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University of Arkansas for Medical Sciences (UAMS) sets forth this College of Medicine Affirmative Action Plan (plan) for the plan year beginning June 1, 2010, reaffirming its commitment to the spirit and letter of affirmative action law.  Through the implementation of this plan, UAMS  will continue  its efforts to comply with appropriate government regulations and to make the best possible use of personnel while contributing to the betterment of society and the community.

In developing this plan, UAMS recognizes its duty to ensure equal employment opportunity.





The responsibility for development, implementation, and monitoring of the UAMS College of Medicine Affirmative Action Plan has been delegated by the Chancellor of UAMS, according to the administrative structure described below.  However, effective  implementation will require the involvement, participation, and support of all members of the University community.  Positive, good faith efforts are required of all employees, each of whom must accept the commitment to equal employment opportunity and to equitable and non-discriminatory practices throughout the University.  Special responsibility rests with those persons who are responsible for recruiting, interviewing, hiring, paying, promoting and terminating others.


A.  
Identification and Responsibilities of Director of Affirmative Action

Overall responsibility for UAMS’s plan rests with the Director of Affirmative Action, Odette Woods.  Odette Woods ensures that the plan complies with all applicable laws, orders and regulations, including but not limited to Executive Order 11246 and its progeny.  Specifically, Odette Woods or her designated representative’s duties include:

1. Developing, maintaining and, where appropriate, modifying UAMS’ College of Medicine Affirmative Action  Plan to ensure compliance with the law.
2. Developing and, where appropriate, modifying procedures for effectively communicating the plan and its elements both internally and externally.

3. Developing policies, procedures, and guidelines for implementing and sustaining the College of Medicine Affirmative Action Plan.

4. Working with College of Medicine department heads, directors, managers and supervisors to arrive at goals and timetables to remedy any known deficiencies.  

5. Identifying problem areas and their causes.

6. Working with department heads, directors, managers, and supervisors to arrive at appropriate,  equitable solutions and/or corrective actions, where feasible, to any identifiable problem areas.

7. Developing and administering a system of continuous monitoring, that will determine  the effectiveness of UAMS’ plan on a regular basis, and reporting the results to management.

8. Designing, implementing, and overseeing audit and reporting systems that measure plan effectiveness, identify need for remedial action, and determine the degree to which objectives have been achieved.

9. Maintaining records of the affirmative action process for internal audit and for monitoring by external compliance agencies. 
10. Acting as a liaison between the University and enforcement agencies.

11. Monitoring campus policies and procedures with regard to the various terms and conditions of employment to attempt to ensure compliance with affirmative action obligations.

12. Keeping management up to date on the latest developments in the areas of equal employment opportunity  and affirmative action.

13. Serving as a liaison between UAMS and various minority organizations, women’s organizations, and community action groups.

14. Representing the University at regional and national meetings regarding matters of equal employment and affirmative action.  
15. Assisting, as needed, in the investigation, handling and disposition of  individual or group complaints of discrimination and harassment.

B. Management Responsibilities

Directors and other designated heads of units will exercise management of the program through supervisory personnel.  Supervisors will be responsible for initiating specific personnel actions and for keeping records as indicated in this Plan.  Directors and other designated heads of units will be responsible for monitoring the program in their respective areas of action in the non-academic sectors.
Specifically, managers and supervisors, including the Chancellor,  share responsibility for the plan, including but not limited to the following:

1. Assisting in auditing plan progress, including the identification of  problem areas, development of equitable solutions and/or corrective action, establishment of  appropriate goals, and development of necessary educational programs.

2. Discussing UAMS’ equal employment opportunity and affirmative action  policies with all personnel, including management, to ensure that UAMS’ policies and the need for campus-wide support are understood at all levels.

3. Reviewing the qualifications of employees under their supervision to seek to ensure that protected groups are treated fairly regarding employment  decisions.

4. When appropriate, making career counseling available.

5. Conducting periodic reviews of human resource offices and other appropriate locations to ensure compliance in the areas of proper display of posters and notices, comparable facilities for both sexes, and comparable opportunity for protected groups to participate in University sponsored recreational, educational and social activities.

6. Reviewing position descriptions to see that they adequately reflect the job to be performed.

7. Auditing educational programs and reviewing  hiring, promotion, and termination  patterns.
8. Assisting subordinates and upper management in the prevention of harassment.





UAMS’ commitment to fully implement this policy and plan includes a periodic review of critical workforce factors.  Specifically, UAMS will periodically evaluate and review the following:

1. The workforce by organizational unit and job group to determine whether there are problems of minority and female utilization or distribution.

2. Personnel activity (applicant flow, hires, terminations, promotions and other personnel actions) to determine whether there are selection disparities.

3. Compensation systems to determine whether there are gender, race or ethnic based disparities.

4. Selection, recruitment, referral and other personnel procedures to determine whether they result in disparities in the employment or advancement of minorities or women.

5. Job descriptions to ensure that qualification requirements do not have any statistically significant impact on minorities and women, that qualifications do not screen out qualified individuals with disabilities, that job requirements are job-related, and that they are consistent with business necessity and safe performance of jobs.  
6. Selection forms, such as applications for employment, to ensure that the forms comply with federal and state employment laws.

7. Any other areas that might support the success of the Affirmative Action Program.
Our review of personnel activity during the relevant affirmative action plan year revealed the following:

Our comparison of  hires to applicants indicate no statistically significant impact on minorities and women.  While there were slight “differences from expected” in various job groups, there were insufficient decisions to generalize; and we will continue to monitor our personnel activity. 
Our review of promotions indicate that promotions are in accordance with UAMS guidelines and procedures.

Our review of terminations indicate that terminations are in accordance with UAMS guidelines and procedures. 
UAMS encourages minorities and women to participate in campus-sponsored activities and programs.  There is  no de-facto segregation or artificially created barriers or restrictive seniority provisions.

UAMS’ various action oriented programs help UAMS maintain equal employment opportunity in the workforce.


1.
UAMS periodically reviews job descriptions  and job qualifications in an attempt to ensure that they accurately reflect job related duties and responsibilities.


2.
Job descriptions and qualifications are available to those involved in the selection process.  


3.
UAMS  makes a good faith effort to select the best qualified candidates regardless of race, color, national origin, religion or sex.  UAMS recognizes the duty, should the need arise, to remedy statistically significant under-utilization of minorities and women.  Accordingly, UAMS commits to:

a. Provide assistance, such as training and guidance, to employees who are involved in the recruitment, selection, discipline, retention, and other related processes, so that personnel actions remain neutral to race, color, religion, sex and national origin; and

b. Review selection techniques and employment standards so that they do not adversely impact minorities or women.


