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I. REFERENCES 

1. University of California Policy on Sexual Harassment and Sexual Violence;   

2. UCLA Student Conduct Code, Office of the Dean of Students. 

II. INTRODUCTION 

On December 14, 2004, the Office of the President issued a revised University of California Policy on 
Sexual Harassment and Procedures for Responding to Reports of Sexual Harassment. The UC Policy was 
revised on February 10, 2006 and again on February 25, 2014, renaming the policy to the UC Policy on 
Sexual Harassment and Sexual Violence (UC Policy). The President directed campuses to adopt local 
implementing procedures for responding in a timely manner to reports of sexual harassment in accordance 
with the provisions of the UC Policy. Each campus is also required to designate a Title IX Compliance 
Coordinator (Sexual Harassment Officer). 

III. GENERAL POLICY 

Sexual harassment is prohibited by University Policy, and federal and state law, and will not be tolerated 
in any form. University Policy also prohibits retaliation against a person who reports sexual harassment, 
assists someone with a report of sexual harassment, or participates in any manner in an investigation or 
resolution of a sexual harassment report. The University will respond promptly and effectively to reports 
of sexual harassment, and will take appropriate action to prevent, to correct, and if necessary, to discipline 
behavior that violates University Policy. For more information, see the UC Policy on Sexual Harassment 
and Sexual Violence at http://policy.ucop.edu/doc/4000385/SHSV. 

Managers, supervisors and other designated employees are responsible for taking whatever action is 
necessary to prevent sexual harassment, to correct it when it occurs, and to report it promptly to the 
appropriate Complaint Resolution Officer or to the Sexual Harassment Officer. 
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IV. ASSIGNMENT OF RESPONSIBILITY 

Responsibility for implementing the provisions of the UC Policy is shared by the Sexual Harassment 
Officer and other campus officials, including managers and supervisors, as noted above. 

A. Sexual Harassment Officer 

In accordance with UC Policy, the duties and responsibilities of the campus Sexual Harassment Officer 
include, but are not limited to: 

1. Planning and managing the local sexual harassment education and training programs. The 
programs should include wide dissemination of policy to the University community; providing 
educational materials to promote compliance with the University policy and familiarity with 
local reporting procedures; and training University employees responsible for reporting or 
responding to reports of sexual harassment. 

2. Maintaining records of reports of sexual harassment at the location and actions taken in response 
to reports, including records of investigations, voluntary resolutions, and disciplinary action as 
appropriate, in coordination with the appropriate offices that have responsibility for responding 
to reports of sexual harassment. 

3. Preparing and submitting an annual report to the Office of the President, for submission to The 
Regents, on sexual harassment complaint activity during the preceding calendar year. 

Additionally, the Sexual Harassment Officer shall participate with other campus officials in the 
development and implementation of local procedures for prompt and effective response to reports of 
sexual harassment, and shall revise such procedures accordingly in response to related directives from the 
Office of the President or other authoritative entities which may be issued from time to time. 

B. Sexual Harrasment Complaint Resolution Officers 

Certain Complaint Resolution Officers (CRO) have been designated to review and investigate sexual 
harassment complaints when a report of sexual harassment is received. The responsibilities of CROs 
include: 

 Advising complainants of available complaint resolution options, timeframes, and 
confidentiality. 

 Providing notification to individuals accused of violating the Policy on Sexual Harassment. 

 Conducting fact-finding investigations. 

 Compiling reports at the conclusion of the investigation. 

Reports of sexual harassment should be directed to the appropriate CRO based on the status of the person 
accused of sexual harassment, as shown in Attachment A.  

C. Sexual Harassment Information Centers 

Several Sexual Harassment Information Centers have been identified to serve as additional resources for 
members of the University community who have questions or concerns regarding behavior that may 
constitute sexual harassment. Sexual Harassment Information Centers provide information regarding 
applicable laws, University policies, and resource information on complaint resolution procedures. They 
may assist members of the University community by providing contact information for Complaint 
Resolution Officers, information on how to initiate a complaint and, if applicable, information about 
possible steps to prevent harassment. Unlike Complaint Resolution Officers, Sexual Harassment 
Information Centers do not investigate sexual harassment complaints. The contact information for 
designated trained sexual harassment advisors is listed in Attachment B. 
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V. REPORTING, AND RESPONDING TO REPORTS OF, SEXUAL HARASSMENT 

A. Making Reports of Sexual Harassment 

All members of the University community are encouraged to contact the Sexual Harassment Officer if 
they observe or encounter conduct that may be subject to the University’s Policy on Sexual Harassment 
and Sexual Violence.  

