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The IAFN is committed to maintaining a work environment that is free from harassment of any kind, including sexual harassment.  Sexual harassment is defined as unwelcome or unwanted sexual conduct; requests for sexual favors; and verbal, nonverbal, or physical conduct of a sexual nature that adversely affects the employee's employment terms or conditions or creates an intimidating, hostile, or offensive work environment.

POLICY
Sexual harassment is strictly prohibited and will not be tolerated.  This policy covers IAFN employees, board members, members, and to the extent practical, third parties that conduct business with IAFN. Legal counsel will be consulted immediately.

PROCEDURE
The IAFN encourages the reporting of all perceived incidents of sexual harassment either through an informal or formal procedural mechanism as outlined. Anyone who retaliates against an employee who reports harassment will be subject to disciplinary action.

To resolve a complaint of sexual harassment informally, the employee should notify the offender that his or her behavior is unwelcome both verbally and in writing. If notifying the offender is uncomfortable for the employee, notification by a supervisor to both parties is suggested both verbally and in writing.  The supervisor will then attempt to resolve the situation.  If the offender is the CEO or the President of the IAFN Board, notification of another member of the Board is advised. It is advised that the person feeling harassed keep a log of incidents including, but not limited to, the date, time and offensive comment, gesture or behavior.
Once an employee has notified their supervisor, the supervisor will initiate the investigation process within 5 business days of the complaint.  To the extent possible, the complaints, interviews with colleagues, and any documents discovered or generated during the investigative process, will remain confidential.  The results of the investigation will be reported to the President of the Board or the Chief Executive Officer (if not already involved), who will determine a course of action.  The response can include various kinds of disciplinary action, up to termination.

If the offender is the CEO, a committee created by the Board President, will be established to investigate the complaint and determine a course of action.  If the complaint is against the President, the President-Elect will create the investigating committee. The Committee will be charged with conducting the investigation within 30 days of the date of the complaint.   The committee will conduct follow-up interviews to determine that the appropriate steps were taken and the issues were resolved.
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