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WELCOME 

Welcome to La Sierra University.  This institution is part of the world-wide ministry of education 

of the Seventh-day Adventist Church.  This ministry requires a skilled, trained team of 
employees dedicated to implementing the mission, philosophy and objectives of the University. 

This includes fostering principle-centered leadership that sustains a student-service culture of the 
University. 

You are a member of that team.  This handbook contains information to assist your participation 
in the service of the University.  I hope that you will find this a pleasant, satisfying place to work 

and that, whatever your job, you will realize that you, too, can make a significant contribution 
to our success. 

Sincerely, 

Joy Fehr
President 
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INTRODUCTION 
 

 

To ensure the university’s success in accomplishing its mission, this Salaried 

Employee Handbook has been prepared to introduce you to La Sierra University, 

explain our current policies, practices and benefits, and serve as a reference tool for 

you, in your employment at La Sierra University, so you are aware of what you can 

expect from La Sierra University – and what the university will expect from you. 

You should thoroughly familiarize yourself with the policies and procedures 

contained in this Handbook, as well as any additional updated policies or procedures 

that may be communicated to you.  

 

We hope your experience here will be challenging and enjoyable. This Handbook 

contains information for you as a salaried employee of the University. As used in 

this Handbook, “Salaried Employee” means employees of the University who are 

paid on salary exempt basis and includes faculty as it relates to policies or benefits 

not addressed in the Faculty Handbook. As benefits for employees vary somewhat 

between the classifications of employees, separate Employee Handbooks are 

provided for faculty and hourly employees.  

 

It is important to understand that you are employed in an “at will” employment 

relationship, which means that either you or the University can end your 

em 
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American Division.  All University Handbooks supersede the NAD working policy 

should any University Handbook differ from the NAD working policy.  

If there is any item that you do not understand, please request clarification from your 

supervisor or Human Resources. This Handbook supersedes all previous handbooks, 

manuals, letters, memoranda or understandings that may have been issued on 

subjects contained herein. 

This Handbook is the property of the University and it is intended for your personal 

use for reference as an employee of the University.  Custody of the Handbook resides 

with Human Resources. Human Resources will periodically issue revised editions 

of the entire Handbook.  Revisions to the Handbook are generally made annually.  

 

The Handbook is available online or at the Human Resources Office.  For more 

information, you may contact Human Resources. 
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MISSION STATEMENT 

 

 

As members of the diverse La Sierra University community, we are committed to 

inquiry, learning, and service.  Our community is rooted in the Christian gospel and 

Seventh-day Adventist values and ideals. 

 

Our mission is: 

 

TO SEEK truth, enlarging human understanding through scholarship; 

 

TO KNOW ourselves, and the world through reflection, instruction, and 

mentoring; 

 

TO SERVE others, contributing to the good of our local and global 

communities. 

 

We pursue this mission with excellence, integrity, compassion, and mutual respect. 
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EMPLOYMENT POLICIES 

 

NONDISCRIMINATION POLICY 
 

The University was established by the Seventh-day Adventist church as an integral 

part of its teaching ministry. 

 

The University is committed to equal education and employment opportunities for men 

and women of all races and does not discriminate on the basis of handicap, sex, race, 

color, or national origin in 
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La Sierra University is part of the higher education system of the Seventh-day 

Adventist Church. The University’s heritage and ethos reflects a dedication of loving 

service to people of all backgrounds and identities. La Sierra University is 

committed to creating and fostering an educational environment where all members 

of its community can thrive. Faith and learning are integrated in the curriculum and 

in student activities, and religious beliefs and tenets are woven into all aspects of 

institutional operations. This places the University within the educational plurality 

of the State of California. 

 

The freedom to practice and express the University’s religious beliefs and tenets is 

recognized by the United States and California Constitutions. Other federal and state 

laws likewise support the opportunity for religious higher education institutions such 

as La Sierra University to pursue their missions and integrate religious beliefs and 

tenets into campus life. For example, exemptions in Title IX1 and the California 

Equity in Higher Education Act2 support the University’s efforts to operate 

consistently with its religious beliefs 
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who become related by marriage, do work in a direct supervisory relationship with one 

another, the University will attempt to assign one of the employees to another position 

for which he or she is qualified, if such position is available.  If no such position is 

available, then one of the employees will be required to leave the University.  The 

decision as to which employee will leave is left solely to the spouse/employee or in-

law/employee. 

 

MINORS 
 

Minors (under age 18) enrolled in La Sierra University must present proof of 

graduation from high school before beginning employment.  Minors (under age 18) 

that are not enrolled in La Sierra University are not generally hired to work at La Sierra 

University
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Telephone number 

Marital status  

Number of dependents  

Citizenship  

Person to notify in case of emergency 

Registration, certification, licensure 

Educational coursework completed  

Beneficiary designation 

Any additional pertinent information  

 

Personnel files are the property of La Sierra University.  However, an employee may 

examine his/her personnel file, excluding records of criminal investigations and letters 

of reference, in the presence of a University Human Resources representative.  A 

request to do so should be made in writing at least 24 hours in advance. 