4. 
UAMS employs appropriate methods to encourage a satisfactory flow of qualified minorities and women applicants, including but not limited to the following:



a.
UAMS employs minorities and women  in the human resources department.




b.
UAMS encourages minorities and women to refer qualified applicants for potential employment.




c.
UAMS recruits minority and female applicants at predominantly minority and female schools, especially if under-utilized.




d.
UAMS considers using special employment programs designed to  address under-utilization.  Business conditions remain the key factor in any decision to develop/implement such programs.

e.  UAMS routinely participates in job fairs, career days, youth motivation programs and other programs that foster exposure for qualified minorities and women.




f.
UAMS utilizes various community organizations and schools as referral sources.  During the 2009 AAP calendar year, UAMS’ College of Medicine participated in the City of Little Rock’s summer employment program, a program designed to allow youth to gain employment experience.  

5.
UAMS reviews promotion criteria and procedures so that job qualifications form the basis for  our promotional decisions without regard to race, color, sex, religion or national origin.  UAMS monitors promotion rates for minorities and women and, when necessary, may employ one or more of the following procedures:

a. Maintain an inventory of employees to determine special job-related talents, skills and experience.

b. Provide job training, job-related courses or certificate programs.

c. Review of performance evaluation process.

d. Review work specifications and job qualifications to ensure job relatedness.

e. Inventory promotion decisions for impact on women or minorities.

f. Conduct career counseling, when appropriate, during performance evaluations.

g. Inform employees about educational programs and other opportunities available to improve their employment prospects.

h. Post or otherwise announce promotional opportunities.

i. Review campus sponsored social and recreational activities to ensure non-discriminatory participation and availability.


Odette Woods, UAMS’ director of Affirmative Action, maintains an internal audit system to monitor and assess the overall effectiveness of our affirmative action programs.  This enables UAMS to determine areas for improvement, corrective action and affirmative efforts.  The audit system includes:

1. Review of various employment decisions, such as job referrals, hiring decisions, transfers, promotions and terminations.  UAMS maintains summary data where necessary and feasible, and conducts regular reviews at least annually to ensure that our non-discriminatory and affirmative action policies are enforced.
2. Internal reporting on a schedule basis to the degree to which equal employment opportunities and organizational objectives are attained.

3. Review of report results with all levels of management; and

4. Advice to top management of program effectiveness and submission of recommendations to improve unsatisfactory performance.
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UAMS sets forth this College of Medicine affirmative action plan (plan) for the plan year beginning June 1, 2010, reaffirming its commitment to the spirit and letter of affirmative action law.  Through the implementation of this plan, UAMS continues its efforts to comply with appropriate government regulations and to make the best possible use of personnel while contributing to the betterment of society and the community.

In developing this plan, UAMS recognizes its duty to ensure equal employment opportunity.  The following statement of policy reinforces that belief.

In setting forth this plan, UAMS reaffirms its belief in equal employment opportunity for all employees and applicants for employment in all terms and conditions of employment.


This plan contains specific provisions regarding persons with a disability and protected veterans.  Under the Jobs for Veterans Act, the following categories of veterans are considered protected veterans: 

Disabled Veteran – 1) a veteran of the U.S. military, ground, naval or air service who is entitled to compensation (or who but for the receipt of military retired pay would be entitle to compensation) under laws administered by the secretary of Veterans Affairs, or 2) a person who was discharged or released from active duty because of a service-connected disability.

Other Protected Veteran - a veteran who served on active duty in the U.S. military, ground, naval, or air service during a war or in a campaign or expedition for which a campaign badge has been authorized, under the laws administered by the department of defense.
Recently Separated Veteran - any veteran during the three-year period beginning on the date of such veteran’s discharge or release from active duty in the U.S. military, ground, naval or air service.

Armed Forces Service Medal Veteran - any veteran who while serving on active duty in the U.S. military, ground, naval or air service, participated in a United States military operation to which an Armed Forces service medal was awarded pursuant to Executive Order 12985 (61 FR 1209).
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UAMS ADMINISTRATIVE GUIDE
NUMBER: 4.4.08
DATE: 09/01/00
REVISION: 
	SECTION:
	HUMAN RESOURCES

	AREA:
	EMPLOYEE RELATIONS

	SUBJECT:
	AMERICANS WITH DISABILITIES ACT IN EMPLOYMENT


PURPOSE
The University of Arkansas for Medical Sciences desires a uniform and thorough application of the Americans with Disabilities Act (ADA) with regards to applicants and employees. This policy will serve as a guide to managers and supervisors in their responsibility under this Act.1
POLICY

1. The University of Arkansas for Medical Sciences does not discriminate on the basis of disability in any term, condition, or privilege of employment. All aspects of employment are covered, including social and recreational programs. 

2. Non-discriminatory assurances are given to all individuals. 

3. An individual with a disability is a person who: 

· has a physical or mental impairment which substantially limits one of life’s major activities of caring for oneself, performing manual tasks, walking, seeing, hearing, speaking, breathing, learning, working, sitting, standing, lifting, and reaching; included within this definition are any physiological disorder or condition, cosmetic disfigurement or anatomical loss, and any mental or psychological disorder 

· has a record of such an impairment. 

· is regarded as having such an impairment. 

· is associated with an individual with a disability. 

· UAMS will not limit, segregate, or classify applicants or employees which thereby affects their opportunities or status because of their impairment. 

· The Office of Human Resources will assure that all tests and other selection criteria accurately reflect skills and aptitudes necessary to perform the job, are business related, and are consistent with business necessity. Further, standards, criteria, and methods of administration will not have the effect of discrimination on the basis of disability. 

· OHR will assure that inquiries into the nature and/or severity of an individual’s disability will be job related and will occur only after a conditional offer of employment. 

· OHR will assure that all medical records for employees are maintained separately and confidentially as required by the ADA. Likewise, worker compensation and benefit histories are maintained separately from master personnel files. 

· UAMS will avoid contractual or other arrangements that may subject an applicant or employee with an impairment to discrimination. 

PROCEDURE

1. Managers and supervisors will identify the essential functions of the job and the essential physical requirements for each position reporting to them, and will make decisions of hiring, promotion, demotion, performance evaluation, and other employment actions on the basis of these essential criteria.  Such essential functions shall be identified in Position Classification Questionnaires (PCQ) and in Personnel Requisitions, and shall be reflected in performance evaluation documents. 

2. When a qualified individual with an impairment, either an applicant or a current employee, is unable to perform the essential functions of the position unassisted, the manager or supervisor will seek "reasonable accommodation" so that the individual is enabled to perform the essential functions. The process of finding available options for "reasonable accommodation" should include the input of the individual with the impairment, OHR and outside support agencies when necessary. 

