowingly exposing someone to or transmitting an STI or blood born 

infection, such as Hepatitis or HIV to another person; or 
 Intentionally or recklessly exposing one’s genitals in non-consensual 

circumstances or inducing another to expose their genitals. 
 
Stalking 
Engaging in a course of conduct directed at a specific individual that would cause 
a reasonable person (under similar circumstances and with similar identities to 
the complainant) to fear for their safety or the safety of others or suffer substantial 
emotional distress. Acts that together constitute stalking may be direct actions or 
may be communicated by a third party, and can include acts in which the stalker 
directly, or through third parties, by any action, method, device or means, follows, 
monitors, observes, surveils, threatens or communicates to or about a person or 
interferes with a person’s property. 
 
“Substantial emotional distress” is significant mental suffering or anguish, 
whether or not medical or professional treatment or counseling is sought. 
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EMPLOYEE/STUDENT SEXUAL RELATIONSHIPS 

Students are not peers of University employees. Therefore, regardless of 
whether a sexual relationship between a student and a University employee is 
“consensual,” and regardless of whether or not the relationship constitutes sexual 
harassment, such relationships are prohibited. All University employees, 
including full and part-time, are prohibited from entering into any sexual 
relationships with students. 

 
Employees have a responsibility to disclose any potential or perceived covered 
relationships to their supervisor/manager and the Human Resources Department. 
Allegations of University employee/student sexual relationships should be reported 
to the Human Resources Department, Kearney Hall, Room K-211 (585-385-8048 
or humanresources@sjf.edu). 
 
Relationships between two employees are discussed in the Employment of 
Relatives and Personal Associates Policy (See policy 6.06) 
(https://www.sjf.edu/media/services/human-
resources/documents/EmployeeHandbook.pdf). 

 
NO RETALIATION 

Unlawful retaliation can be any action that could discourage an individual from 
coming forward to make or support a sexual harassment claim. Adverse action 
need not be job-related or occur in the workplace to constitute unlawful retaliation 
(for example, threats of physical violence outside of work hours). 
 
Such retaliation is unlawful under federal, state, and (where applicable) local law. 
The New York State Human Rights Law protects any individual who has engaged 
in “protected activity.” Protected activity occurs when a person has: 
 

 Made a complaint of sexual harassment, either internally or with any anti-
discrimination agency; 

 Testified or assisted in a proceeding involving sexual harassment under 
the human rights law or other anti-discrimination law; 

 Opposed sexual harassment by making a verbal or informal complaint to 
management, or by simply informing a supervisor or manager of 
harassment; 

 Reported that another employee has been sexually harassed; or 
 Encouraged a fellow employee to report harassment. 

 
Even if the alleged harassment is not found to rise to the level of a violation of 
the law, the individual is protected from retaliation if the person had a good faith 
belief that the practices were unlawful. However, the retaliation provision is not 
intended to protect persons making intentionally false charges of harassment. 
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REPORTING SEXUAL HARASSMENT 

Preventing sexual harassment is everyone’s responsibility. St. John Fisher 
University cannot prevent or remedy sexual harassment unless it knows about it. 
Any employee, paid or unpaid intern, volunteer, or other non-employee who has 
been subjected to behavior that may constitute sexual harassment is encouraged 
to report such behavior to a supervisor/manager or the Human Resources 
Department. Anyone who witnesses or becomes aware of potential instances of 
sexual harassment should report such behavior to a supervisor/manager or the 
Human Resources Department at 585-385-8048. 
 
Reports of sexual harassment may be made verbally or in writing. A form for 
submission of a written complaint is included at the end of this Policy, and all 
employees are encouraged to use this complaint form. Employees who are 
reporting sexual harassment on behalf of other employees should use the 
Complaint Form and note that it is on another employee’s behalf. 
 
Employees, paid or unpaid interns, volunteers, or non-employees who believe 
they have been a target of sexual harassment may also seek assistance in other 
available forums, as explained below in the section on Legal Protections. 

 
RESPONSIBLE EMPLOYEES 

With the exception of those employees specified as confidential resources, all 
University employees, including faculty, staff, administrators, and students who are 
resident assistants, and peer mentors are “Responsible Employees”. Responsible 
Employees are required to share fully with the Title IX Coordinator, as promptly as 
practical, any disclosure of Prohibited Conduct of which they are aware. The 
information that should be reported includes but is not limited to the identities of 
the parties involved, if known. Faculty are not required to make reports to the Title 
IX Coordinator when they learn of allegations of prohibited conduct through 
classroom writing assignments or class-related discussions unless the 
Complainant expressly requests reporting. 
 