 

Inspection shall be in the University Human Resources Department during regular 

business hours.  An employee may provide a rebuttal statement to documents in his/her 

personnel file.  Copies of materials in your personnel file are available to the employee 

upon payment of clerical and copying charges. 

 

CONFIDENTIAL INFORMATION 
 

Information about other employees is private; the unauthorized use, possession, or 

dissemination of confidential information is considered sufficient cause for discipline 

or termination. 

 

CONFLICT OF INTEREST 
 

La Sierra University employees are prohibited from using their positions for purposes 

that are, or give the appearance of being; motivated by a desire for private financial 

gain for themselves or others, such as those with whom they have family business or 

other ties. 

 

1. Individuals Included - All trustees, vice presidents, deans of the schools, 

administrative and academic unit heads, and persons employed  by the 

university in development areas have a duty to be free from the influence 

of  any conflicting interest when they represent the university in 

negotiations or make representations with respect to dealings with third 
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Supervisors are responsible to establish and maintain specific guidelines within each 

department provided they are within the guidelines of this policy. 

 

BEHAVIOR CODE 
 

The University is an institution of the Seventh-day Adventist church and incorporates 

the traditional values and standards of the church in its employment policies and 

expectations.  All employees are expected to demonstrate good judgment, ethical 

personal behavior, common sense, honesty, and the high moral standards of conduct 

and lifestyle expected of employees of a Seventh-day Adventist institution at all times.  

Failure to meet these expectations may result in disciplinary action, including, but not 

limited to, censure, suspension with or without pay, or termination.
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21. Loitering or sleeping on the job. 

 

22. Gambling. 

 

23. Violation of the APPEARANCE POLICY, on page 8. 

 

24. 
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The University computer systems contain academic, financial, and personal data which 

is sensitive and confidential.  Access to the system is limited solely to University 

employees and contract personnel whose jobs require them to record, review, or 

retrieve this data, or who are involved with system development or operations, and 

who receive prior clearance from the Department of University Computing.  This 

privilege is a trust.  Misuse of the privilege of access or unauthorized access to the 

system will not be tolerated. 

 

Any University employee who intentionally accesses or causes to be accessed the 

syste
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Solicitation, sale of merchandise, or distribution of literature for any purpose other than 

sponsored by the University is strictly prohibited during work hours or in work areas. 

 

ENDORSEMENT 
 

No employee may endorse or imply endorsement of a product or service in the name 

of La Sierra University.  This applies to the wording of contracts with organizations 

outside LSU; to the use of LSU stationery in making statements regarding products, 

services, or issues; or to any dealings or communications which could imply 

endorsement by the University. 

 

POLITICAL AND CIVIC ACTIVITIES 
 

The University encourages active interest in civic affairs on the local, state, and 

national levels.  However, political activities in connection with such affairs are 

prohibited on LSU premises.  Any expression of interest in civic or political activity 

must not commit LSU in any way. 
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PARKING 
 

On-
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of personnel and duties of the Safety Committee and its subcommittees is outlined 

in the Business Emergency Action Plan. You may download your copy at:  

https://lasierra.edu/fileadmin/documents/risk/safety/safety-handbook.pdf 

The University’s Safety Building Coordinators is comprised of University staff from 

the various schools and departments on campus. The University's schools and 

departments are encouraged to cooperate and support their respective Safety Building 

Coordinator. The duties of a Safety Building Coordinator are to inspect their building 

and report findings to the Office of Risk Management for follow up; to observe and 

report any safety hazards of their facility or surrounding areas to Physical Plant; to 

participate in providing safety training to or within their departments; assist in accident 

injury investigations when needed; to inform their departments of safety related 

/fileadmin/documents/risk/safety/safety-handbook.pdf
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EMPLOYMENT PROCEDURES 
 

APPLICATION 
 

All prospective employees desiring employment with LSU will complete the online 

employment application.  Applicants are interviewed and screened by the Human 

Resources Department. 

 

REFERRAL 
 

Applicants are referred to the appropriate department for further interviews.  The final 

selection is made by the department head in consultation with the Human Resources 

Department.  All new employees as well as former employees being rehired are 

required to report to the Human Resources Department to complete the hiring process, 

which is necessary before one is put on the payroll system in order to receive a 

paycheck. 

 

PRE-EMPLOYMENT INFORMATION VERIFICATION POLICY 
 

In seeking to fulfill the mission of La Sierra University, the university will verify the 

accuracy of all the information provided by a prospective employee. 

 

In order to protect University interests, institutional resources, and the welfare of its 

students, employees and campus visitors, it is the policy of the University to offer 

employment to an applicant subject to an acceptable verification of all pre-

employment information provided by the applicant on the employment application.  

This policy will also relate to any current employee whose position is being 

reclassified. An acceptable verification will determine that there are no material 

omissions, material inconsistencies or falsifications in the pre-employment 

information. Applicants will be advised that an acceptable verification within the 

following areas is required:  social security trace, previous address history, 

education, professional credentials, previous employment, personal and professional 

references and criminal convictions. In addition, certain positions may be subject to 
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Criminal convictions will be considered only in determining an individual’s 
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TERMINATION OF EMPLOYMENT 
 

INTRODUCTORY PERIOD:  La Sierra University recruits carefully and believes it 

is hiring the best employee for each position.  It is, however, to both LSU's and the 

employee's advantage to have an initial period of employment in which the employee 

has time to appraise LSU on its job content, and LSU has a similar opportunity to 

appraise the new employee's job performance.  Thus, each new employee must 

satisfactorily complete an introductory period of 90 days, measured from his or her 

initial date of employment. 