3. The manager or supervisor will contact OHR for guidance prior to taking any employment action when: 

· a "reasonable accommodation" for the qualified individual with a impairment cannot be found, 

· such accommodation poses an "undue hardship" on the department, 

· the qualified individual with an impairment might pose a health or safety hazard to employees, visitors, or patients, OR 

· the individual cannot be hired or be continued in employment because of inability to perform the essential functions of the job. 

4. In a case where the accommodation seems to be an "undue hardship," OHR will assist the department in seeking alternative accommodations and in finding additional financial and other resources from the University and/or the State of Arkansas in order to accomplish the necessary accommodation. 

5. Managers and supervisors should participate in basic management training on the ADA as offered by the OHR and the UAMS Training Consortium. 

REFERENCE
1 UAMS Policy 3.1.12 Compliance with the Americans with Disabilities Act
The University of Arkansas for Medical Sciences desires a uniform and thorough application of the Americans with Disabilities Act (ADA) with regards to applicants and employees. This policy will serve as a guide to managers and supervisors in their responsibility under this Act.
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UAMS ADMINISTRATIVE GUIDE 
NUMBER: 3.1.10 
DATE: 08/20/01
REVISION: 
	SECTION:
	GENERAL ADMINISTRATION

	AREA:
	ADMINISTRATION

	SUBJECT:
	ANTI-DISCRIMINATION: RACE, COLOR, GENDER, AGE, SEXUAL ORIENTATION, RELIGION, NATIONAL ORIGIN OR DISABILITY


PURPOSE
The University of Arkansas for Medical Sciences (UAMS) is committed to the principle and practice of nondiscrimination and equal opportunity in all areas of employment and other services that affect employees, students and the general public. The ability of UAMS to meet its mission will increasingly depend on and be strengthened by incorporating constructive diversity in its faculty, students and staff. Racism, bigotry and discrimination subvert the mission of UAMS which is to provide a wholesome environment where comprehensive educational, research and employment opportunities are offered to employees and students. In both obvious and subtle ways racism, bigotry and discrimination adversely affect an individual's ability to function at optimal level. They also have a harmful effect on one's ability to study, work and engage in leisure activities within the University community.
POLICY
The University of Arkansas for Medical Sciences abhors and condemns all forms of bigotry and racism. Such behavior is a violation of an individual's human rights and is also unlawful. UAMS will comply with and enforce Titles VI and VII of the Civil Rights Act of 1964 (as amended), Executive Order 11246, Title IX of the Educational Amendments of 1972, the Rehabilitation Act of 1973 (Sections 503 and 504), the Age Discrimination in Employment Act, the Americans With Disabilities Act of 1991, U.S. Federal Court Decree in the Adams Cases of 1973 and Acts 99 and 962 of the Arkansas General Assembly. UAMS shall recruit, retain, promote and graduate students without regard to race, color, gender, age, sexual orientation, religion, national origin or disability status. Specifically, UAMS will not discriminate on the basis of race, color, gender, age, sexual orientation, religion, national origin or disability status as a criterion in deciding against any individual in matters of admission, placement, transfer, hiring, dismissal, compensation, fringe benefits, training, tuition assistance and other personnel or educationally-related actions.
Therefore, the policy of UAMS is that members of the University community neither commit nor condone acts of bigotry, racism or discrimination. Actions on the part of any employee or official of the University contrary to this policy will be addressed promptly and appropriately, according to current UAMS disciplinary procedures. To ensure compliance with this adopted policy of nondiscriminatory behavior, UAMS will operate under the following procedures.
PROCEDURE (TRAINING & EDUCATION) 

1. UAMS shall institute an on-going program designed to familiarize UAMS personnel with the fundamental principles of racial tolerance and cultural diversity. Priority will be given in the training of: 

a. Faculty 
b. Supervisory and management personnel
c. Personnel involved with customer contact

d. Students

e. Other personnel.
2.  Deans and division heads will be responsible for leading in the development and implementation of educational programs in their respective areas. The Office of Human Resources will be available, as a primary resource, for consultation in all areas of program development. The Office of Human Resources will also be a leader in the development and presentation of educational programs. 

3. All promotional programs designed to solicit funds, provide customer information or create community goodwill, shall reflect the diversity of the University community and the general public. The appropriate dean/division head, or designee shall review such material prior to publication to ensure that the above standard is met. 

4. Production of all faculty handbooks, student handbooks, employee handbooks, as well as any other communication designed to publicize policy and procedure, or any other information, must be written in a manner to promote nondiscriminatory and tolerant behavior. The appropriate administrative personnel shall review such material prior to publication to ensure the above standard is met. 

PROCEDURE (RACIAL SLURS, JOKES AND DEROGATORY REMARKS) 

5. All complaints or allegations of slurs, inscriptions, jokes or other offensive behavior based on race, color, gender, age, sexual orientation, religion, national origin, or disability which occur in the workplace or are related to the workplace are to be reported to the appropriate department head. Any employee, faculty member, or student may contact the Human Relations Office should the complainant feel uncomfortable in reporting the incident to the department head. 

6. (Campus Policy 4.4.02) Progressive discipline will be implemented in proven cases of behavior referenced in Procedure #5 above: 

a. First Offense -- Verbal Reprimand 

b. Second Offense -- Written Disciplinary Notice 

c. Third Offense -- Termination of Employment 

Sensitivity training will be made available for those employees guilty of the behavior described in Procedure #5.
PROCEDURE (MONITORING) 

7. During the month of June of each year, the Diversity Committee will review and report to the Chancellor the University's progress in the above areas of operation. This will be accomplished by review of such documents as the University's Affirmative Action plan, reports of accomplishments submitted by division heads, reports submitted to the Chancellor, and any other documented activities designed to accomplish the goals set out in this policy. 

UAMS,  through its responsible managers, shall seek to recruit, hire, upgrade, train, retain, and promote without regard to race, color, religion, sex, national origin, disability, or protected Veteran’s status.

1. Management shall seek to ensure that personnel actions such as compensation, benefits, layoffs, returns from layoffs, sponsored training, educational tuition assistance, and social and recreational programs, are administered in a nondiscriminatory fashion.

2. Management shall base employment decisions on the principles of equal employment opportunity and with the intent to further the commitment to equal employment.  At no time will covered employees, or covered applicants for employment, who seek assistance pursuant to this policy be subject to discipline, or have opportunities for employment adversely affected because of such efforts.

3. Management shall take affirmative action to seek to ensure that qualified minority group individuals, females, protected veterans, and qualified people with a disability are considered for employment and promotions on a nondiscriminatory basis.

4. Management shall seek to ensure that employees and applicants are not subject to harassment, intimidations, threats, coercion or discrimination because they have engaged in or are engaging in any of the following under EO 11246, The Rehabilitation Act of 1973 or The Veteran ERA Readjustment Assistance Act of 1974:

a. Filing a complaint,

b. Assisting or participating in an investigation, hearing or administrative action,

c. Opposing an unlawful practice, or 

d. Otherwise exercising any other legally protected right.