Title IX Coordinator 
The Title IX Coordinator can be reached Monday-Friday, from 8:30 am - 4:30 
pm, Campus Center 206, by phone at 585-385-8232, or by emailing 
titleix@sjf.edu. After hours, reporting individuals can contact the Title IX 
Coordinator through the Residence Director on duty or through the Department 
of Safety and Security. 
 
Department of Safety and Security 
The Department of Safety and Security can be reached 24 hours a day, 7 days a 
week by phone at (585) 385-8111 or in person at the Haffey Hall Lobby. 
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SUPERVISORY RESPONSIBILITIES 

All supervisors and managers who receive a complaint or information about 
suspected sexual harassment, observe what may be sexually harassing 
behavior, or for any reason suspect that sexual harassment is occurring, are 
required to report such suspected sexual harassment to the Human Resources 
Department.  
 
In addition to being subject to discipline if they engaged in sexually harassing 
conduct themselves, supervisors and managers will be subject to discipline for 
failing to report suspected sexual harassment or otherwise knowingly allowing 
sexual harassment to continue. 
 
Supervisors and managers will also be subject to discipline for engaging in any 
retaliation. 
 
St. John Fisher University fully supports all local, state, and federal laws 
prohibiting rape and sexual assault and will cooperate with law enforcement 
officials who investigate such allegations to the fullest extent allowed under the 
law. Students and University employees should be aware that sexual assault 
must also be reported to and investigated by law enforcement agencies as 
required by State law. This may lead to the determination that the conduct 
represents a violation of state or federal law subject to criminal prosecution. 
Incidents involving violent felony offenses reported to the University are 
automatically reported to local law enforcement authorities. 
 

COMPLAINT AND INVESTIGATION OF SEXUAL HARASSMENT 
All complaints or information about suspected sexual harassment will be 
investigated, whether that information was reported in verbal or written form. 
Investigations will be conducted in a timely manner, and will be confidential to  
the extent possible. 
 
An investigation of any complaint, information or knowledge of suspected sexual 
harassment will be prompt and thorough and will be completed as soon as 
reasonably possible. The investigation will be confidential to the extent possible. 
All persons involved, including complainants, witnesses and alleged harassers 
will be accorded due process to protect their rights to a fair and impartial 
investigation. 
 
Any employee may be required to cooperate as needed in an investigation of 
suspected sexual harassment. St. John Fisher University will not tolerate 
retaliation against employees who file complaints or participate in any 
investigation regarding a violation of this policy.  

 
See the discrimination and harassment complaint procedure outlined in the 
Discrimination & Harassment policy (See policy 2.04). 
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See the Complaint Form for Reporting Sexual Harassment, Harassment and 
Discrimination. This form is also available on the University website at: 
https://www.sjf.edu/media/services/human-
resources/documents/SexualHarassmentComplaintForm.pdf  

 
 
 
PROCESS FOR ADDRESSING ALLEGATIONS OF SEXUAL MISCONDUCT 

University policy also prohibits “sexual misconduct” which includes sexual or 
gender-based violence, sexual or gender-based harassment, sexual assault, 
sexual exploitation, intimate partner violence including dating violence and 
domestic violence, stalking, and retaliation related to such misconduct. The 
University will address any incidents of sexual misconduct in the workplace, or 
which are otherwise connected with University programs and activities through 
the process which is appropriate to the status of the alleged perpetrator. 

 
COMPLAINTS OF SEXUAL MISCONDUCT INVOLVING MEMBERS OF THE 
CAMPUS COMMUNITY 

If the alleged perpetrator is a University employee, and the alleged victim is a 
University employee, the victim should report the behavior to a 
supervisor/manager or to the Human Resources Department (585-385-8048, 
Kearney Hall, Room K-211). An additional report may be made to the Department 
of Safety and Security (585-385-8111, Haffey Hall Lobby), or to the Monroe 
County Sheriff’s Office (911). 
 