 

LSU or the employee may terminate the employment relationship during the 

introductory period with or without cause and with or without prior notice. 

 

At the successful completion of the 90-day introductory period, the employee becomes 

a regular employee.  The successful completion of the introductory period, however, 

does not mean 
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staff and/or hours, based on but not limited to the employee's length of service with La 

Sierra University,  his/her  total denominational service record, and evaluation of 

performance and capabilities.  Every effort will be made to place the affected employee 

in another suitable position. 

 

RESIGNATION 
 

If an employee wishes to resign, a written letter of resignation should be given to 

his/her supervisor to be retained in the Human Resources Department employment 

records.  Resigning employees are paid for all hours worked and for any accrued 

vacation time according to policy. 

 

KEYS 
 

Issuance of University keys is done through Physical Plant. 

 

Only employees with the appropriate authorization will be issued keys.  Transfer of 

keys from one person to another is not permissible.  Keys are not to be duplicated, 
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Human Resources Department and the Payroll Department are available for 

information and counsel concerning retirement. 

 

1. Adventist Retirement Plan (Defined Contribution Plan effective January 

1, 2000). 

 

a. Under the Adventist Retirement Plan (ARP) which began on 

January 1, 2000, the University makes a basic contribution into the 

employee’s retirement account. 

 

b. Employees are fully vested for all employer contributions into the 

ARP.   

 

c. The employee may elect to defer a portion of his or her salary into 

this retirement account.  The University matches these employee 

contributions subject to limits.  For more information on the details 

of the matching contributions contact the Human Resources 

Department. 

 

d. All contributions are invested on behalf of the employee into 

investment funds that the employee selects. 

 

e. For information regarding current employer contribution rates and 

matching limits and for a list of available funds contact the Human 

Resources Department. 

 

2. Defined Benefits Plan (Frozen December 31, 1999) 

 

The denominational retirement plan has gone through many 

modifications since its inception in 1911.  As of December 31, 1999, the 

Defined Benefits Plan was frozen.  This means that, as of that date, no 

employee of a United States Seventh-day Adventist institution will be 

earning service credit towards this plan.  However, an employee may 

qualify for benefits under this plan.  For more information or counseling 

concerning this plan contact the Human Resources Department. 
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Tax Sheltered Annuities (TSA) are a unique benefit enjoyed only by employees of 

certain nonprofit organizations.  It allows them to keep part of the taxes they would 

normally pay and put them to work in a qualified retirement program.  There are 

several companies represented at the University with a variety of programs.  These can 

all be handled through payroll deduction.  For information packets and names of 

representatives, contact the University Human Resources Department. 

 

FLEXIBLE SPENDING ACCOUNT PLAN 
 

Flexible spending accounts are a tax favorable plan whereby employees can pay for 

eligible expenses through payroll deduction with dollars that are not subject to federal, 

state, Social Security and Medicare taxes.  The plan consists of a Health Care Account 

and a Dependent Care Account. 

 

This plan also allows employees to pay for certain insurance with pre-taxed dollars.  

The insurances currently being pre-taxed are the following:  The La Sierra University 

Health Plan and AFLAC. For more information, contact the Payroll Office x2034. 

 

 

FAMILY 
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pregnancy.  Child birth is viewed as a “disability” by employment law as the mother 
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After seven calendar days of absence due to medical reasons, employees are expected 

to file for disability insurance with the Office of Human Resources.  The maximum 
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leave will be needed.  An absence under such circumstances should be reported 

immediately to the supervisor. 

 

Vacation leave taken is reported each pay period to the department for which the 

employee works.  The designated Kronos supervisor will add the amount taken to the 

Kronos Time and Attendance system.  The hours used are reflected on the employee’s 

paycheck stub, and will reduce the vacation leave balance. 

 

Holidays are not part of the vacation leave accrual and do not reduce the vacation leave 

bank. 

 

 Unused vacation leave may be accumulated from year to year up to the maximums 

listed above.  In no case may an employee accumulate more than six weeks in a given 

year. 

 

Unused vacation leave will be paid out to the employee under the following 

circumstance: 

 

1. At the time of termination or retirement, unused vacation leave up to a 

maximum of six weeks shall be granted. 

 

2. After 6 months of continuous disability, unused vacation leave up to a 

maximum of six weeks shall be paid out to the employee and vacation 

accrual will stop. 

 

SICK LEAVE 
 

All salaried employees are eligible for Sick Leave.  Sick Leave is granted at the rate of 

3.08 hours for full time employees.  Sick leave for regular part-time salaried employees 

is prorated based on the employee’s percentage of full time employment. The 

maximum annual accrual is 80 hours (two weeks).  The maximum accrual is 760 hours. 