5. Employees are given the opportunity to identify themselves as either persons with a disability or protected veterans.  This self-identification is strictly voluntary, confidential and will not result in retaliation.


Our review of personnel actions during the relevant affirmative action plan year identified no problem areas as they relate to individuals with disabilities or protected veterans.  UAMS’ commitment to fully implement our affirmative action  policy and plan includes periodic reviews of critical workforce factors.  Our periodic review of processes helps to increase awareness and to promote inclusiveness by ensuring the following:

1.  Personnel processes provide for careful, thorough, and systematic consideration of the job qualifications of applicants and employees with known disabilities and protected veterans for job vacancies filled either by hiring or promotion, and for all training opportunities offered or available.

2. Selection procedures for job vacancies and training opportunities are non-discriminatory and do not adversely affect persons with a disability or protected veterans.

3. Qualifications are job related and do not adversely affect persons with a disability or protected veterans.

4. Selection forms, such as applications for employment, comply with federal and state employment laws.

5.  Job descriptions properly reflect the actual functions and duties of the position.

6. Human resource policies do not stereotype persons with a disability or protected veterans in a manner that limits their access to jobs for which they are qualified.

UAMS also:

7. Encourages people with a disability and protected veterans to participate in campus-sponsored activities and programs. 
8. Advises vendors,  suppliers and subcontractors about UAMS’ affirmative action plan and of their equal employment and affirmative action  responsibilities.

9.  Prominently displays Equal Employment Opportunity posters in appropriate places.


UAMS’ various action oriented programs help UAMS maintain equal employment opportunity in the workforce.  In that regard, UAMS implements the following action-oriented programs:

A.  Physical and Mental Qualifications

1.
UAMS periodically reviews job descriptions, attempting to ensure that they accurately reflect job-related duties and responsibilities.

2.
UAMS periodically  reviews physical and mental qualifications with managers and supervisors for job relatedness.

3. Job descriptions and qualifications are available to those involved in the selection process.


4.
UAMS makes good faith efforts to select the best qualified candidates regardless of disability or veteran status.  UAMS commits to review selection techniques and employment standards so that they do not adversely impact people with a disability or protected veterans.

5.
Should UAMS utilize either physical or mental job qualification requirements in the selection of applicants or employees for employment, or for other changes in employment status, e.g., promotion, demotion, or training, and the qualification requirements tend to screen out qualified individuals with a disability or protected veterans, it is because the job requirements are related to the particular position, consistent with business necessity, and necessary for the safe performance of the job.

B.  Reasonable Accommodation

1.
It is UAMS’ policy to attempt to make a reasonable accommodation to the physical and mental limitations of employees with a disability, qualified applicants, or protected veterans, unless the accommodation imposes an undue hardship on UAMS’ business.  In determining the extent of UAMS’s accommodation obligations, the following factors, among others, are considered:

a.
Business necessity; and

b.
Financial cost and expense.

2. If an employee with a known disability is having significant difficulty performing his or her job and it is reasonable to conclude that the performance problem may be related to the known disability, UAMS will confidentially notify the employee of the performance problem and inquire whether the problem is related to the employee’s disability.  If the employee responds affirmatively, UAMS will confidentially inquire whether the employee is in need of a reasonable accommodation.

3. Employees may contact the Office of Human Resources during regular business hours to request an accommodation.

C.  Miscellaneous
1.
When UAMS offers employment or promotion to qualified individuals with a 
       disability or protected veterans, UAMS does not reduce the amount of
       compensation offered because of disability income, pension, or other benefit the person with a 
       disability or the qualified protected veteran receives from another source.
2.
As for protected veterans, UAMS only considers relevant that portion of a veteran’s 
       military record related to the job qualifications for the job for which the veteran is being 
considered.

3.
When UAMS conducts a comprehensive medical examination of a protected 
       veteran or a person with a disability, the results of such an examination are sought to be kept 
       confidential, except that:

a. Supervisors, managers, and officers may be informed regarding restrictions and accommodations for work or duties of qualified individuals with a disability or protected veterans.

b. Employees familiar with first-aid may be informed, where and to the extent appropriate, if a qualified individual with a disability or a protected veteran might require emergency treatment.

c. Officials investigating compliance with either the 1973 Rehabilitation Act or the 1974 Vietnam Era Veterans Readjustment Act will be informed.


It is the policy of UAMS to treat all employees equally in their terms and conditions of employment.  The harassment of any employee is contrary to this policy and may be considered a violation of federal law.  Violations may also be considered justification for disciplinary or other appropriate action.  This policy applies to all employees, faculty, supervisors, agents, and non-employees who have contact with employees during working hours.

Harassment is any annoying, persistent act or actions that singles out an employee to that employee’s objection or detriment, because of race, sex, age, religion, ancestry, national origin, sexual orientation, physical disability, mental condition, or protected veteran’s status.  Our harassment policy is set forth as follows.
 UAMS ADMINISTRATIVE GUIDE _ 
NUMBER: 3.1.05 DATE: 11/01/2003 
	REVISION: 09/20/2006 PAGE: 1 OF 10 SECTION: 
	ADMINISTRATION 

	AREA: 
	GENERAL ADMINISTRATION 

	SUBJECT: 
	SEXUAL HARASSMENT 


 PURPOSE 
The University of Arkansas for Medical Sciences (UAMS) is committed to its mission of providing an academic and employment environment that fosters excellence. Sexual harassment violates the trust and respect essential to the preservation of such an environment, and threatens the education, employment, and well being of its community members. University members have the right to work and study in an environment free of any form of sexual harassment. This right is protected by Title VII of the 1964 Civil Rights Act for employees and Title IX of the Educational Amendment of 1972 for students. Sexual harassment is destructive to students, faculty, staff, and the UAMS community as a whole, and it will not be tolerated. 

This policy may not be used to infringe upon academic freedom. Students, faculty, staff, and guests must be aware of the need for freedom of inquiry and openness of discussion in its educational and research programs, and must strive to create and maintain an atmosphere of intellectual seriousness and mutual tolerance in which these essential features of academic life can thrive. No university can or should guarantee that every idea expressed in its classrooms or laboratories will be inoffensive to all; pursued seriously, education and scholarship necessarily entail raising questions about received opinions and conventional interpretations. If, however, UAMS determines that credible accusations of inappropriate sexual remarks or actions have been made, UAMS shall investigate such accusations promptly, thoroughly, and fairly. 

Sexual harassment is particularly serious when it threatens relationships between teacher and student, or supervisor and subordinate, because of the potential to exploit the power inherent in these relationships and to undermine the ability of UAMS to carry out its mission. UAMS strongly encourages all community members to report incidents of sexual harassment. To the extent possible, reporting and investigating procedures are supportive of and sensitive to the alleged victim, while adequately safeguarding the rights of the alleged offender. 