If the alleged perpetrator is a University employee, and the alleged victim is a 
student, the victim should report the behavior to the Department of Safety and 
Security (585-385-8111, Haffey Hall Lobby), the Title IX Coordinator ((585-385-
8232, Campus Center, Room 206), or by emailing titleix@sjf.edu), or the Monroe 
County Sheriff’s Office (911).  
 
If the alleged perpetrator is a student, and the alleged victim is a student or 
University employee, the victim should report the behavior to the Department 
of Safety and Security (585-385-8111, Haffey Hall Lobby), the Title IX 
Coordinator ((585-385-8232, Campus Center, Room 206), or by emailing 
titleix@sjf.edu), or the Monroe County Sheriff’s Office (911). If the alleged victim 
is a University employee, an additional report should be made to the 
supervisor/manager, or the Human Resources Department (585-385-8048, 
Kearney Hall, Room K-211). 
 
When reported to a University official, complaints will be addressed through the 
process which is appropriate to the status of the alleged perpetrator. In cases 
where the accused person is an employee or non-employee of the University, 
the Sexual Harassment policy and process outlined in this policy and the 
Discrimination & Harassment policy will apply. In cases where the accused 
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person is a student, or the complaint falls under Title IX and a Formal Complaint 
as defined in the University’s Sexual Misconduct Policy has been filed, the 
Sexual Misconduct Policy and process will apply. When reported to the Monroe 
County Sheriff’s Office, the Sheriff’s Office will follow its procedures.  

 
COMPLAINTS OF SEXUAL MISCONDUCT INVOLVING NON-MEMBERS OF THE 
CAMPUS COMMUNITY 

If the alleged perpetrator is a non-member of the campus community and the 
alleged victim is a student, the victim should report the behavior to the 
Department of Safety and Security (585-385-8111, Haffey Hall Lobby), the Title 
IX Coordinator (585-385-8232, Campus Center, Room 206), or by emailing 
titleix@sjf.edu), or the Monroe County Sheriff’s Office (911). If the victim is a 
University employee, the victim should report the behavior to a 
supervisor/manager, or to the Human Resources Department (585-385-8048, 
Kearney Hall, Room K-211). 
 
If the alleged perpetrator is a student or University employee and the alleged 
victim is a non-member of the campus community, the victim should report 
the behavior to the Department of Safety and Security (585-385-8111, Haffey 
Hall Lobby), the Title IX Coordinator ((585-385-8232, Campus Center, Room 
206), or by emailing titleix@sjf.edu), or the Monroe County Sheriff’s Office by 
calling 911. 
 

LEGAL PROTECTIONS AND EXTERNAL REMEDIES 
Sexual harassment is not only prohibited by St. John Fisher University but is also 
prohibited by state and federal law. 
 
Aside from the internal process at St. John Fisher University, individuals may 
also choose to pursue legal remedies with the following government entities at 
any time. 
 
New York State Division of Human Rights (DHR) 
The Human Rights Law (HRL) codified as N.Y. Executive Law, art. 15, § 290 et 
seq., applies to employers in New York State with regard to sexual harassment, 
and protects employees, paid or unpaid interns and non-employees regardless 
of immigration status. A complaint alleging violation of the HRL may be filed 
either with DHR or in New York State Supreme Court. 
 
If an individual did not file at DHR, they can sue directly in state court under the 
HRL, within three years of the alleged discrimination. An individual may not file 
with DHR if they have already filed a HRL complaint in New York State Supreme 
Court. 

 
Complaining internally to the University does not extend the time to file with DHR 
or in court. The three years is counted from date of the most recent incident of 
harassment. 
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An attorney is not needed to file a complaint with DHR, and there is no cost to file 
with DHR. 

 
DHR will investigate the complaint and determine whether there is probable cause 
to believe that harassment/discrimination has occurred. Probable cause cases are 
forwarded to a public hearing before an administrative law judge. If 
harassment/discrimination is found after a hearing, DHR has the power to award 
relief, which varies but may include requiring the employer to take action to stop 
the harassment, or redress the damage caused, including paying monetary 
damages, attorney’s fees and civil fines. 
 
DHR’s main office contact information is: NYS Division of Human Rights, One 
Fordham Plaza, Fourth Floor, Bronx, New York 10458, (718) 741-8400, 
www.dhr.ny.gov. 