1. Reports of sexual harassment may be brought to the appropriate Complaint Resolution Officer, 
the Sexual Harassment Officer, to a human resources manager, or to any manager, supervisor, or 
other designated employee responsible for responding to reports of sexual harassment (see 
Attachment A).  

2. If the person to whom harassment normally would be reported is the individual accused of 
harassment, reports may be made to another manager, supervisor, human resources manager, or 
designated employee. Managers, supervisors, and designated employees are required to notify 
the Sexual Harassment Officer, a Complaint Resolution Officer, or other appropriate official 
designated to review and investigate sexual harassment complaints when a report is received.  

Reports of sexual harassment shall be brought as soon as possible after the alleged conduct occurs, 
optimally within one year. Prompt reporting will enable the University to investigate the facts, determine 
the issues, and provide an appropriate remedy or disciplinary action. For reports of sexual harassment 
brought after one year, the campus shall respond to reports of sexual harassment to the greatest extent 
possible, taking into account the amount of time that has passed since the alleged conduct occurred. 

B. Options for Resolution 

Individuals making reports of sexual harassment shall be informed about options for resolving potential 
violations of the Policy on Sexual Harassment. These options shall include Early Resolution, Formal 
Investigation, and filing complaints or grievances under applicable University complaint resolution or 
grievance procedures (see section VI., below). Individuals making reports also shall be informed about 
policies applying to confidentiality of reports under this policy (see section IX., below). UCLA shall 
respond to the greatest extent possible to reports of sexual harassment brought anonymously or brought 
by third parties not directly involved in the harassment. However, the response to such reports may be 
limited if information contained in the report cannot be verified by independent facts.  

Individuals bringing reports of sexual harassment shall be informed about the range of possible outcomes 
of the report, including interim protections, remedies for the individual harmed by the harassment, and 
disciplinary actions that might be taken against the accused as a result of the report, including information 
about the procedures leading to such outcomes.  

An individual who is subjected to retaliation (e.g., threats, intimidation, reprisals, or adverse employment 
or educational actions) for having made a report of sexual harassment in good faith, who assisted 
someone with a report of sexual harassment, or who participated in any manner in an investigation or 
resolution of a report of sexual harassment, may make a report of retaliation under these procedures. The 
report of retaliation shall be treated as a report of sexual harassment and will be subject to the same 
procedures. 

1. Procedures for Early Resolution 

The goal of Early Resolution is to resolve concerns at the earliest stage possible, with the 
cooperation of all parties involved. The campus will explore options for Early Resolution when 
the parties desire to resolve the situation cooperatively and/or when a Formal Investigation is not 
likely to lead to a satisfactory outcome. Early Resolution may include an inquiry into the facts, 
but typically does not include a Formal Investigation. Means for Early Resolution shall be 
flexible and encompass a full range of possible appropriate outcomes. Early Resolution includes 
options such as mediating an agreement between the parties, separating the parties, referring the 
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parties to counseling programs, negotiating an agreement for disciplinary action, conducting 
targeted educational and training programs, or providing remedies for the individual harmed by 
the harassment. Early Resolution also includes options such as discussions with the parties, 
making recommendations for resolution, and conducting a follow-up review after a period of 
time to assure that the resolution has been implemented effectively. Early Resolution may be 
appropriate for responding to anonymous reports and/or third party reports. Steps taken to 
encourage Early Resolution and agreements reached through early resolution efforts should be 
documented.  

While the campus encourages early resolution of a complaint, the campus does not require that 
parties participate in Early Resolution prior to the campus’s decision to initiate a Formal 
Investigation. Some reports of sexual harassment may not be appropriate for Early Resolution, 
but may require a Formal Investigation at the discretion of the Complaint Resolution Officer, 
Sexual Harassment Officer, or other appropriate official designated to review and investigate 
sexual harassment complaints. 