POLICY 
UAMS opposes all forms of sexual harassment, whether subtle or direct, and is committed to a thorough, timely, and confidential investigation, in a fair and impartial manner, of all complaints from its students or employees. The sexual harassment of UAMS faculty, staff, and students by non-university employees and guests doing business or providing services on campus (for example, contractors, vendors, delivery persons) is also prohibited by this policy. Incidents of sexual harassment involving visitors should be reported directly to the Office of Human Resources. During non-business hours, sexual harassment complaints may be reported to the UAMS Police Department, who will then refer the complaint to the Office of Human Resources for review and action.
UAMS will take appropriate actions within the scope of its legal authority to prevent, correct, and discipline behavior that violates this policy. 

A. Definition of Sexual Harassment 
Sexual harassment generally includes any unwanted or unsolicited sexual gesture, physical contact, or statement which, when viewed from the perspective of a reasonable person similarly situated, is offensive, threatening, humiliating, or interferes with a person’s ability to perform his or her job, educational pursuit, or participation in campus life. 

B. Prohibited Acts 
For the purpose of this policy, sexual harassment may take many forms — subtle or indirect, or blatant and overt. It may consist of repeated actions or may even arise from a single incident if sufficiently extreme. In assessing whether a particular act or acts constitute sexual harassment under this policy, the standard shall be the perspective of a reasonable person similarly situated. 

Sexual harassment includes any behavior of a sexual nature where: 

1. Submission to or rejection of the conduct is made either explicitly or implicitly a term or condition of employment or status in a UAMS-sponsored course, program, or activity; 

2. Submission to or rejection of the conduct is used as a basis for employment or academic decisions affecting that individual; or 
3. Such conduct unreasonably interferes with an individual’s work or academic performance, or creates an intimidating, hostile, or offensive environment for work or learning. 

Sexual harassment may occur within a variety of relationships. It may occur between individuals of the opposite sex – male against female, or female against male – or, between individuals of the same sex. Incidents may occur between supervisor and subordinate, faculty member and student, or between fellow employees and fellow students; they may also take place between employees and campus visitors and between employees and those who do business with UAMS. Especially injurious, however, is harassment in relationships characterized by an imbalance of power and authority. Typically, such relationships are found between: 

a. employer and employee (usually, supervisor and subordinate) 

b. administrator and faculty 

c. administrator and student or medical resident 

d. employee and student or medical resident 

e. senior and junior faculty 

f. graduate assistant and student 
g. faculty and student, whether medical student, graduate student, or undergraduate student
 [Examples are  when the student is enrolled in a faculty member’s class, or when the student is in
 a continuing position to require evaluation of work or letters of recommendations from faculty. Such
 relationships can be  immediate, or based upon future expectations, e.g., the need for future
 evaluations and references.] 

h. faculty and medical resident 

i. resident/fellow and student 

C. Examples of Sexual Harassment 
The perception of conduct which constitutes sexual harassment may vary from individual to individual; what is offensive to one person may be less so to another. The following examples are intended as illustrations only; they do not cover all possible situations. 

a. Physical assault; 

b. Suggestions that submission to or rejection of sexual advances will influence decisions 

regarding an individual’s employment or educational status; 

c. Repetitive remarks or actions of a sexual nature (including, but not limited to, statements, questions, jokes, and anecdotes) which constitute a pattern where actions unreasonably cause discomfort or humiliate an individual; 

d. Unwelcome visual contact or body language that communicates a sexual message; 

e. Whistling, cat calls, leering, or other improper gestures; 

f. Persistent, unwelcome flirtations, and outright advances or propositions of a sexual 

nature; 

g. Unwelcome remarks or actions about an individual’s appearance; 

h. Unwelcome repetitive touching, such as patting, pinching, hugging, or brushing against an individual’s
 body; 

i. Unwarranted displays of sexually suggestive objects or pictures; 

j. Unwelcome exposure to sexually explicit music, letters, or written notes; 

k. Unwelcome descriptions of sexual activity or speculation about previous sexual experiences. 

Investigative steps should be taken as outlined in this policy and appropriate action will be taken if harassment is found to have occurred. 

D. Anonymous Complaints 
All members of the UAMS community may contact the Office of Human Resources at any time to ask questions about sexual harassment or complaint procedures without disclosing their names and without filing a complaint. However, because of the inherent difficulty in investigating and resolving allegations from unknown persons, individuals are discouraged from making anonymous complaints of sexual harassment. Although anonymous complaints are discouraged, UAMS will respond reasonably to all allegations of sexual harassment. In order to determine the appropriate response to an anonymous allegation, UAMS will weigh the following factors: 

The source and nature of the information; 

The seriousness of the alleged incident; 

The specificity of the information; 

The objectivity and credibility of the source of the report; 

Whether any individuals can be identified who were subjected to the alleged harassment; and 

Whether those individuals want to pursue the matter. 

If, based on these factors, it is reasonable for UAMS to investigate the matter, the Office of Human Resources will conduct an investigation and recommend appropriate action to address substantiated allegations. However, a reasonable response would not include disciplinary action against an alleged harasser if an accuser insists that his or her name not be revealed, if there is insufficient corroborating evidence, and if the alleged harasser could not respond to the charges of sexual harassment without knowing the name of the accuser. 

E. Consensual Relationships 
The basic function of a university is the discovery and the transmission of knowledge, which is founded upon the free and open exchange of ideas. In order for productive learning and the work 

that supports it to occur, members of the campus community (faculty, staff, and students) should pursue their responsibilities guided by a strong commitment to principles of mutual trust, confidence, and professional codes of conduct. 

Consenting romantic relationships between faculty members and students, supervisors and subordinates or fellow employees are strongly discouraged. Faculty members exercise power over students as do supervisors over subordinates, whether in promotions, raises, evaluations, recommendations, study, job duties, grades, assignments, or other benefits. This difference in power increases the opportunity for abuse of power, thus endangering the professional environment. Employees and students involved in a consenting relationship in the actual or equivalent context of educational/employment supervision and evaluation should be and are deemed to be aware of the possible costs of even an apparently consenting relationship, including the possible difficulty in defending a future sexual harassment charge on the grounds of mutual consent. The element of power implicit in sexual relationships occurring in the supervisory context has the potential to diminish a subordinate’s freedom of choice. It is incumbent upon those with authority not to abuse, or appear to abuse, the power with which they have been entrusted. 

F. Disciplinary Actions for Violations of the Sexual Harassment Policy 
Disciplinary actions for violations of the Sexual Harassment Policy may include, but are not limited to, the following: oral or written warning, reassignment, counseling, demotion, termination, or any combination thereof. Sanctions for sexual harassment depend upon the circumstances in each case. 