 
Contact DHR at (888) 392-3644 or visit dhr.ny.gov/complaint for more information 
about filing a complaint. The website has a complaint form that can be 
downloaded, filled out, notarized and mailed to DHR. The website also contains 
contact information for DHR’s regional offices across New York State. 
 
United States Equal Employment Opportunity Commission (EEOC)  
The EEOC enforces federal anti-discrimination laws, including Title VII of the 1964 
federal Civil Rights Act (codified as 42 U.S.C. § 2000e et seq.). An individual can 
file a complaint with the EEOC anytime within 300 days from the harassment. 
There is no cost to file a complaint with the EEOC. The EEOC will investigate the 
complaint and determine whether there is reasonable cause to believe that 
discrimination has occurred, at which point the EEOC will issue a Right to Sue 
letter permitting the individual to file a complaint in federal court. 

 
The EEOC does not hold hearings or award relief but may take other action 
including pursuing cases in federal court on behalf of complaining parties. Federal 
courts may award remedies if discrimination is found to have occurred. In general, 
private employers must have at least 15 employees to come within the jurisdiction 
of the EEOC. 
 
If an employee believes that they have been discriminated against at work, they 
can file a “Charge of Discrimination.” The EEOC has district, area and field offices 
where complaints can be filed. Contact the EEOC by calling (800) 669-4000 (800) 
669-6820 (TTY), visiting their website at www.eeoc.gov or via email at 
info@eeoc.gov. 

 
If an individual filed an administrative complaint with DHR, DHR will file the 
complaint with the EEOC to preserve the right to proceed in federal court. 
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Local Protections 
Many localities enforce laws protecting individuals from sexual harassment and 
discrimination. An individual should contact the county, city or town in which they 
live to find out if such a law exists. 
 
Contact the Local Police Department  
If the harassment involves physical touching, coerced physical confinement or 
coerced sex acts, the conduct may constitute a crime. Contact the local police 
department, Monroe County Sheriff’s Department Victim Assistance Program at 
585-753-4389 (https://monroecountysheriff.info/). 
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2.10  WHISTLEBLOWER/STANDARDS OF 

CONDUCT: CONFIDENTIAL REPORTING 
POLICY 

 
This policy is intended to encourage and enable trustees, officers, employees, students, 
and others to bring serious concerns to the attention of the University without fear of 
impairing their personal status or position at the University.  
 
 
GENERAL POLICY GUIDELINES 

All trustees, administration, faculty and staff employees, volunteers and students 
are expected to act with honesty, integrity, and openness in all their dealings for 
the University. The University depends on its constituents to help the University 
protect and maintain its resources and the private support that enables the 
University to pursue its mission. While the University has internal controls and 
operating procedures to detect and deter improper activities before they occur, 
even the best of controls cannot provide an absolute safeguard against 
unintentional or intentional violations of law, regulation, or University policy. We 
each are responsible for helping to prevent such violations. 

 
Therefore, the University will investigate and take action to stop any suspected 
fraudulent or dishonest conduct or violation of law, regulation, or University policy, 
including any misuse of the University’s resources or property. Failure to follow the 
University standards of conduct will result in disciplinary action, including possible 
termination of employment and possible civil or criminal prosecution if warranted.  

 
All trustees, administration, faculty and staff employees, volunteers and students 
are encouraged to use this policy to report serious concerns that may amount to 
fraudulent or dishonest conduct or violation of law, regulation or University policy 
(i.e., to act as “whistleblower”), pursuant to the procedures set forth below. 

 
PROCEDURES 

Generally, these whistleblower procedures are to be used to report matters that 
are not covered by other complaint procedures offered by the University. For 
example, complaints concerning prohibited harassment or discrimination must be 
reported using the procedures set out in the Discrimination & Harassment policy 
(for employees), the annual Student Handbook (for students), and the Sexual 
Misconduct Policy (as applicable). Complaints concerning the terms and 
conditions of an employee’s personal employment situation, other than prohibited 
harassment or discrimination, must be reported through the Staff Complaint 
Procedure or Faculty Grievance Procedure, as applicable. Complaints concerning 
students’ academic concerns, including reports of academic dishonesty or failure 
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to maintain academic standards, must be reported using the procedures set out in 
the Student Handbook or University Bulletin as applicable. Complaints concerning 
student violation of other University regulations must be reported using the student 
disciplinary system process.  
 

