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Harvard Divinity School 

Procedures for the Resolution of Harassment Issues.  

I.    Policy 

A. Policy Statement 
Harvard Divinity School outlines the policies pertaining to harassment (physical, verbal or symbolic, 
sexual, racial and ethnic, and sexual orientation and identity) in the Handbook for Students.  A 
supplemental definition of sexual harassment is contained in this policy statement. 
 
Anyone who wishes clarification or further information about any of these procedures is encouraged to 
speak with the chief human resources officer, the associate dean for student services, or the associate 
dean for faculty and academic affairs.   
 
Please note that members of the Harvard Union of Clerical and Technical Workers are covered by the 
sexual harassment policies agreed to in the collective bargaining agreement and described in the 
Personnel Manual.  For Union members, these policies take precedence over the policies governing 
other members of the University community. 

1. Definition of Sexual Harassment 
Sexual harassment is a form of sex discrimination that is prohibited by Title VII of the Civil Rights 
Act of 1964, by Title IX of the Education Amendments of 1972, and by Massachusetts statutes 
(Chapter 151B - Fair Employment Practices Act, Chapter 12 sec. 11H, 11I - Massachusetts Civil 
Rights Act, Chapter 93 sec. 102 - Massachusetts Equal Rights Act, and Chapter 214 sec. 1C - 
Freedom from Sexual Harassment) and the regulations of the Massachusetts Commission 
Against Discrimination. 
 
Sexual harassment may involve the behavior of a person of either sex against a person of the 
same or opposite sex. Unwelcome sexual advances, unwelcome requests for sexual favors, and 
other unwelcome verbal or physical behavior of a sexual nature constitute sexual harassment 
when 

i. submission to such conduct is made either explicitly or implicitly a term or condition of 
employment or academic advancement; 

ii. submission to or rejection of such conduct by an individual is used as the basis for 
decisions affecting an individual’s employment or academic standing; or 

iii. such conduct has the purpose or effect of unreasonably interfering with a person’s work 
or academic performance or creating an intimidating, hostile or offensive work or 
learning environment. 
 

B. Responsibility 
Individuals who are aware of or have experienced an incident of harassment should promptly report the 
matter to one of the officials designated to receive informal or formal complaints.  These officials are 
listed in Section II. Procedures. 

C. Non-Reprisal 
No faculty, administrator or staff, applicant for employment, student, or member of the public shall be 
subjected to reprisal or retaliation for action taken in good faith to seek advice concerning a harassment 
matter, to file a harassment complaint, or to serve as a witness or official in the investigation of a 
harassment complaint. Once an inquiry or complaint is made, every effort will be made to resolve the 
problem within a reasonable period of time. 

D. Malicious, or False Accusations 
A complainant whose allegations are found to be both false and brought with malicious intent will be 
subject to disciplinary action, which may include, but is not limited to, written warning, demotion, transfer, 
suspension, or dismissal. 
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II.    Procedures 

A. Counseling, Advice, and Informal Resolution 
Anyone may seek advice, information or counseling on matters related to harassment without having to 
lodge a formal complaint. Persons who feel they have been harassed or are uncertain whether what they 
are experiencing is harassment, are encouraged to talk with the assistant dean for student affairs, the 
associate dean for student services, the associate or assistant dean for ministry studies, the director of 
religious and spiritual life, the director of human resources, the associate dean for faculty and academic 
affairs, or the dean.  These officers may be especially useful in advising and aiding an individual's own 
efforts to resolve a problem.  Such help may involve coaching the individual in preparation for a 
conversation with the person causing the problem, or assisting the individual in writing a letter to that 
person describing the offending behavior and requesting that it stop.  Alternatively, the individual may 
ask the officer to meet with the person causing the problem.  The aim of informal resolution is not to 
determine whether there was intent to harass, but to ensure that the alleged offending behavior ceases 
and that the matter is resolved promptly at the lowest possible level.  Discussing a complaint with one of 
these officers does not commit one to, or preclude one from, making a formal charge. Additionally, upon 
learning of discriminatory or dangerous behavior, officers may be compelled to respond to the concern 
whether or not the complainant pursues a formal charge. Anyone with an inquiry, concern, or complaint 
is welcome to bring another member of the HDS community to discussions with a designated officer.  