In addition to disciplinary action, those who engage in sexual harassment may be subject to legal consequences, including civil and criminal penalties and monetary damages. 

All individuals accused of sexual harassment shall be given the opportunity to respond to the complaints prior to any final employment and academic decisions. 

G. Confidentiality 
UAMS understands that some individuals may be reluctant to tell anyone about harassment or to have their names disclosed. Every reasonable effort will be made to maintain confidentiality of all parties, all conversations, and all documents concerning a sexual harassment complaint. However, UAMS’s obligation to stop sexual harassment means that it cannot fail to take appropriate action and, as such, confidentiality cannot always be guaranteed. The appropriate administrative officials will be kept informed on a “need to know” basis. All persons involved should maintain confidentiality to the greatest extent possible, except to the extent needed for processing complaints under this Policy. 

H. Retaliation 
Reprisals or retaliatory action against an individual who, in good faith, reports or provides information in an investigation about behavior that may violate this policy will not be tolerated. Such action should be regarded as a separate and distinct cause for disciplinary action. 

I. Malicious Allegations/Complaints; False Information 
UAMS is committed to protecting the due process rights it provides to the accused as well as the accuser. Allegations of sexual harassment that are malicious, intentionally false, or without foundation are very serious with potential for great harm to all persons involved and are prohibited by this policy. Such actions constitute grounds for disciplinary action that may include, but is not limited to, written warning, demotion, transfer, or dismissal. Further, repeated filing of frivolous complaints is considered a malicious action and may be grounds for disciplinary action. 

The failure to substantiate a sexual harassment complaint does not automatically constitute a malicious or frivolous complaint. In the event that allegations are not substantiated, every reasonable effort will be made and all reasonable steps taken to restore the reputation of the accused if it was damaged by the proceedings. 
J. Record Keeping 
Each complaint should be documented and kept in a confidential file separate from the personnel or student files normally maintained by the offices of Human Resources or Student Affairs. Documentation should include the name of the complainant, the name of the accused, the nature 

of the complaint, date(s), witnesses, the name(s) of the person(s) who received the complaint, the name(s) of the person(s) who prepared the written documentation and the date of the written documentation, and any other information relevant to the case. If some of this information is not available, the reason(s) for unavailability, if known, should be documented. Such file will be maintained as provided by law. 

PROCEDURE 
Complaints of sexual harassment, submitted in writing or accepted orally, are taken seriously and will be dealt with promptly. Allegations of sexual harassment shall be judged on the facts of the particular case and the context in which the alleged incident(s) occurred. The complainant has the responsibility of providing evidence to substantiate the alleged sexual harassment. The specific action taken in any particular case depends on the nature and gravity of the conduct reported and may include intervention, mediation, investigation and the initiation of disciplinary action as described above. Where a violation of the Sexual Harassment policy is found to have occurred, UAMS will act to stop the harassment, prevent its recurrence, and discipline those responsible. 

UAMS recommends that all reports of suspected sexual harassment be made within 180 days of the alleged incident to assist in the investigation process. 

A. Reporting Procedures 
Employees 
Employees with complaints of sexual harassment are encouraged to notify their immediate supervisor, department head, or the UAMS Office of Human Resources. If the alleged harasser is the employee’s supervisor, the employee may contact someone outside his or her chain-of-command. 

Employees who need to report an incident of sexual harassment after regular business hours should report the incident to the UAMS Police Department if the employee’s supervisor is unavailable or other administrative offices are closed. The UAMS Police Department will take appropriate action and will notify the Office of Human Resources at the beginning of the next business day, i.e., Monday through Friday, excluding holidays. Individuals who witness possible sexual harassment should report their concerns to the Office of Human Resources. 

When a UAMS employee receives a report of sexual harassment, he or she must immediately notify their Department Head or the Office of Human Resources prior to taking any action to investigate or resolve the matter informally and must act only on direction from such office. 

Students 
Students should report incidents of sexual harassment to his or her college’s Office of Student Affairs. A designated individual in each college’s Office of Student Affairs will handle all 7 

complaints from students. If assistance is needed, please contact the Employee Relations Manager in the Office of Human Resources at 686-5650. 

Students who need to report an incident of sexual harassment after regular business hours should report the incident to the UAMS Police department if no one from the appropriate Student Affairs Office is available. The UAMS Police Department will take appropriate action and will notify the Office of Human Resources at the beginning of the next business day, i. e., Monday through Friday, excluding holidays. Students who witness possible sexual harassment should report their concerns to the designated student affairs official in their college. 

B. Informal Complaint Process 
Employees 
1. In the event that an individual believes that sexual harassment has been or is occurring, he or she is encouraged, but not required, to communicate clearly, preferably in writing, to the alleged harasser and state the conduct is not acceptable. The individual is also encouraged to maintain careful written records of the harassment and to continue to maintain current records throughout the process. 

2. The individual should consider meeting with their Department Head or the office of Human Resources to discuss the sexual harassment allegation. If an individual cannot decide whether to initiate a formal complaint or is reluctant to discuss the matter with the alleged harasser, he or she may seek the advice of the Employee Relations Manager who, with the individual’s permission, may seek to resolve the issue informally through discussions with the individual, the accused, and the accused’s supervisor. 

If the individual does not wish to prepare a signed, written complaint, written documentation shall be prepared by the Office of Human Resources. Such written documentation shall include the nature of the complaint, the date(s) on which the alleged incident(s) occurred, and any witness(es) to the incident(s). The complaining individual shall be asked to read the written documentation to acknowledge its accuracy; a written acknowledgment will be preferred and may be made in a separate document. 

Written documentation shall be prepared before any informal discussions are held with the accused and the accused’s supervisor. The accused shall be given an opportunity to read the written documentation that may be edited to protect the anonymity of the complaining individual and any other collateral witnesses to the process. 

3. If the parties are unable to reach a mutually satisfactory agreement after an informal discussion, the option of filing a formal complaint is available. 

4. The Informal Complaint Process may also include referral of either or both parties to confidential counseling through UAMS’ Employee Assistance Program (EAP). 

5. The complainant or the Office of Human Resources may elect to refer the complaint to the Formal Complaint Process at any time as deemed necessary to resolve the complaint in an appropriate and timely manner.
Students 
1. In the event that a student believes that sexual harassment has been or is occurring, he or she is encouraged, but not required, to communicate clearly, preferably in writing, to the alleged 

harasser and state the conduct is not acceptable. The student is also encouraged to maintain careful written records of the harassment and to continue to maintain current records throughout the process. 

2. The student should consider meeting with the appropriate student affairs official in his or her college to discuss the sexual harassment allegation. If the student cannot decide whether to initiate a formal complaint or is reluctant to discuss the matter with the alleged harasser, he or she may seek the advice of the Employee Relations Manager who, with the individual’s permission, may seek to resolve the issue informally through discussions with the individual, the accused, and the accused’s supervisor. 