REPORTING GUIDELINES 
1. Employees must follow all University policies and procedures and comply with all 

laws and regulations in carrying out their duties and responsibilities for the 
University; 
 

2. It is the employee’s responsibility to report violations or suspected violations, as 
well as fraudulent or dishonest conduct, in accordance with this policy; 

 
3. Employees who become aware of a potential or actual violation of law, regulation, 

or University policy, or other fraudulent or dishonest conduct, must report such 
potential or actual conduct to the Assistant Vice President for Human Resources, 
regardless of whether you are personally involved in the matter. If the Assistant 
Vice President for Human Resources is involved in the activity that the employee 
is questioning, the employee must report such conduct directly to the President; 

 
4. Employees who are unsure if the practice that concerns them is inappropriate or 

not, and therefore unsure if their complaint would be “whistleblower in nature,” they 
may seek guidance from any University Official (or their supervisor/manager) who 
has responsibility for overseeing compliance with the particular policy. If their 
supervisor/manager or next respective University Official is involved in the activity 
that they are questioning, they may address their question to the Assistant Vice 
President for Human Resources; 

 
5. The University will attempt to handle all such reports with discretion and with due 

regard for the privacy of the whistleblower; 
 

6. Employees may make an anonymous report, with the understanding that any 
investigation may be hampered due to the inability to obtain a full and complete 
account of relevant and necessary facts, or to ask additional questions, or seek 
clarification as any investigation proceeds; 

 
7. Reporting information on an anonymous basis can be done by using one of the 

following options: 
 

i. Faxing a written complaint from a copy service or other non-traceable 
fax number to 585-385-2102 

ii. Submitting an email message from an anonymous email source, such 
as Yahoo or Hotmail to the Assistant Vice President for Human 
Resources at humanresources@sjf.edu  

iii. Using the third-party hotline service “report it” online: 
1) Go to: http://www.reportit.net/ 
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2) Click “Report it Online” 
3) Click the orange “reportit now” button 
4) Enter the University’s username/password: sjf/reportit 

iv. Using the third-party hotline service “Report It” by phone: 
1) Dial 1-877-778-5463 
2) Provide the operator with the University’s 

username/password: sjf/reportit 
 

8. Allegations of suspected improper activities should be made in writing so as to 
assure a clear understanding of the issues raised but may be made orally. Such 
reports should be factual and contain as much specific information as possible. All 
reports should be dated and should include all available backup information.  
 

9. Allegations made maliciously or with reckless disregard for their truth or falsity are 
considered “baseless allegations”. Persons making such allegations may be 
subject to disciplinary action, up to and including termination of employment, by 
the University.  

 
RIGHTS AND RESPONSIBILITIES 

Supervisors/Managers 
Supervisors/Managers are required to report suspected fraudulent or dishonest 
conduct and violations of law, regulations, or University policy. In addition, 
supervisors/managers are responsible for maintaining a system of management 
controls which detect and deter fraudulent or dishonest conduct in those areas 
where they have authority. 
 
Reasonable care should be taken in dealing with suspected misconduct to avoid: 
 

 Baseless allegations; 
 Premature notice to persons suspected of misconduct and/or disclosure of 

suspected misconduct to others not involved with the investigation; and  
 Violations of a person’s rights under law. 

 
Due to the important, yet sensitive nature of the suspected violations, effective 
professional follow-up is critical. Supervisors/Managers, while appropriately 
concerned about “getting to the bottom” of such issues, should not attempt to 
handle any “whistleblower” matters on their own. Accordingly, any 
supervisor/manager who becomes aware of suspected fraudulent or dishonest 
conduct or violations covered by this policy should: 
 

 Immediately notify the Assistant Vice President for Human Resources of the 
matter (or the President if the Assistant Vice President for Human 
Resources is involved in the suspected activity); 

 Not contact the person suspected to further investigate the matter or 
demand restitution; 
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 Direct all inquiries from internal or external parties, such as attorneys or the 
media, to the Assistant Vice President for Human Resources or, if directed, 
to the University’s Director of Marketing and Communications. 

 
INVESTIGATION 

Upon receipt of a complaint under this policy, the Assistant Vice President for 
Human Resources (or the President where applicable) will conduct an 
investigation or arrange for the investigation of the complaint by another University  
 
official(s) as appropriate. Relevant matters will be reviewed and analyzed, with 
documentation of the receipt and treatment of the complaint. Investigations will be 
concluded with all due speed. Investigations may warrant participation by 
independent persons such as auditors, consultants, and/or other outside 
personnel. 
 
