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Policy Against Sexual Harassment

General

1. The University is committed to equal opportunity in academic pursuit
and employment, and will not tolerate any form of discrimination or
harassment. Sexual harassment undermines gender equality and
violates personal dignity. Sexual harassment, when it occurs, may
adversely affect the work of staff members and the learning
environment of students.

2. The Constitution of the People's Republic of China pledges that the state
respects and safeguards human rights; the Civil Code of the People's
Republic of China stipulates that entities such as government agencies,
enterprises, and schools should take reasonable measures to prevent
and stop sexual harassment; the Law of the People's Republic of China
on the Protection of Rights and Interests of Women and Shenzhen Special
Economic Zone Ordinance on the Promotion of Gender Equality further
clarify the prohibition of sexual harassment and stipulate the
responsibilities of involved parties.

3. The University's policy and procedure against sexual harassment
(hereinafter "the Policy") sets out the mechanism for dealing with
allegations or complaints of sexual harassment. The University is
committed to fostering a safe, respectful, and inclusive learning and
working environment, firmly opposing any form of sexual harassment.
The Policy is designed to safeguard all students and staff members from
sexual harassment and to ensure the victims receive the necessary
support and protection.

Definition of Sexual Harassment

4. Sexual harassment refers to the act of violating another person's wishes
by using speech, text, images, physical conduct, electronic



communication to make an unwelcome sexual advance to another
person. This includes, but is not limited to, the following behaviors:

a person making an unwelcome sexual advance, or an unwelcome
requesting for sexual behavior toward another person; or

a person engaging in other unwelcome conduct of a sexual nature in
relation to another person, in circumstances where a reasonable person
would anticipate that the other person would feel offended, humiliated
or intimidated; or

a person engaging in sexual conduct, individually or with others, that
creates a hostile, humiliating or forced environment for another person.

Application

Vi.

5. This Policy Against Sexual Harassment applies to all staff members
and students of the University, including:
Full-time and part-time/fractional employees

. Temporary and contract workers

iii. Job applicants (when on campus)

Full-time students, part-time students, exchange students, visiting
students, auditing students, distance learning students, and any other
individuals enrolled in academic programs at the University

Alumni (when on campus)

Visiting scholars and other individuals who have a legal relationship with
the University

The scope of application covers work-related premises and official
extended scenarios (such as business trips and conferences). If the
complaint involves both the complainant and the respondent being
members of the University, even if the conduct occurred off-campus, the
panel will review and determine on a case-by-case basis whether this
policy is applicable.

6. As an educational establishment, the University will not tolerate any
form of sexual harassment by an employee of the University to a student
or other staff members. Also, it will not tolerate any form of sexual
harassment by a student to a fellow student or any staff member of the
University.



7.

Any staff member or student who believes that he or she is a victim of
sexual harassment should act promptly. Delay in making a complaint
may also present difficulties for the University in conducting a thorough
investigation and establishing the facts of the case.

Lodge of Complaint

8.

9.

Any staff member or student of the University who has allegedly been
sexually harassed by another staff member or student may approach the
Human Resources Office (for staff) or Office of Student Affairs (for
student).

Upon receipt of a complaint, the Human Resources Office or Office of
Student Affairs will refer the complaint to the Panel Convenor to handle
the enquiries and complaints.

Panel Against Sexual Harassment

10. For the purpose of the Panel Against Sexual Harassment, a Team of

11.

12.

Panelists consisting of 10 teaching and non-teaching staff members of
both genders who are in good standing, preferably of different ranks,
and are familiar with relevant regulations and procedures, together with
a Panel Convenor, will be appointed by the President, each for a term of
two years. Should a member's handling of incidents be deemed
improper during their term, resulting in damage to the University's
reputation or significant harm to personnel or property, the President
shall determine whether the member or convener shall remain in their
role.

For each investigation, the Panel Convenor will select at least two
members of both genders from the Team of Panelists. The two
members, together with the following standing members appointed by
the President, shall form the Investigation Panel to investigate the case.

For the purpose of Item 11 of this Policy, the following will be standing
members of the Panel Against Sexual Harassment:



Convenor

Director of Office of Student Affairs Ms. Tina TIAN

Standing Members

Director of Human Resources Office Ms. Catherine CHEN

Director of President’s Office Dr. Ning SUN

Professor, School of Humanities and Social Science Prof. Lan LI

13.

14.

15.

16.

All cases of alleged sexual harassment should be referred to the Human
Resources Office or Office of Student Affairs as appropriate to ensure
consistency in dealing with the matter. The two Offices will each assign a
designated officer with appropriate training, to be responsible for
handling such matters. However, the University reserves the right to
take disciplinary action against any staff member or student making a
false or malicious complaint or intentionally providing false information
in any complaint or conciliation process.

Where a complaint had been made but the complainant has declined to
participate in the normal procedure or a complaint is brought
anonymously or brought by third parties not directly involved in the
case, the University shall review the case to determine whether a further
inquiry into the underlying circumstances is justified. The review shall be
conducted jointly by the Panel Convenor together with one standing
Panel member who have full authority to determine whether to conduct
a further inquiry.

For an allegation that potentially discloses the commitment of a criminal
offense, the University has the right to report the case to the police for
handling.