2. Procedures for Formal Investigation 

In response to reports of sexual harassment in cases where Early Resolution is inappropriate 
(such as when the facts are in dispute in reports of serious misconduct, or when reports involve 
individuals with a pattern of inappropriate behavior or allege criminal acts such as stalking, 
sexual assault or physical assault) or in cases where Early Resolution is unsuccessful, the campus 
may conduct a Formal Investigation. In such cases, the individual making the report shall be 
encouraged to file a written request for Formal Investigation. The wishes of the individual 
making the request shall be considered, but are not determinative, in the decision to initiate a 
Formal Investigation of a report of sexual harassment. In cases where there is no written request, 
the Sexual Harassment Officer, Complaint Resolution Officer or appropriate official designated 
to review and investigate sexual harassment complaints, in consultation with the administration, 
may initiate a Formal Investigation after making a preliminary inquiry into the facts. Formal 
Investigation of reports of sexual harassment shall incorporate the standards listed below (a. 
through i.), including reports of sexual harassment filed by a student against a University 
employee(s). 

When a student is accused of sexual harassment, regardless of the status of the alleged victim 
(i.e., another student, a faculty member, etc.), the relevant student disciplinary procedures set 
forth in the UCLA Student Conduct Code shall constitute the Formal Investigation. However, the 
student conduct proceedings shall incorporate relevant elements from the standards listed below, 
and other specifications as noted. 

a. The individual(s) accused of conduct violating the Policy on Sexual Harassment and Sexual 
Violence  (UC Policy) shall be provided a copy of the written request for Formal 
Investigation or otherwise given a full and complete written statement of the allegations 
and a copy of the UC Policy. 

b. The individual(s) conducting an investigation shall be familiar with the UC Policy and have 
training or experience in conducting investigations.  

All Student Conduct Committee members shall receive annual training concerning the 
University of California Policy on Sexual Harassment and Sexual Violence, as well as the 
evidence needed and the standards to be applied to determine whether a violation of the 
policy has occurred. (Refer to the UCLA Student Conduct Code for more information) 

c. An investigation and student conduct proceedings generally shall include interviews with 
or testimony from the parties if available, interviews with or testimony from other 
witnesses as needed, and a review of relevant documents as appropriate. Disclosure of facts 
to parties and witnesses shall be limited to what is reasonably necessary to conduct a fair 
and thorough investigation. Participants in an investigation shall be advised that 
maintaining confidentiality is essential to protect the integrity of the investigation.  
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d. Upon request, the complainant and the accused may each have a representative present 
when he or she is interviewed. Other witnesses may have a representative present at the 
discretion of the investigator or the Student Conduct Committee, as appropriate, or as 
required by applicable University policy or collective bargaining agreement.  

In student conduct proceedings a representative is appointed on behalf of the University to 
present the case for the imposition of discipline. The accused student may also elect to 
have a representative appointed or may appear through a representative of his or her own 
choosing. The complainant is not a party to the disciplinary proceedings. 

e. At any time during an investigation, the investigator or Dean of Students, as appropriate, 
may recommend that interim protections or remedies for the complainant or witnesses be 
provided by appropriate University officials. These protections or remedies may include 
separating the parties, placing limitations on contact between the parties, or making 
alternative working or student housing arrangements. Failure to comply with the terms of 
interim protections may be considered a separate violation of the UC Policy. 

f. Investigations shall be completed as promptly as possible and in most cases within 60 
working days of the date the request for Formal Investigation was filed. This deadline may 
be extended on approval by the Administrative Vice Chancellor; Vice Chancellor, Student 
Affairs; Vice Chancellor, Academic Personnel; or administrative officer to whom this 
authority has been delegated.  

g. Generally, an investigation should result in a written report that at a minimum includes a 
statement of the allegations and issues, the positions of the parties, a summary of the 
evidence, findings of fact, and a determination by the investigator as to whether University 
policy has been violated. The report shall be submitted to officials with authority to 
implement the actions necessary to resolve the complaint. The report may be used as 
evidence in other related procedures, such as subsequent complaints, grievances and/or 
disciplinary actions.  