B. Formal Complaint Procedures 
1. With Whom to File a Complaint 

The investigating officer will depend on the type of harassment complaint, as listed below. All 
four types of complaint procedures seek to protect, insofar as possible, the privacy of individuals 
involved in a complaint.  Both in fact-finding and in the final disposition of a complaint, every 
effort will be made to carry out procedures confidentially. The Dean, the Dean’s designate, or the 
Administrative Board will serve as the adjudicator of the complaint.  

i. Complaints Involving Students 
Complaints about harassment committed by a student (whether against other students, 
faculty, staff members, or other members of the HDS community) should be brought to 
the attention of the associate dean for student services. In these instances, the 
associate dean for student services will serve as the investigator and the Administrative 
Board will serve as adjudicating body. 

ii. Complaints Involving Staff 
Complaints that a staff member has engaged in harassment (whether against other 
students, faculty, staff members, or other members of the HDS community) should be 
brought to the attention of associate dean for student services or the director of human 
resources.  Procedures for harassment complaints against non-unionized, non-faculty 
employees are set forth in Section 2-2 (p. 2) of the Harvard University Personnel Manual 
for Administrative and Professional Staff.  Copies of the Personnel Manual are available 
on Harvie. 

iii. Complaints Involving a Faculty Member 
Complaints about harassment committed by a faculty member (whether against other 
students, faculty, staff members, or other members of the HDS community) should be 
brought to the attention of the associate dean for faculty and academic affairs. 

iv. Harassment Involving a Field Education Site Supervisor 
Complaints about harassment committed by a field education site supervisor should be 
brought to the attention of the associate dean for ministry studies. 

2. When to File a Complaint 
Prompt reporting is strongly urged, as it is often difficult to trace the facts of an incident long after 
it has occurred. 

3. How to File a Complaint 
i. The individual should seek a meeting with the appropriate official, as listed above, or the 

assistant dean for student affairs, the director of religious and spiritual life, or the 
assistant dean for ministry studies, who may serve in an advisory capacity. The 
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individual may wish to have another member of the HDS community present at 
discussions of the complaint. 

ii. After discussion with the designated officer, the individual files a signed Harassment 
Complaint Form (available from each officer).  The Harassment Complaint Form will be 
shown to the accused person, who will then file a written response.  This response will in 
turn be shown to the complainant.  If appropriate, the investigative officer will also 
conduct follow-up interviews with the complainant, the respondent, and other witnesses 
with relevant knowledge, to ascertain the facts. 

iii. Use of the internal complaint procedure does not foreclose subsequent legal action.  
Individuals may wish to obtain legal advice as they consider the courses of action open 
to them.  However, the proceedings described here are not those of a court of law and 
the presence of legal counsel is not permitted during these discussions. 

4. Protection of the Complainant and Respondent 
Throughout the complaint process, every effort will be made to protect the individual bringing the 
complaint (hereafter referred to as "complainant") from reprisals and to protect the accused 
(hereafter referred to as "respondent") from irresponsible complaints. 

C. The Complaint Process 
1. The timetable set forth below is approximate.   The Dean or Dean's designate may, at his or her 

discretion, allow additional time for any of the steps noted. More detailed procedures for the 
Administrative Board are contained in the Handbook for Students. 

2. Within ten days of receiving the written complaint, the investigative officer will consult with the 
complainant and with the respondent, and others if appropriate, in order to ascertain the facts 
and views of both parties. 

3. Within 60 days from the date on which the complaint was filed, the investigative officer will 
conduct an inquiry and prepare a report, in confidence, summarizing the relevant evidence.  A 
draft of the report will be provided to the complainant and the respondent and they will be given 
ten days in which to submit a written response to the draft.  The investigative officer will consider 
these comments in preparing the final report and incorporate them as deemed appropriate. 

4. Within 30 days after receipt of written comments from the complainant and respondent, the final 
report will be sent to the Dean, the Dean's designate, or the Administrative Board and provided 
to the complainant and the respondent. 

5. Within ten days thereafter, the complainant and the respondent may each submit a statement to 
the Dean, the Dean's designate, or the Administrative Board concerning the report. 

6. The investigative officer, Dean or Dean’s designate may at any point dismiss a complaint if it is 
found to be clearly without merit. 

7. Within 30 days after the submission of any final statements from the complainant and the 
respondent, the Dean, the Dean's designate, or the Administrative Board will: 

i. take whatever action believed to be warranted by the evidence; or 
ii. ask the investigative officer to consider the matter further and submit a supplementary 

report. 
8. Following the disposition of a case, any party who is dissatisfied with the decision may appeal by 

submitting a statement to the Dean or the Dean's designate, within 30 days, stating with 
specificity the reasons for his or her dissatisfaction.  The Dean or Dean's designate, within 30 
days of submission of such a request, may decide whether reconsideration is appropriate or, at 
his or her discretion, submit the matter for further investigation. 

9. In certain cases, it may be appropriate for the Dean to modify the procedures set forth above in 
light of the nature of the charges and the Procedures for Discipline of Officers in cases involving 
grave misconduct or neglect of duty arising under the Third Statute of the University. 

D. Penalties 
The penalties for harassment depend on the nature of the offense.  Sanctions may include, but are not 
limited to, written warning, community action, demotion, transfer, suspension, or dismissal. 

E. What Happens Following the Disposition of a Case 
The Dean, Dean's designate, or Administrative Board will inform the complainant and respondent, in 
confidence, of the conclusions reached in the case. The investigative officer will ensure that any action 
determined by the Dean is carried out. The Dean and/or the investigating officer ordinarily retain a 
permanent, written record of the formal complaint process and its outcome. 