 

Time in the employee’s Sick Leave Bank may be used for preventive care, or for the 

diagnosis, care, or treatment of an existing health condition for the employee or a 

family member of the employee.  Sick Leave may also be used by an employee who 

is a victim of domestic violence, sexual assault, or stalking to seek help or obtain a 

restraining order. 
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In the event that an employee is disabled and unable to continue work, this policy is 

designed to maintain an employee's income at two-thirds of the pre-disability income 

level until normal retirement age.  However, this insurance will also be coordinated 

with other disability benefits such as Social Security, workers compensation, and short-

term disability, etc. 

 

For a more complete description of the coverage offered under this program, please 

refer to the Long-Term Disability Certificate that is given to all eligible employees.  

Information is available in the Human Resources Department. 

 

DEATH AND BEREAVEMENT LEAVE 
 

Regular full-time University employees who lose a member of the family in death may 

be granted a leave with pay up to three days, according to distance and circumstances.  

Up to five days will be allowed when travel to the funeral requires more than one day's 

travel.  (Part-time employees are eligible on a prorated basis.) Family members include 

husband, wife, child, father, mother, brother, sister, father-in-law, mother-in-law, 

brother-in-law, sister-in-law, daughter-in-law or son-in-law, grandparents and grand-

children. Request for bereavement leave is made through the Department Director, 

who will notify the Human Resources Department immediately. 

 

JURY DUTY 
 

La Sierra University recognizes the responsibility of its employees to fulfill their civic 

obligation to perform jury duty.  The University will do what is necessary to facilitate 

the fulfillment of that obligation. 

 

If an employee receives a summons for jury duty, he/she must submit it to his/her 
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4. One benefit per Death: If the spouse or dependent(s) are also 

employees of the Seventh-day Adventist denomination, only one 

benefit per death will be made. 

 

5. Portability: Employees who have retired or terminated employment 

from the NAD may continue their coverage. Such employees must 

apply for the portable coverage for themselves and dependents within 

31 days after the date of termination. 

 

6. Funding: This benefit is paid by the employer. 

 

For more information, contact the Human Resources Department. 

 

LIABILITY INSURANCE 
 

The University provides comprehensive professional liability insurance protection for 

any person employed by the University, 
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This tuition benefit applies only to courses at La Sierra University.  It does not apply 

to Distance Learning courses, extension courses, any fees associated with a course, 

such as lab, studio or music lesson fees, or tour costs.  If a class conflicts with an 

employee's work schedule, approval must be obtained.  Approval may be granted or 

withheld at the discretion of the supervisor/department head. 

 

Application forms and detailed information regarding eligibility requirements, 

course limitation, etc., are available at the Human Resources Department. 

 

A portion of this benefit is taxable, and payroll taxes will be withheld.  Detailed 

information is available from the Human Resources Department. 

 

TUITION ASSISTANCE FOR DEPENDENT CHILDREN 
 

Tuition assistance is available for the unmarried, dependent children of full-time 

salaried employees. 

 

Conditions for Eligibility: 
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 c. The dependent of a full time salaried employee who has completed 

two full years of employment at La Sierra University is eligible for 









 

46 

 

a. For Schedule 1 there is no amortization period. 

 

b. 
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moving and related travel expenses according to the following 

schedule: 

 

i. Less than two years of employment - 100% reimbursement 

 

ii. More than two years but less than three years of 

employment - 50% reimbursement 

 

iii. More than three years but less than four years of 

employment - 25% reimbursement 

 

iv. More than four years of employment - 0% reimbursement 

 

c. Transfers - If termination from the University occurs within the 

first four years of employment because of an inter-denominational 

transfer, the University will recover a portion of the expenses of 

the previous move according to the foregoing schedule. 

 

RETIRING EMPLOYEE MOVING ALLOWANCE 
 

A retiring salaried employee with 30 or more years of denominational service receives 

the same benefits for a final move within the North American Division as incoming 

University personnel, with the omission of the flat allowance for packing and other 
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Termination pay consists of pay due for all hours worked and all remaining vacation.  

All termination pay is made at the current rate of pay.  The employee is responsible for 

returning all University property (such as keys, uniforms and I.D. and Health Insurance 

cards) before receiving termination pay. 

 

A letter of resignation from the employee or letter of termination given by the 

University and a completed vacation record must be presented to the Human Resources 

Department in order to initiate termination pay procedures, which vary according to 

the type of termination: 

 

Discharge : Termination pay is given to the discharged employee upon 

notice of discharge or within 24 hours of termination.  The employee’s 

supervisor is responsible for working with the Human Resources 

Department to insure that the check is prepared before notifying the 

employee. 

 

Resignation: Termination pay is prepared within 72 hours of 

termination.  However, if an employee gives the supervisor and payroll 

at least 72 hours notice termination pay will be prepared immediately 

upon  termination. 

 

TERMINATION SETTLEMENTS 
 

Eligibility: University employees who have been employed at least two years may be 

granted a termination financial settlement, providing they are not immediately eligible 
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3. Employees who serve until the age of 65, but who are not eligible for retirement 

benefits because of having entered denominational service after their 55th 

birthday. 

 

Ineligible Employees: An employee who voluntarily terminates his/her employment 

or who requests a leave of absence is not eligible for a termination settlement. 