h. The complainant and the accused shall be informed promptly in writing when the 
investigation or student conduct proceeding is completed. The complainant shall be 
informed if there were findings made that the UC Policy was or was not violated and of 
actions taken to resolve the complaint, if any, that are directly related to the complainant, 
such as an order that the accused not contact the complainant. In accordance with 
University policies protecting individuals’ privacy, the complainant may generally be 
notified that the matter has been referred for disciplinary action, but shall not be informed 
of the details of the recommended disciplinary action without the consent of the accused. 

i. The complainant and the accused may request a copy of the investigative or Student 
Conduct Committee report, as appropriate, pursuant to University policy governing privacy 
and access to personal information, UC Business and Finance Bulletin RMP-8, Legal 
Requirements on Privacy of and Access to Information. However, the report provided shall 
be redacted to protect the privacy of personal and confidential information regarding all 
individuals other than the individual requesting the report in accordance with University 
policy. 

VI. COMPLAINTS OR GRIEVANCES INVOLVING ALLEGATIONS OF SEXUAL 
HARASSMENT 

Some claims of sexual harassment can be considered as part of formal grievances or other personnel 
dispute resolution processes under the Personnel Policies for UC Staff Members or collective bargaining 
agreements. 
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Relationship of complaint resolution process to other University grievance procedures 

An individual who believes he or she has been subjected to sexual harassment may file a complaint or 
grievance pursuant to the applicable complaint resolution or grievance procedure. Such complaint or 
grievance may be filed either instead of or in addition to making a report of sexual harassment to the 
Complaint Resolution Officer, Sexual Harassment Officer or other appropriate official designated to 
review and investigate sexual harassment complaints under the UC Policy. A complaint or grievance 
alleging sexual harassment must meet all the requirements under the applicable complaint resolution or 
grievance procedure, including time limits for filing. (See Attachment C) 

If a complaint or grievance alleging sexual harassment is filed in addition to a report made to the 
Complaint Resolution Officer, Sexual Harassment Officer or other appropriate official designated to 
review and investigate sexual harassment complaints under the UC Policy, the complaint or grievance 
shall be held in abeyance subject to the requirements of any applicable complaint resolution or grievance 
procedure, pending the outcome of the Early Resolution or Formal Investigation procedures. If the 
individual wishes to proceed with the complaint or grievance, the Early Resolution or Formal 
Investigation shall constitute the first step or steps of the applicable complaint resolution or grievance 
procedure.  

An individual who has made a report of sexual harassment also may file a complaint or grievance alleging 
that the actions taken in response to the report of sexual harassment did not follow University policy. 
Such a complaint or grievance may not be filed to address a disciplinary sanction imposed upon the 
accused. Any complaint or grievance regarding the resolution of a report of sexual harassment under this 
procedure must be filed in a timely manner. The time period for filing begins on the date the individual 
was notified of the outcome of the sexual harassment investigation or other resolution process pursuant to 
the UC Policy, and/or of the actions taken by the administration in response to the report of sexual 
harassment, whichever is later. 

If an individual chooses to file a claim with an outside state or federal agency, he or she is responsible for 
observing the time limits prescribed by the respective agency. 

VII. REMEDIES AND REFERRAL TO DISCIPLINARY PROCEDURES 

Findings of violations of the UC Policy may be considered in determining remedies for individuals 
harmed by the sexual harassment and shall be referred to applicable local disciplinary procedures. 
Procedures shall be coordinated with applicable complaint resolution, grievance, and disciplinary 
procedures to avoid duplication in the fact-finding process whenever possible. Violations of the UC 
Policy may include engaging in sexual harassment, retaliating against a complainant reporting sexual 
harassment, violating interim protections, and filing intentionally false charges of sexual harassment. 
Investigative reports made pursuant to the UC Policy may be used as evidence in subsequent complaint 
resolution, grievance, and disciplinary proceedings as permitted by the applicable procedures. 

VIII. PRIVACY 

The University shall protect the privacy of individuals involved in a report of sexual harassment to the 
extent required by law and University policy. A report of sexual harassment may result in the gathering of 
extremely sensitive information about individuals in the University community. While such information 
is considered confidential, University policy regarding access to public records and disclosure of personal 
information may require disclosure of certain information concerning a report of sexual harassment. In 
such cases, every effort shall be made to redact the records in order to protect the privacy of individuals.  