If the student does not wish to prepare a signed, written complaint, written documentation shall be prepared by the Employee Relations Manager of the Office of Human Resources or a college’s designated individual within the Office of Student Affairs. Such written documentation shall include the nature of the complaint, the date(s) on which the alleged incident(s) occurred, and any witness(es) to the incident(s). The student shall be asked to read the written documentation prepared by the appropriate representative to acknowledge its accuracy; a written acknowledgment will be prepared and may be made in a separate document. 

If the student refuses to sign the written documentation, the Employee Relations Manager or college’s designee shall note such on the documentation and forward it to the Office of Human Resources for determination of whether the complaint will be investigated despite the student’s refusal to acknowledge the written documentation. 

Written documentation shall be prepared before any informal discussions are held with the accused and the accused’s supervisor. The accused shall be given an opportunity to read the written documentation that may be edited to protect the anonymity of the complaining individual and any other collateral witnesses to the process. 

3. If the parties are unable to reach a mutually satisfactory agreement after an informal discussion, the option of filing a formal complaint is available. 

4. The Informal Complaint Process may also include referral of either or both parties to confidential counseling through UAMS’ Employee Assistance Program (EAP). 

5. The complainant, the Office of Human Resources, or a college’s Office of Student Affairs may elect to refer the complaint to the Formal Complaint Process at any time as deemed necessary to resolve the complaint in an appropriate and timely manner. 

C. Formal Complaint Process 
Employees 
1. When the Informal Complaint Process fails to resolve the complaint, or in instances where the Office of Human Resources determines the nature of the allegations requires formal investigation, the Formal Complaint Process will be used. The Employee Relations Manager in the Office of Human Resources may assist the complainant in preparing his or her complaint, in writing, as necessary. 

2. If an individual wishes to file a formal complaint, he or she must submit a signed, written statement alleging harassment to the Employee Relations Manager of the Office of Human Resources. The written statement should include the name of the complainant, the name of the accused, the nature of the complaint, date(s), witness(es), and any other information relevant to the complaint. If some of this information is not available, the reason(s) of unavailability, if known, should be documented. 

Upon receipt of the written complaint, the Employee Relations Manager will notify the Assistant Vice Chancellor of Human Resources, who will appoint two investigators to conduct an investigation of the complaint. 

The Employee Relations Manager will meet with the accused and allow him or her to view the complaint and present a copy of the sexual harassment policy. The accused will be given an opportunity to respond to the complaint orally and in writing, and may provide evidence and witnesses. The Employee Relations Manager will also explain that there is to be no contact with or retaliation against the complainant. 

The investigators will gather relevant evidence by interviewing the complainant, the victim (if different from the complainant), the accused, and any witnesses or other individuals deemed appropriate to conduct a thorough investigation. 

Every effort will be made to ensure a thorough and timely investigation of the complaint. 

3. Following completion of the investigation, the investigators will present their written findings to the Assistant Vice Chancellor of Human Resources. The Assistant Vice Chancellor of Human Resources will prepare a written report, containing a recommended course of action for the employee’s Division Head and may provide further consultation when necessary. It is the responsibility of the division head to take action consistent with the written findings. Once a final determination is made by the appropriate Division Head, both the complainant and the accused will be notified of the action to be taken. 

4. Employees may appeal any employment decision made subsequent to a finding of sexual harassment through the campus grievance procedure. 

5. Complainants may not appeal administrative decisions regarding sexual harassment complaints through the UAMS grievance process. 

Students 
1. When the Informal Complaint Process fails to resolve the complaint, or in instances where the college’s Office of Student Affairs determines the nature of the allegations requires formal investigation, the Formal Complaint Process will be used. The Employee Relations Manager in the Office of Human Resources may assist the complainant in preparing his or her complaint, in writing, as necessary.  

2. If a student wishes to file a formal complaint, he or she must submit a signed, written statement alleging harassment to the Employee Relations Manager of the Office of Human Resources. Documentation should include the name of the complainant, the name of the 

accused, the nature of the complaint, date(s), witness(es), and any other information relevant to the complaint. If some of this information is not available, the reason(s) of unavailability, if known, should be documented. 

Upon receipt of the written complaint, the Employee Relations Manager will notify the Assistant Vice Chancellor of Human Resources, who will appoint two investigators to investigate the facts of the complaint. 

The Employee Relations Manager will meet with the accused and present him or her with a copy of the complaint and a copy of the sexual harassment policy. The accused will be given an opportunity to respond to the complaint orally and in writing, and may provide evidence and witnesses. The Employee Relations Manager will also explain that there is to be no contact with or retaliation against the complainant. 

The investigators will gather relevant evidence by interviewing the complainant, the victim (if different from the complainant), the accused, and any witnesses or other individuals deemed appropriate to conduct a thorough investigation. 

Every effort will be made to ensure a thorough and timely investigation of the complaint. 

3. Following completion of the investigation, the investigators will present their written findings to the Assistant Vice Chancellor of Human Resources. The Assistant Vice Chancellor of Human Resources will consult with the student’s appropriate student affairs official regarding the written findings for purposes of resolving the complaint. It is the responsibility of the student affairs official to take action consistent with the written findings. Once a final determination is made by the appropriate student affairs official, both the complainant and the accused will be notified of the action to be taken. 

4. Pursuant to FERPA (Family and Educational Rights to Privacy Act), student disciplinary records will remain confidential unless the accused consents to release of information. 

5. Students who are found to have violated the sexual harassment policy may grieve any decision affecting their educational status through the grievance procedure of their respective college. 

6. Complainants may not appeal administrative decisions regarding sexual harassment complaints through the UAMS grievance process. 

Questions regarding this policy may be directed to the Office of Human Resources at (501) 686-
5650. 


The following exemplify the methods that may be utilized in UAMS’ ongoing efforts to ensure continuing dissemination of its policy and plan:

A. Internal Dissemination
1. Internal employee manuals contain the policy statement.

2. The policy statement is posted on bulletin boards accessible to employees and applicants.  Special efforts will be made to ensure that those with known visual or other sign limiting disabilities are informed of the contents of the notice.

3. UAMS references the policy and progress in its  newspaper, magazine and other publications.

4. Orientation meetings for new employees and in-house employment related training include references to UAMS’ policy.

5. The policy is included in training for new supervisors and managers.
6. UAMS publications, if any, including those with photographs, feature persons with disabilities and veterans where feasible.

7. Pertinent portions of the plan are available during regular business hours for inspection by employees and applicants for employment so that they may avail themselves of the plan’s benefits.