 

Service Records: The termination settlement shall be noted in the employee's service 

record but does not cancel any part of his service credit unless such settlement exceeds 

the provisions of this policy.  If an employee who has received a termination settlement 

re-enters denominational service at a later date, any further settlement would be based 

on service accrued since the date of the previous settlement. 

 

Settlement: The settlement shall be payment or payments equal to 25% of one month's 

remuneration, excluding area travel and all other allowances for each year of full-time 

service or major fraction thereof, plus unused earned vacation to which the employee 

is entitled up to a maximum of six weeks.  In no case shall the settlement exceed the 

equivalent of five months' remuneration.  In the case of a surviving dependent parent, 
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addressed and resolved immediately. Supervisors are required to promptly report 

conduct that violates this policy to the Office of Human Resources. The Office of 

Human Resources is committed to responding to alleged violations of this policy in a 

timely and fair manner and to taking appropriate action aimed at ending the prohibited 

conduct. 

 

APPLICABILITY 

 

This policy applies to all members of the La Sierra University community, including 

students, employees and affiliated third parties. 

 

For the purposes of this policy, employees include temporary employees, student 

employees, part-time and full-time faculty, adjunct instructors, and all members of La 

Sierra University staff. 

 

Affiliated third parties may include, but are not limited to, independent contractors, 

volunteers who perform work for the University, vendors, alumni, and guests or 

visitors to the University. 

 

This policy pertains to acts of prohibited conduct committed by or against students, 

employees, and third parties when 

 

 The conduct occurs on the campus or other property owned or controlled by 

the University; or 

 The conduct occurs in the course of University-related business travel or off- 

campus programs, such as (but not limited to) domestic or international academic 

programs, field trips, study aboard, internship, work-related conferences, etc.; and/or 

 This policy also applies to behavior conducted online, including via e-mail. 

Postings on blogs, web pages, social media sites, and other similar online postings 

can subject an individual or group to allegations of violations of this policy. The 

University does not regularly search for this information, but action may be taken by 

the University if and when such information is brought to the attention of the 

University. 

 

Members of the University community have 

 

 The right to a discrimination, harassment and retaliation-free work and 

academic environment; 

 The right to file a complaint of discrimination, harassment or retaliation. 

Individuals are encouraged to report inappropriate conduct immediately and, 
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1. Harassment 

 
As used in this policy, harassment is defined as disrespectful or unprofessional 

conduct, that degrades or shows hostility towards an individual because of their 

protected category and/or has the intent or effect of unreasonably interfering with the 

individual’s employment or enrollment; and/or has the purpose or effect of creating 

a hostile, intimidating or offensive working, living or learning environment. 

 

2. Sexual Harassment 

 
Sexual harassment is covered under the Sexual Misconduct Policy through the Title 

IX Office. Please see the Sexual Misconduct Policy, on page 73 of this handbook or 

contact the Title IX Office for complete information. 
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discrimination or retaliation will be investigated promptly be the Office of Human 

Resources. 

 

In addition, La Sierra University encourages individuals who believe they are being 

subjected to such conduct to promptly advise the offender that the behavior is 

unwelcome and to request that it be discontinued. Often this action alone will resolve 

the problem. La Sierra University recognizes, however, that an individual may prefer 

to pursue the matter through complaint procedures. 

 

When a complaint alleges violation of this policy against any protected status (with 

the exception of sex 
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Misconduct constituting harassment, discrimination or retaliation will be dealt with 

appropriately, with suitable corrective action, where warranted and in consultation with 

appropriate University officers, to discipline individuals who discriminate,  harass, or 

retaliate against any person who considers or registers a discrimination, harassment, or 

retaliation complaint, or 

http://www.eeoc.gov/
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SEXUAL MISCONDUCT POLICY 
 

 

A. Institutional Values and Community Expectations 
 

In keeping with La Sierra University's mission and its heritage as a Seventh-

day Adventist university, we resolve to live consistently within traditional 

Christian values and teachings on sexuality. We believe that Scripture is the 

ultimate authority on how to conduct our lives. La Sierra University takes the 

position that sexuality is a gift from God. Therefore, sexual expression should 

honor God, self, and others. The University expects that faculty, staff, and 

students will not engage in sexual intercourse outside of marriage nor engage 

in any sexual behavior or activity that would interfere with the University 

learning environment and its community. However, La Sierra University 

recognizes that members of its community may make choices that are 

inconsistent with the University's expectations for sexual behavior. 

 

La Sierra University is committed to maintaining an environment in which all 

members of our campus community are safe, secure, and free from sexual 

misconduct in any form. Our community expects that all interpersonal 

relationships and interactions - especially those of an intimate nature - will be 

grounded upon Christian principles and values, mutual respect, open 

communication, and clear consent. When learning of conduct or behavior that 

may not meet these standards, community members are expected take an 

active role in upholding this policy and promoting the inherent dignity of all 

individuals. 

 

This policy defines prohibited discrimination and harassment and details the 

University's response when it has notice of sexual misconduct. Specifically, 

this policy prohibits all forms of sexual or gender-based discrimination, 

harassment and misconduct, including sexual assault, non-consensual sexual 

contact, stalking, sexual exploitation, intimate partner violence, and sexual 

harassment. Prohibited conduct also includes retaliation against a person who 

reports, complains about or participates in good faith in processes under this 

policy, and violation of interim measures. Such conduct is collectively 

referred to as prohibited conduct. 