A flowchart on handling sexual harassment complaints is attached for
illustration.



Conciliation

17.The Panel Against Sexual Harassment will offer to facilitate conciliation
of the dispute at the request of the complainant or the accused. Under
normal circumstances, conciliation does not require filing a written
complaint. Conciliation is a voluntary process, and will be conducted by
the Panel only where both the complainant and the accused agree to
conciliation. The complainant may elect to bypass conciliation and
proceed directly with the filing of a written complaint.

18.The Panel Convenor shall appoint two members from the Team of
Panelists to conduct any conciliation.

Investigation and Appeal

19. If the complainant wishes the University to initiate an investigation into
an alleged act of sexual harassment, he/she should file a written
complaint with the Panel Against Sexual Harassment. The written form
should include the date, the complainant's signature, and a detailed
complaint description. An officer designated by the Panel may assist in
recording an oral complaint as a written one, which must be signed and
confirmed by the complainant. Upon receipt of a written complaint, if
the preliminary assessment determines that an investigation is
necessary, the Panel should initiate a formal investigation procedure
within 10 working days and form an Investigation Panel to conduct a full
and impartial investigation.

20.In the course of the investigation, the complainant, the accused,
witnesses and any other parties concerned will be interviewed in private
by the Investigation Panel. A detailed record will be kept of all oral
evidence provided to the Panel confidentially.

21. A fact-finding report of the investigation shall be compiled. The Panel
Convenor shall notify the complainant and the defendant of the fact-
finding report in writing.

22.If the Investigation Panel confirms that the allegation of sexual



23.

24.

25.

26.

27.

28.

harassment is established, the accused could have the right to submit a
written appeal to the Panel Convenor.

If the finding by the Investigation Panel is that the allegation of sexual
harassment is not established, the complainant could have the right to
submit a written appeal to the Panel Convenor.

Upon receiving an appeal, the Panel Convenor will establish an Appeal
Panel (consisting of three members of the Team of Panelists who have
not had any prior involvement in the case). The Appeal Panel shall review
the fact-finding report, taking into account the written appeal stated in
the complainant or the accused written submission ("Grounds of
Appeal").

The Appeal Panel may meet the complainant or the accused and hear his
or her submission. The Appeal Panel's decision on the facts will be final,
and will be reported to the Panel Convenor.

If there is a finding of "sexual harassment not established" by the
Investigation Panel (and no appeal is submitted) or by the Appeal Panel
on an appeal, the Panel Convenor shall report the matter to the
President and submit a final report. The Panel's decision will be
conveyed in writing to the complainant and the accused.

If there is a finding of "sexual harassment established" by the
Investigation Panel (and no appeal is submitted) or by the Appeal Panel
on an appeal, the Panel Convenor shall make recommendations to the
President on disposal of the case, including recommendation of any
disciplinary action, in accordance with the relevant provisions in the Staff
Handbook or the Student General Regulations as appropriate. The
decision of the President is final and will be conveyed in writing to the
complainant and the accused.

In considering the recommendation of the Investigation Panel, where it
is determined that an act of sexual harassment has been committed and
the conduct of the staff member or student being accused warrants
further possible disciplinary action, the President will refer the case to the



relevant board/committee to invoke the relevant disciplinary
procedures and take appropriate disciplinary action against that staff
member or student concerned in accordance with the provisions of the
relevant established disciplinary procedures.

Time Limits

29.The filing of a written complaint should normally be made within (i) forty
(40) working days from the time the complainant knew or should have
known of an act(s) of alleged sexual harassment or (ii) twenty (20)
working days after conciliation has been completed, whichever is later.

30. Conciliation if any should be conducted within 30 working days from
receipt of a complaint.

31.The complainant or the respondent must submit a written appeal to the
Convener of Panel within 5 working days from the date of receiving the
investigation results. Failure to submit the appeal within the stipulated
time shall be regarded as a waiver of the right to appeal. In exceptional
circumstances (such as public holidays, epidemics, etc.), the
aforementioned time limit may be appropriately extended, with the
specific extension period to be determined by the Panel Against Sexual
Harassment based on the actual situation.

Conflict of Interest

32.Any person who has an actual or potential conflict of interest in the
complaint shall declare his/her interest and shall not take part in any
other capacity as a decision-maker.

Confidentiality and Support

33.In the conciliation, complaint investigation and appeal processes, every
reasonable effort shall be made to ensure confidentiality and to protect
the privacy of all parties concerned.

34.The University will provide necessary support, including psychological



counseling services and professional advice, to assist victims in dealing
with the impact of sexual harassment incidents.

Education and Training

35.1t is important to heighten the awareness of the University community
against sexual harassment. The Panel Against Sexual Harassment is
tasked with the responsibility for organizing appropriate education,
training and promotion activities relating to sexual harassment

prevention.

Amendment

36. The University may amend this Policy from time to time.



Conciliation
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Flowchart on Handling Sexual Harassment Complaints
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Conciliation Addendum: Even if the parties reach a settlement, if there are
any violations of laws and regulations or actions that damage the reputation
or interests of CUHK-Shenzhen or CUHK, corresponding penalties will be
imposed in accordance with the General Regulations or the Employee Code
of Conduct.
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