An individual who has made a report of sexual harassment may be advised of sanctions imposed against 
the accused when the individual needs to be aware of the sanction in order for it to be fully effective (such 
as restrictions on communication or contact with the individual who made the report). However, 
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information regarding disciplinary action taken against the accused shall not be disclosed without the 
accused’s consent, unless it is necessary to ensure compliance with the action or the safety of individuals. 

IX. CONFIDENTIALITY 

A. Confidential Resources 

In addition to the offices responsible for receiving and responding to reports of sexual harassment, UCLA 
offers several confidential resources designed to assist individuals with concerns about sexual harassment. 
Individuals may discuss their concerns with these confidential resources and learn about their options, 
including making a report of sexual harassment, and the procedures and potential outcomes involved. 
Individuals who consult with confidential resources are advised that their discussions in these settings are 
not considered reports of sexual harassment and that without additional action by the individual, the 
discussions will not result in any action by the University to resolve their concerns. Following are 
designated campus confidential resources:  

 Campus Ombuds Office 

 Staff and Faculty Counseling Center 

 Student Health Services 

 Student Legal Services 

 Student Psychological Services 

B. Confidentiality in the Context of Making a Report of Sexual Harassment 

Certain University employees, such as the Sexual Harassment Officer, managers, supervisors, and other 
designated employees, have an obligation to respond to reports of sexual harassment, even if the 
individual making the report requests that no action be taken. An individual’s request regarding the 
confidentiality of reports of sexual harassment will be considered in determining an appropriate response; 
however, such requests will be considered in the dual contexts of the University’s legal obligation to 
ensure a working and learning environment free from sexual harassment and the due process rights of the 
accused to be informed of the allegations and their source. Some level of disclosure may be necessary to 
ensure a complete and fair investigation, although the University will comply with requests for 
confidentiality to the extent possible. 

X. RETENTION OF RECORDS 

The Sexual Harassment Officer and Complaint Resolution Officers are responsible for maintaining 
records relating to sexual harassment reports, investigations and resolutions. Records shall be maintained 
in accordance with University records policies, generally five years after the date the complaint is 
resolved. Records may be maintained longer at the discretion of the Sexual Harassment Officer or 
Complaint Resolution Officers in cases where the parties have a continuing affiliation with the 
University.  

When a subsequent report concerns the subject of a previous complaint or is made by a previous 
complainant, all records or prior and subsequent reports shall be maintained until five years after the 
resolution of the latest report.  

All records pertaining to pending litigation or a request for records shall be maintained in accordance with 
instructions from legal counsel. 
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XI. ATTACHMENTS 

A. Complaint Resolution Officers (revised as of 3/1/2005). 

B. Sexual Harassment Information Centers (revised as of 1/1/2008). 

C. Formal Grievance Procedures Alleging Sexual Harassment. 

 

 

Issuing Officer 

Norman Abrams 

Acting Chancellor 
 
 

Questions concerning this policy or procedure should be referred to 

the Responsible Department listed at the top of this document. 
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Complaint Resolution Officers 

 (Revised as of 3/1/2005) 
 

The following Complaint Resolution Officers are designated to review and investigate sexual harassment 
reports. The listing is organized according to the status of the person who is the subject of the complaint. 

 

General Campus Complaint Resolution Officers 
 

Person Who is the Subject of the Complaint Report: Designated Complaint Resolution Officer 

Member of the Faculty  

 
Sexual Harassment Coordinator & Title IX Officer 
Chancellor’s Office 
2241 Murphy Hall 
(310) 206-3417 

Staff Employee 

 
Director, Staff Affirmative Action Office 
10920 Wilshire Blvd., Suite 1050 
(310) 794-0691 

Student Dean of Students’ Office 
1206 Murphy Hall 
(310) 825-3871 
 

University Extension Students and Instructors 

 

Director 
UNEX - Student Services 
214 UNEX Building 
(310) 825-2656  

 
 

Medical Enterprise Complaint Resolution Officers 
 

Person Who is the Subject of the Complaint Report: Designated Complaint Resolution Officer 

Medical Center Staff Employee 
 

Director, Employee Relations and Support 
Programs 
Healthcare Human Resources 
10920 Wilshire Blvd., Suite 400 
(310) 794-0500 