 

If you have

mailto:titleix@lasierra.edu
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For more information about Title IX, please go to http://lasierra.edu/sexual-

misconduct/. A person may also file a complaint with the Department of 

Education's Office for Civil Rights regarding an alleged violation of Title IX 

by visiting  

www2.ed.gov/about/offices/list/ocr/complaintintro.html or calling 1-800-

421-3481. 

 

C.

http://lasierra.edu/sexual-misconduct/
http://lasierra.edu/sexual-misconduct/
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more of the parties are not members of the University community, the 

University's ability to investigate and/or impose disciplinary sanctions may be 

limited. In such instances, the University reserves the right to take any steps it 

deems appropriate, including restriction of access to campus, referral to law 

enforcement, the respondent’s home school Title IX office, or other external 

agency, and address the situation and provide necessary resources to those 

individuals impacted and, as needed, to the broader University community. 

 

D. Prohibited Conduct and Definitions 
 

Key terms which the University uses in evaluation whether prohibited conduct 

has occurred are identified below: 

 

A. Affirmative consent 

 

Consent represents the cornerstone of respectful and healthy intimate 

relationships. La Sierra University strongly encourages its community 

members to communicate - 
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Individuals are incapacitated if they cannot make an informed and 

rationale decision to engage in sexual activity because of a lack of 

conscious understanding of the fact, nature, or extent of the act. In keeping 

with La Sierra University's mission and its heritage as a Seventh-day 

Adventist university, the University actively discourages members of its 

campus community from using alcohol or drugs for non-medical purposes 

in any form. The University, however, recognizes that members of its 

community may make choices that are inconsistent with the University's 

expectations for alcohol and drug use. Sexual activity under the influence 

of alcohol or drugs poses a risk to all parties. That said, incapacitation may 

result from drugs or alcohol, but consumption of drugs and/or alcohol 

alone may not establish incapacitation. In evaluating affirmative consent 

cases involving incapacitation, the University will determine whether the 

reporting party was incapacitated. 

 

Being intoxicated or impaired by drugs or alcohol does not excuse one 

from the responsibility to obtain consent to engage in sexual acts. Being 

intoxicated or impaired by drugs or alcohol is not a 
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A person may appear to be giving consent but may not have the capacity 

to do so, in which case the apparent consent is not effective. If there is any 

doubt as to another person's capacity to give consent, one should assume 

that the other person does not have the capacity to give consent. 

 

In evaluating affirmative consent cases involving incapacitation, the 

University will determine whether a reasonable, sober person should have 

known that the reporting party was incapacitated and thus unable to 

consent to sexual activity. Reasonable belief (based on the totality of 

circumstances which the reporting party knew or reasonably should have 

known) in affirmative consent is a defense to sexual assault and non-

consensual sexual contact. 

 

C. Prohibited Conduct 

 

La Sierra University prohibits all forms of sexual misconduct. Such 

conduct violates the community values and principles of our institution 

and disrupts the living, learning, and working environment for students, 

faculty, staff and other community members. The University specifically 

prohibits the conduct listed below. An attempt or threat to commit an act 

identified in this policy, as well as assisting or willfully encouraging any 

such act, are also considered a violation of this policy. 

 

1. Sexual Assault and Non-Consensual Sexual Contact: Sexual 

Assault is penetration, however slight, (vaginal or anal with a body part or 

object) and mouth to genital contact of another individual by force or 

threat, without effective, affirmative consent, or where that individual is 

incapacitated. Non-Consensual Sexual Contact includes intentional 

contact with the intimate parts of another, causing an individual to touch 

their own intimate body parts (e.g. breasts, genitals, mouth or any other 

part of the body that is touched in a sexual manner), or exposing or 

disrobing another by force or threat, without effective, affirmative 

consent, or where that individual is incapacitated. 

 

2. Sexual Exploitation: Taking non-consensual or abusive sexual 

advantage of another person for the benefit or advantage of oneself or a 

third party, e.g. spying on someone nude, taking or sharing images of 

sexual activity or nudity, inducing incapacitation. 
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3. Stalking: A course of conduct (two or more acts of following, 
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When sexual favors are used or threatened to be used as a basis for 

academic or employment decisions. 

 

6. Sex or Gender-Based Discrimination: Disparate treatment of a 

person or group because of their sex, sexual orientation, gender identity or 

gender expression. 

 

7. Retaliation: An adverse action (e.g. conduct that threatens, harasses, 

coerces or intimidates) taken against a person for making a good faith 

report of prohibited conduct, providing information, exercising one’s 

rights or responsibilities under this policy, or for otherwise being involved 

in the process of responding to, investigating, or addressing allegations of 

sexual misconduct. Retaliation can be substantiated without a finding that 

there is responsibility for prohibited conduct. Third parties (i.e. not the 

reporting or responding party) can be the victims or perpetrators of 

retaliation. 