The University will take appropriate corrective and/or disciplinary action, if 
necessary, against any person found to have engaged in fraudulent or dishonest 
conduct, or found to have violated any law, regulation or University policy. Actions 
may include termination or civil or criminal prosecution where warranted.  
 
Any staff employee who is disciplined or adversely affected as a result of the 
investigation and findings may challenge the decision by filing a written objection 
with the President (or with the Chair of the Board of Trustees if the complaint 
involved activity by the President) within ten (10) days of notification of the adverse 
action. The decision in response to the objection will be final and not subject to any 
further grievance or complaint process within the University. 
 
Any faculty member who is disciplined or adversely affected as a result of the 
investigation and findings may challenge the decision by using the Faculty 
Grievance Procedure in the Faculty Statutes. Where termination is recommended 
of a faculty member with tenure or whose term appointment has not expired, the 
procedures for Academic Due Process in the Faculty Statutes shall be followed. 
 
Where potential discipline of a student is involved and falls within the categories 
covered by student disciplinary procedures set out in the Student Handbook or 
University Bulletin, those procedures shall be followed.  
 
Any trustee or volunteer who is adversely affected as a result of the investigation 
and findings may challenge the decision by filing a written objection with the Chair 
of the Board of Trustees within ten (10) days of notification of the adverse action. 
The decision in response to the objection will be final. 
 
Files pertaining to the complaint and investigation process will be retained in the 
Human Resources Department and will be subject to the normal practices for 
record retention. 
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WHISTLEBLOWER PROTECTION 

The University will protect whistleblowers as stated below. 
 

 Trustees, administrators, faculty and staff employees, students, and all 
other persons engaged by the University are prohibited from retaliating 
against a whistleblower for any good faith whistleblowing activity. 
Retaliation shall include, but not be limited to intimidation, harassment, 
discrimination or other retaliation. In the case of employees or students, 
retaliation will also include acting with the intent or effect of adversely 
affecting the terms or conditions of the whistleblower’s employment or 
student status including, but not limited to, making threats of physical harm, 
loss of job, punitive work or academic assignments, or impacting a 
whistleblower’s salary, fees, or scholarship funds. Whistleblowers who 
believe that they have been retaliated against may file a written complaint 
with the Assistant Vice President for Human Resources or the President. 
All complaints of retaliation will be promptly investigated and appropriate 
corrective measures and/or disciplinary action taken if allegations of 
retaliation are substantiated. This protection from retaliation does not 
prohibit supervisors/managers from taking action, including corrective or 
disciplinary action, against employees in the usual scope of their duties 
based on valid performance-related factors that are not part of the 
whistleblowing activity. Nor does this protection from retaliation prohibit 
professors from making academic decisions about students based on valid 
factors that are not part of the whistleblowing activity. 

 
 Whistleblowing complaints will be handled with sensitivity, discretion, and 

confidentiality to the extent allowed by the circumstances and the law. 
Generally, this means that whistleblower complaints will be shared only with 
those who have a need to know so that the University can conduct an 
effective investigation and determine what action to take based on the 
results of any such investigation. In appropriate cases, the University will 
contact and share information with law enforcement personnel. Should 
disciplinary or legal action be contemplated against a person or persons as 
a result of a whistleblower complaint, such persons may also be informed 
of the identity of the whistleblower where necessary to protect their own 
ability to defend themselves. In such cases, the person(s) accused of 
improper conduct will be reminded of the University’s strict policy against 
retaliation. 

 
 Whistleblowers must be cautious to avoid baseless allegations (as 

described below in the definitions section of this policy). 
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ADMINISTRATION OF POLICY 
The Assistant Vice President for Human Resources shall be responsible for 
administering this policy. Such individual shall report any actions taken pursuant 
to this policy to the Audit Committee. 
 
This policy shall be distributed to all trustees, officers, employees and volunteers 
who provide substantial services to the University. Distribution for these purposes 
may include posting the policy on the University’s website or at the University’s 
office in a conspicuous location accessible to employees and volunteers. 
 