School of Medicine Staff Employee 
 

Director - Human Resources 
David Geffen School of Medicine 
10920 Wilshire Blvd., Suite 400 
(310) 794-6802 

School of Dentistry Staff Employee Director, Staff Affirmative Action Office 
10920 Wilshire Blvd., Suite 1050 
(310) 794-0691 
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Medical Enterprise Complaint Resolution Officers (Cont’d) 
 

Person Who is the Subject of the Complaint Report: Designated Complaint Resolution Officer 

Neuropsychiatric Hospital or Neuropsychiatric Institute 
Staff Employee 

 

Associate Director of Administration/Human 
Resources Director 
Neuropsychiatric Hospital 
760 Westwood Plaza, B7-370 
(310) 206-5258 

Medical School Student 

 
Senior Associate Dean of Student 
Affairs/Graduate Medical Education 
School of Medicine – Student Affairs Office 
12-139 CHS 
(310) 825-6774 

Dental School Student 

 
Assistant Dean, Student & Alumni Affairs 
School of Dentistry 
A3-042 Dentistry Building 
(310) 825-7146 

Santa Monica Hospital Staff Employee 

 
Director - Healthcare Human Resources 
1250 16th Street 
Santa Monica, CA 90404 
(310) 319-4351 
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Sexual Harassment Information Centers 
(revised as of 1/01/2008) 

 

Pamela Thomason 
UCLA Sexual Harassment Coordinator & Title IX Officer 

2241 Murphy Hall 
(310) 206-3417 

pthomason@conet.ucla.edu 
 

 

Sexual Harassment Information Centers 

Information concerning sexual harassment, applicable laws, University policies and procedures may be obtained at 
the following locations. See the Campus Map to locate the nearest information center. 

 
CAMPUS LOCATIONS 
 

Campus Human Resources 
10920 Wilshire Blvd., Suite 200 
(310) 794-0860 
Lynne Thompson, Employee & Labor Relations Manager 
 
Office of Ombuds Services 
501 Westwood Plaza, Suite 105 
(310) 825-7627 
 
Center for Student Programming 
105 Kerckhoff Hall  
(310) 206-2623 
Dr. Joan Brown, Senior Associate Director  
 
Graduate Division 
1237 Murphy Hall 
(310) 206-3269 
Sonya Gavin, Office Manager 
 
Office of Residential Life 
Residential Life Building 
370 De Neve Drive 
(310) 825-3401 
Christine J. Coons, Judicial Affairs Coordinator, Assistant Dean of Students, ORL 

 

Chancellor’s Office 
2241 Murphy Halll 
(310) 206-3417 
Pamela Thomason, Sexual Harassment Coordinator & Title IX Officer 
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University Extension—Human Resources 
629 UNEX Building 
(310) 825-4287 
Joan Kollar, Director 
 
University Extension—Student Services 
214 UNEX Building 
(310) 825-2656 
Fred Churchill, Director UNEX Student Services 
 
The Center for Women & Men 
Student Activities Center 
220 Westwood Plaza, Suite B44 
(310) 825-3945 
Tina Oakland, Director 
 
Student Counseling & Psychological Services 
221 Westwood Plaza 
Wooden Center West 
(310) 825-0768 
www.counseling.ucla.edu 
Elizabeth Gong-Guy, Director 
 
Dean of Students’ Office 
1206 Murphy Hall 
(310) 825-3871 
 
LGBT Resources Office 
220 Westwood Plaza, B36 
Student Activities Center 
(310) 206-3628 
www.uclalgbt.org 
Dr. Ronni Sanlo, Director 
 
Student Legal Services 
70 Dodd Hall 
(310) 825-9894 
Elizabeth Kemper, Director 
 
Campus Human Resources – Staff & Faculty Counseling Center 
10920 Wilshire Blvd., Suite 380 
(310) 794-0248 / (310) 794-0245 
Jorge Cherbosque, Counseling Psychologist, Co-Director 
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MEDICAL ENTERPRISE, SCHOOLS OF MEDICINE AND DENTISTRY 
 
Healthcare Human Resources 
10920 Wilshire Blvd., Suite 400 
(310) 794-0500 
Jim Justiss, Manager—Employee Relations & Support Programs  
 