 

Allegations of retaliatory actions, such as intimidation, threats, or coercion 

against any individual for having engaged in the above activities, will be 
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suspension. Violation of interim measures is a separate policy violation 

and is not dependent on substantiation of the reported or underlying policy 

violation. 

 

E. Procedures 

 

Information covered in this section includes: 

 

1. Seeking Medical Assistance 

2. Preserving Evidence 

3. Confidential Support, Advocacy & Counseling Services 

4. The University’s Reporting Obligations 

5. Reporting Prohibited Conduct to the University 

6. Supportive and Protective Measures & Accommodations 

7. Initial Assessment/Intake Meeting with Coordinator 

8. Investigation Process and Outcome 

9. Resolution of Alleged Sexual Misconduct Violations 

10.  Educational Training, Awareness & Prevention Programs 

 

1. Seeking Medical Assistance 

 

Experiencing any form of sexual misconduct, especially acts of violence, 

is difficult and overwhelming. Reporting parties often experience a range 

of emotions, including fear, anxiety, and confusion and may be unsure of 

what they want to, or should do, next. Regardless of whether the individual 

chooses to report the incident, the University strongly encourages 

reporting parties of any form of violence to seek medical attention as soon 

as possible even if they feel no injury was sustained. Medical assistance 

providers can treat visible physical injuries and identify injuries that may 

not be visible, and, where appropriate, also test for and treat sexually 

transmitted infections, test for pregnancy, and provide emergency 

contraception (if requested). In addition, a hospital can test for the 

presence of alcohol or drugs (e.g., "date rape" drugs) and perform a rape 

evidence collection procedure (see Procedures Section 2), which are also 

strongly recommended to maintain all legal options. 

 

Medical services are available from the following resources on or near La 

Sierra University: 
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La Sierra University Health Services 

Evidence collection kit cannot be provided. 

 

Location: Student Health Services 

Phone: 951.785.2200 (if after hours, call Security at 951.785.2222) 

Website: https://lasierra.edu/health-services/ 

(for regular hours of operation and 24-hour emergency contact info) 

 

Riverside Community Hospital, Emergency Dept. (24 hours) 

Evidence collection kit cannot be provided. 

 

Location: 4445 

http://riversidecommunityhospitalcom/
http://www.coronaregional.com/
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Under California law, medical personnel are required to alert police when 
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attempt to collect possible evidence (e.g., from the drink, through urine or 

blood sample). 

Preserve evidence of electronic communications by saving them and/or by 

taking screenshots of text messages, instant messages, social networking 
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will not disclose  information  about  incidents  of  sexual  misconduct  to  

anyone, including law enforcement or the University, except  in  very  

limited  situations, such as when failure  to  disclose  the  information  

would  result  in  imminent  danger  to  the individual or to others or where 

state law requires a report be made. Confidential resources can provide 

reporting parties with information about support services and their 

options. Because of the confidential nature of these  resources,  disclosing  

information  to  or seeking advice from a confidential  counselor  does  not  

constitute  a  report  or  complaint to the University and will not result in 

a response or intervention  by  the University. 

 

 

 

 

On-Campus Confidential Resources 

 

La Sierra University 

Counseling Center 

951.785.2011 

https://lasierra.edu/counseling/ 

Student Health 

Services 

951.785.2200 

https://lasierra.edu/health-services/ 

 

To reach after hours, please contact Campus 

Safety and Security Patrol. 

951.785.2222 

Spiritual Life Office 951.785.2090 

spirituallife@lasierra.edu 

 

Before speaking with members of the Spiritual 

Life Office, individuals should ask for 

confidentiality if that is their expectation. 

 

 

Off-Campus Confidential Resources 

 

       Local Law 

      Enforcement 

911 If the physical or sexual 

abuse, or severe neglect is 

in progress, contact the 

police department by 
Riverside Police 

Department 

951.787.7911 

mailto:spirituallife@lasierra.edu


http://www.rarcc.org/
http://alternativestodv.org/
http://www.sbsas.org/
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violation of a University policy that is a "crime of violence," including 

arson, burglary, robbery, criminal homicide, sex offenses, assault, 

intimidation (which may encompass stalking and/or bullying), hazing, 

destruction/damage/vandalism of property and kidnapping/abduction. The 

University will release this information to the reporting party in any of 

these offenses regardless of the outcome. 

 

5. Reporting Prohibited Conduct to the University 

 

While the University strongly encourages reporting, members of the 

mailto:titleIX@lasierra.edu
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Online Sexual Misconduct Reporting Form: https://lasierra.edu/sexual-

misconduct/report/  

Website:  

https://lasierra.edu/sexual-misconduct/ 

 

Amnesty for Sexual Misconduct Reporting Parties and Witnesses 

 

La Sierra University encourages reporting of sexual misconduct and seeks 

to remove barriers to an individual/group making a report. The University 
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La Sierra seeks to cooperate with outside law enforcement, but it will not 

necessarily delay its investigation just because a police report has also 
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law enforcement or pursue a complaint with the University. No 

disciplinary action need occur before these options are available. Interim 

measures do not indicate that the University has reached any conclusion 

about the reported prohibited conduct. 