 

GLOSSARY 
“Whistleblower”: A trustee, administrator, faculty (adjunct or full-time) employee, 
staff employee, volunteer or student who informs a University Official about an 
activity relating to the University which that person believes to be fraudulent or 
dishonest or a violation of law, regulation, or University policy.  
 
“Employee” (for purpose of this policy only): All full-time and part-time faculty and 
staff employees, student employees, and temporary and casual employees on the 
University payroll.  
 
“Baseless Allegations”: Allegations made maliciously or with reckless disregard for 
their truth or falsity. Persons making such allegations may be subject to disciplinary 
action, up to and including termination of employment, by the University.  
 
“Fraudulent or Dishonest Conduct”: A deliberate act or failure to act with the 
intention of obtaining an unauthorized benefit or privilege. Examples of such 
conduct include, but are not limited to: 
 

 Forgery or alteration of documents; 
 Unauthorized alteration or manipulation of computer files; 
 Fraudulent financial reporting; 
 Pursuit of a benefit or advantage in violation of the University’s Conflict 

of Interest policy;  
 Impropriety in the handling or reporting of money or financial 

transactions; 
 Disclosure of confidential or proprietary information to outside parties; 
 Acceptance or seeking anything of material value from contractors, 

vendors, or persons providing services with the expectation of favorable 
action by the University official on any specific matters pending between 
the University and the gift giver; 

 Destruction, removal or inappropriate use of records, furniture, fixtures, 
and equipment; 
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 Misappropriation or misuse of the University’s resources, such as funds, 
supplies, or other assets; 

 Authorization or receipt of compensation for goods not received or 
services not performed; or 

 Authorization or receipt of compensation for hours not worked. 
 

“Assistant Vice President for Human Resources”: Contact information is as follows: 
Office phone number is 585-385-8048; confidential fax number is 585-385-2102, 
mailing address is 3690 East Avenue, Rochester, NY 14618; and email address 
is: humanresources@sjf.edu. 
 

ADDITIONAL INFORMATION 
Employees and students should contact the Department of Safety & Security at 
585-385-8111 or 585-385-8000 if they observe behavior or threats that could 
cause physical harm to an individual. The Department of Safety and Security team 
responds to all types of behaviors, including physical and emotional distress. 
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Areas of Concern University Official 

Employment: 
Performance Hiring 
Practices 
Human Resources & Benefits 
Unlawful Harassment 

Mrs. Valerie C. Benjamin 
Assistant Vice President for Human Resources 
Office: 585-385-7247 

Academic Support: 
HEOP 
Career Services Library 

Dr. Kevin Railey, Provost 
Office of the Provost 
585-385-8402 

 

Student Services: 
Diversity Wellness 
Center Student Affair 

Dr. Matha Thornton, 
Vice President for Student Affairs and Dean of Students 
Office: 585-385-8229 

School of Business Dr. Carol Wittmeyer, Interim Dean 
Office: 585-385-8238 

Ralph C. Wilson, Jr. School of Education Dr. Joellen Maples, Dean 
Office: 585-899-3727 

School of Arts and Sciences Dr. Ann Marie Fallon, Dean 
Office: 585-385-8477 

Wegmans School of Pharmacy Dr. Christine Birnie, Dean 
Office: 585-385-7202 

Wegmans School of Nursing Dr. Tricia K. Gatlin, Dean 
Office: 585-385-8494 

Enrollment Management: 
Registrar’s Office 
Admissions Athletics 
Financial Aid 

Mr. Jose Perales 
Vice President for Enrollment Management  
Office: 585-385-8067 

Financial Affairs Mr. Hezekiah Simmons  
Interim Vice President for Finance and Chief Financial Officer 
Office: 585-385-5242 

Institutional Advancement 
Alumni/Donor Relations 
Institutional Research 

Mr. Chris M. Biehn 
Vice President for Institutional Advancement 
Office: 585-385-5251 

Office of Information Technology Ms. Bethzaida Melendez, Chief Information Officer 
Office: 585-899-3848 

All Other Areas Dr. Gerard J. Rooney 
President of the University 
Office: 585-385-8010 

 
Mr. Thomas G. Bowles, Chair, Board of Trustees 
Office: 413-813-8827 
 
Mr. Phil Yawman, Vice Chair 
Board of Trustees 
Office: 585-310-0119 
 

 

Contact Information for University Officials 