8. The plan is explained at meetings with the executive management and supervisory personnel. 
9. UAMS invites people with a disability and protected veterans, after an offer of employment but before work has begun, to identify themselves to management and request any reasonable accommodation.  This opportunity remains available during employment.  Any person who avails his/herself will be free from retaliation based upon the self-identification.  Further, UAMS makes every effort to keep any self-identification confidential and disclosed on a need-to-know basis.
B. External Dissemination


1.
UAMS advises recruitment sources, protected groups’ organizations, community agencies, business leaders, secondary schools and colleges annually in writing of its commitment to its policy and plan.  UAMS informs these sources that job applicants will be treated without regard to disability or protected veteran’s status.


2.
UAMS includes the phrase “Equal Opportunity/Affirmative Action Employer” on employment applications, in newspaper advertisements and other external advertisements.  Should pictures be used, then, where feasible, persons with disabilities and veterans will be pictured.


3.
UAMS attempts to notify contractors, suppliers and vendors of the policy and their obligations to equal employment opportunity.


4.
UAMS incorporates the equal employment opportunity and affirmative action clauses into covered purchase orders, lease agreements and other covered contracts.


5.
UAMS communicates with the Department of Workforce Services in writing regarding the policy.


6.
UAMS advises prospective employees of the existence of the plan and makes pertinent portions of it available upon request, during regular business hours, so they may avail themselves of its benefits.


7.
UAMS lists all external, relevant job openings with the Department of Workforce Services by providing a link to UAMS’ online application system, which lists all relevant openings, to the Department of Workforce Services.


The campus has designed and implements an audit and reporting system that:

1. Measures the effectiveness of the College of Medicine affirmative action program.

2. Indicates any need for remedial action.
3. Determine the degree to which the College of Medicine objectives are being attained.

4. Determines whether individuals with known disabilities and protected veterans have had the opportunity to participate in all campus sponsored educational, training, recreational and social activities.

5. Measures College of Medicine’s compliance with the affirmative action program’s specific obligations.

Where the campus finds the College of Medicine affirmative action program to be deficient, the campus undertakes necessary action to bring the program into compliance.


A.  
Identification and Responsibilities of Director of Affirmative Action
Overall responsibility for UAMS’ plan rests with its Director of Affirmative Action, Odette Woods.  The director of Affirmative Action ensures that the plan complies with all applicable laws, orders and regulations, including but not limited to the Rehabilitation Act of 1973, the Vietnam Era Veterans Act of 1974 and their progeny.  Specifically the Director of Affirmative Action or her designated representative’s duties include:
1. Developing, maintaining and, where appropriate, modifying UAMS’ College of Medicine Affirmative Action  Plan to ensure compliance with the law.

2. Developing and, where appropriate, modifying procedures for effectively communicating the plan and its elements both internally and externally.

3. Developing policies, procedures, and guidelines for implementing and sustaining the College of Medicine Affirmative Action Plan.

4. Working with College of Medicine department heads, directors, managers and supervisors to arrive at goals and timetables to remedy any known deficiencies.  

5. Identifying problem areas and their causes.

6. Working with College of Medicine department heads, directors, managers, and supervisors to arrive at appropriate,  equitable solutions and/or corrective actions, where feasible, to any identifiable problem areas.

7. Developing and administering a system of continuous monitoring, to determine the effectiveness of the College of Medicine plan on a regular basis, and reporting the results to management.

8. Designing, implementing, and overseeing audit and reporting systems that measure plan effectiveness, identify need for remedial action, and determine the degree to which objectives have been achieved.

9. Maintaining records of the affirmative action process for internal audit and for monitoring by external compliance agencies.

10. Acting as a liaison between the campus and enforcement agencies.

11. Monitoring campus policies and procedures with regard to the various terms and conditions of employment to attempt to ensure compliance with affirmative action obligations.

12. Keeping management up to date on the latest developments in the areas of equal employment opportunity  and affirmative action.

13. Serving as a liaison between UAMS and various organizations, such as, organizations catering to persons with disabilities and veteran’s organizations.
14. Representing the University at regional and national meetings regarding matters of equal employment and affirmative action.  
15. Assisting, as needed, in the investigation, handling, disposition and prevention of  individual or group complaints of discrimination and harassment.

a. Management Responsibilities

Directors and other designated heads of units will exercise direct management of the program through supervisory personnel.  Supervisors will be responsible for initiating specific personnel actions and for keeping records as indicated in this Plan.  Directors and other designated heads of units will be responsible for monitoring the program in their respective areas of action in the non-academic sectors.  Specifically, managers and supervisors, including the Chancellor, share responsibility for the plan, including but not limited to the following:

1. Assisting in auditing plan progress, including the identification of  problem areas, development of equitable solutions and/or corrective action, establishment of  appropriate goals, and development of necessary educational programs.

2. Discussing UAMS’ equal employment opportunity and affirmative action  policies with all personnel, including management, to ensure that UAMS’ policies and the need for campus-wide support are understood at all levels.

3. Reviewing the qualifications of employees under their supervision to seek to ensure that protected groups are treated fairly regarding employment decisions.

4. Making available career counseling, when appropriate.

5. Conducting periodic reviews of human resource offices and other appropriate locations to ensure compliance in the areas of:   proper display of posters and notices  and opportunity for participation in University  sponsored recreational, educational and social activities.

6. Reviewing position descriptions to see that they adequately reflect the job to be performed
7. Auditing training programs, hiring and promotion patterns.

8. Assisting subordinates and upper management in the prevention of harassment.
Action Oriented Programs

UAMS provides assistance, such as training and guidance, to employees who are involved in the recruitment, selection, discipline and other related processes, so that personnel actions remain neutral to disability and veteran status.


UAMS lends its support for various community oriented actions.  In so doing, UAMS hopes to enhance the image of UAMS in the community, especially among people with a disability and veterans.  UAMS’s efforts include the following:

1.
UAMS encourages key members of management to serve on community relations boards, merit employment councils and participate in similar activities.

2. When available, UAMS participates in vocational guidance institutes, guidance institute training programs and other similar programs.

3. When requested, UAMS assists secondary schools and colleges in programs designed to enable people  with a disability or veteran graduates to compete fairly in the marketplace.

4. When feasible and appropriate, UAMS publicizes achievements of people with a disability and veterans in local news media.

5. UAMS supports community disability and veteran interest groups.

6. In the relevant affirmative action plan year, UAMS received an award from the U.S. Department of Defense for its support of guard and National Reserve employees.
7. As part of its ongoing efforts of inclusiveness, UAMS provides the “Partners for Inclusive Communities” program.  Partners is a program of UAMS, and conducts research, provides education, training, technical assistance, information, and services to people with disabilities, their families, students and professionals involved with disability related programs.  Partners’ activities are constantly evolving to reflect the priorities of individuals with disabilities.
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