Neuropsychiatric Hospital 
760 Westwood Plaza, B7-370 
(310) 206-5258 
Bethany Thies, Associate Director—Administration/Human Resources Director 
 
Office of Ombuds Services 
Center for the Health Sciences 
52025 CHS 
(310) 206-2427 
 
School of Medicine—Human Resources 
10920 Wilshire Blvd., Suite 400 
(310) 794-6802 
Josh Samuels, Employee Relations Manager 
Jane Miller, Principal Personnel Analyst, (310) 794-2626 
 
School of Medicine 
Dean’s Office 
12-138 CHS 
(310) 794-1958 
Joyce Fried, Chair, Gender & Power Abuse Committee 
 
School of Dentistry 
A3-042 Dentistry Building 
(310) 825-2615 
Carol A. Bibb, Assistant Dean, Student Affairs 
 

 



UCLA Procedure 630.1 ATTACHMENT C Page 1 of 2 

 

 
Formal Grievance Procedures Alleging Sexual Harassment 

 

Complainant Status Grievance 
Procedure 

Time Limits Complaint Resolution Office 

Academic Appointees 
(non-Senate) 

Academic 
Personnel Manual 
Section 140 

Within 30 days of 
incident 

Office of Vice Chancellor-
Academic Personnel 

Academic Senate 
Members 

Academic Senate 
Procedures 

No specific time 
limits 

Office of Vice Chancellor-
Academic Personnel 

Professional Staff 
Program (PSS) 

Professional Staff 
Program Policy 
190 

Within 30 days of 
incident 

Campus Human Resources 
(campus employees) or Medical 
Center Human Resources 
(Medical Center employees) 

Apprentice 
Appointees 

Academic 
Apprentice Manual

No specific time 
limits 

Office of Vice Chancellor-
Academic Personnel 

ASUCLA Staff and 
Students (as 
employees) 

ASUCLA 
Grievance 
Procedures 

Within 30 days of 
incident 

ASUCLA Human Resources 

Senior Management 
Group 

Senior 
Management 
Group Personnel 
Policy 

No specific time 
limits 

Campus Human Resources 
(campus employees) or Medical 
Center Human Resources 
(Medical Center employees) 

Management and 
Senior Professional 
Program (MSP) 

Management and 
Senior 
Professional 
Program Policy 

Within 30 days of 
incident 

Campus Human Resources 
(campus employees) or Medical 
Center Human Resources 
(Medical Center employees) 

 
 

Complainant Status Grievance 
Procedure 

Time Limits Complaint Resolution Office  

Represented 
Employees: 

All: Grievance 
Procedure or 
Memorandum of 
Understanding, 
where 
applicable. 

  

Clerical Service  CUE – within 30 
days of incident 

Campus Human Resources 
(campus employees) 

 

Patient Care 
Technical 

 AFSCME—within 
30 days of incident 

or 

Registered Nurses  CAN—within 30 
days of incident, or 
15 days after 
separation from 
University 
employment, 
which-ever is 
earlier. 

Medical Center Human 
Resources (Medical Center 
employees) 
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Formal Grievance Procedures Alleging Sexual Harassment (Cont’d) 
 

Complainant Status Grievance 
Procedure 

Time Limits Complaint Resolution Office  

Represented 
Employees: 

All: Grievance 
Procedure or 
Memorandum of 
Understanding, 
where 
applicable. 

  

Operating 
Engineers/Skilled 
Crafts 

 IOUE/Local Unit 
501—within 30 
days of incident, or 
15 days after 
separation from 
University 
employment, 
whichever is 
earlier. 

IOUE/Local 501—Campus 
Human Resources (campus 
employees) or Medical Center 
Human Resources (Medical 
Center employees) 

Lecturers 
 

 AFT/Lecturers AFT—Office of Vice Chancellor-
Academic Personnel 

Librarians  AFT/Librarians 

Staff Personnel 
Employees 

Staff Personnel 
Policy Manual 
Sections 280/290 

Within 30 days of 
incident 

Campus Human 
Resources(campus employees) 
or Medical Center Human 
Resources (Medical Center 
employees) 

Students Title IX—UCLA 
Standard 
Procedure 
Manual: No. 230.1 

Title IX—Within 30 
days of incident 

Office of Vice Chancellor-
Student Affairs 
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