South Carolina Music Educators Association
Whistleblower, Discrimination, and Sexual Harassment  Policy 
 

Reporting Responsibility
It is the responsibility of all SCMEA directors, officers and employees to comply with the SCMEA Policies and Procedures and to report violations or suspected violations in accordance with this Whistleblower Policy. 

No Retaliation
No director, officer or employee who in good faith reports a violation of the SCMEA Policies and Procedures shall suffer harassment, retaliation or adverse employment consequence. An employee who retaliates against someone who has reported a violation in good faith is subject to discipline up to and including termination of employment. This Whistleblower Policy is intended to encourage and enable employees and others to raise serious concerns within the Organization prior to seeking resolution outside the Organization. 

Accounting and Auditing Matters
The Finance Committee of the Executive Board shall address all reported concerns or complaints regarding corporate accounting practices, internal controls or auditing. The Finance Committee chair shall immediately notify the Finance Committee of any such complaint and work with the committee until the matter is resolved. 

Acting in Good Faith
Anyone filing a complaint concerning a violation or suspected violation of the SCMEA Policies and Procedures must be acting in good faith and have reasonable grounds for believing the information disclosed indicates a violation of the SCMEA Policies and Procedures. Any allegations that prove to be unsubstantiated and which prove to have been made maliciously or knowingly to be false will be viewed as a serious disciplinary offense. 

Confidentiality
Violations or suspected violations may be submitted on a confidential basis by the complainant or may be submitted anonymously. Reports of violations or suspected violations will be kept confidential to the extent possible, consistent with the need to conduct an adequate investigation. 

Discrimination Policy
Discrimination of all persons is prohibited with regard to membership and any other activity on the basis of race, religion, sex, national origin, age, color, immigrant status, English speaking status or disabling condition in SCMEA as required by Title IX of the Educational Amendments Act of 1972, Section 504 of the Rehabilitation Act of 1973, the Age Discrimination Act of 1975, and the Civil Rights Act of 1964 as amended. 
 

SEXUAL HARASSMENT POLICY 

Statement of Policy
Sexual harassment violates federal civil rights laws. SCMEA is committed to providing and promoting an atmosphere in which members can realize their maximum potential. Toward this end, all members of the SCMEA (including members, staff and students) must understand that sexual harassment will not be tolerated, and that they are required to abide by the following policy.
A. Sexual Harassment Defined
This policy prohibits “quid pro quo” and “hostile environment” sexual harassment as defined below.
1. Quid Pro Quo Sexual Harassment
Unwelcome sexual advances, requests for sexual favors, and other verbal and physical conduct of a sexual nature by one in a position of power or influence constitutes “quid pro quo sexual harassment” when 1) submission by an individual is made either an explicit or implicit term or condition of employment or of academic standing, or 2) submission to or rejection of such conduct is used as the basis for academic or employment decisions affecting that employee or student. As defined here, “quid pro quo sexual harassment” normally arises in the context of an authority relationship. This relationship may be direct as in the case of a supervisor and subordinate or teacher and student or it may be indirect when the harasser has the power to influence others who have authority over the victim.
2. Hostile Environment Sexual Harassment
Unwelcome sexual advances, requests for sexual favors, and other verbal and physical conduct of a sexual nature constitute “hostile environment sexual harassment” when such conduct is directed toward an individual because of his or her gender and has the purpose or effect of 1) creating an intimidating, hostile, or offensive work or academic environment, or 2) unreasonably interfering with another’s work or academic performance. Generally, a single sexual joke, offensive epithet, or request for a date does not constitute hostile environment sexual harassment; however, being subjected to such jokes, epithets or requests repeatedly may constitute hostile environment sexual harassment.
In determining whether alleged sexual harassing conduct warrants corrective action, all relevant circumstances, including the context in which the conduct occurred, will be considered. Facts will be judged on the basis of what is reasonable to persons of ordinary sensitivity and not on the particular sensitivity or reaction of an individual.
In cases of alleged sexual harassment, the protections of the First Amendment must be considered if issues of speech or artistic expression are involved. Free speech rights apply in the classroom and in all other education programs and activities of public institutions, and First Amendment rights apply to the speech of students and teachers. Great care must be taken not to inhibit open discussion, academic debate, and expression of personal opinion, particularly in the classroom. Nonetheless, speech or conduct of a sexual or hostile nature which occurs in the context of educational instruction may exceed the protections of academic freedom and constitute prohibited sexual harassment if it meets the definition of sexual harassment noted above and 1) is reasonably regarded as non-professorial speech (i.e., advances a personal interest of the faculty member as opposed to furthering the learning process or legitimate objectives of the course), or 2) lacks accepted pedagogical purpose or is not germane to the academic subject matter.
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