 

In situations where the reporting party wishes to remain anonymous and/or 

the responding party is unknown it may not be possible to implement 

certain interim measures, e.g., a no contact order would necessitate 

identification of the responding party. 

 

Interim measures include, but are not limited to the following: 

 

Imposition of a campus “no-contact” directive 

Housing or workspace change 

 Modify housing contracts 

 Adjustment of course schedules or employment schedules 

 Alternate learning arrangements 

 Alternative course completion options 

 Withdrawal from class without penalty 

 Reschedule or retake exams without penalty 

 Reschedule assignments 

 Time off from class or work, or a voluntary leave of absence 

 Transportation arrangements 

 Safety planning 

 Access to counseling 

 Access to medical providers 

 Limit access to facilities/events 

 Modify schedule to separate parties 

 Campus escort 

 Interim suspension 

 University imposed leave 

 Any other remedy that can be tailored to specific individuals to 

reasonably achieve the goals of this policy 
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measures provided to the extent that maintaining such confidentiality 

would not impair the ability of the institution to provide the protective 

measures or accommodations. The Title IX office will advise Campus 

Safety of any order it may need to enforce, such as those related to no-

mailto:titleix@lasierra.edu
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to the reporting party, community and responding party without 

proceeding, the Title IX Coordinator has the discretion to do so. If the Title 

IX Coordinator decides that the investigation must proceed, the reporting 

party will be notified, but s/he is not required to participate. In that event, 

the University’s ability to investigate may be limited. The Title IX 

Coordinator shall decide about questions of anonymity and lack of action 

within two (2) days of receiving notice of any such request. 

 

The Title IX Coordinator will determine whether the report must proceed 

through the formal, investigatory process or whether it may proceed 

through informal resolution. Sexual assault or violence must be formally 

investigated. 

 

To determine whether or not informal resolution is appropriate the Title IX 

Coordinator will assess the severity of the actions alleged and the potential 

risk for others in the community. 

 

Informal Resolution Process 

 

The informal resolution process is a voluntary, structured interaction 

between involved parties to resolve concerns at the earliest stage possible 

facilitated by the Title IX Coordinator. The goals of informal resolution 
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The informal resolution process may be terminated at any time by either 

the Title IX Coordinator or any of the parties involved, at which point the 

allegation will be investigated via the formal investigation process. 

 

The University expects that cases eligible for resolution via the informal 

resolution process will be completed within 30 calendar days of a party’s 

election to use the informal resolution process. If the process is not 

completed in 30 calendar days, the resolution process will shift to a formal 

investigative process. 

 

 

Formal Investigative Process 

 

The decision to proceed with an investigation or not rests solely with the 

Title IX Coordinator and is typically made within 3 days of receipt of the 

report. The investigation shall be prompt, adequate, reliable and impartial. 

Most investigations will be completed within 60 days, excluding time for 

any appeal. However, witness availability, University breaks and vacation, 

a request by external law enforcement, or other good cause may result in 

an extension of the 60-day timeline. 

 

8. Investigation Process and Outcome 

 

The University's investigative and resolution processes of reports of 

violations of this policy will be prompt, fair, thorough and impartial. The 

procedures set forth herein are intended to afford a prompt response to 

reports of sexual misconduct, to maintain privacy and fairness consistent 

with applicable legal requirements, to provide equal treatment to the 

parties, and to impose appropriate sanctions on violators of this policy. 

 

Complaints of sexual misconduct and retaliation will be investigated and 

resolved in accordance with this policy. Because such allegations can 

sometimes raise novel issues and involve competing interests, the 

University reserves the right to take reasonable actions to address those 

issues in a manner that is consistent with the spirit of this policy, that 

preserves fairness for both parties, and that maintains the integrity of the 

investigation and resolution processes. 
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Set forth below are the typical steps that occur once the Title IX 

Coordinator makes a determination to proceed with a Title IX 

investigation: 

 

A. Assigning an Investigator. The Title IX Coordinator will assign an 

appropriately trained (including training regarding trauma informed 

interviewing techniques) and experienced investigator or investigator 

team (either internal or external) within 2 days of the determination to 

undertake an investigation. The University may rely upon any Title IX 

Coordinator for any institution other than La Sierra University, or any 

person who has previously served as a La Sierra University Title IX 

Coordinator, or La Sierra University Title IX Investigators, or designees, 

or outside investigators to conduct investigations. The Title IX 

Coordinator will remove and replace any investigator whom the Title IX 

Coordinator determines is biased or has a conflict of interest against either 

party or is not performing duties in a timely or professional manner. The 

investigator(s) and the Title IX Coordinator will establish a timeline for 

completion of each segment of the investigation. 

 

B. Standard of Review. The Title IX investigation procedure will 

determine findings of fact using the "preponderance of the evidence" 

standard (i.e., it is more likely than not that the Prohibited Conduct 

occurred). 

 

C. Cooperation. 
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A copy of the Notice of Investigation will also be provided to both the 
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To enhance the integrity of the investigative process and help ensure 

fairness for all parties, advisors cannot be a witness to or party in the 

matter or a related matter, or an attorney functioning as legal counsel. An 

attorney will only be permitted in a non-participatory advisor role at the 

party’s own expense. 

 

F. Opportunity to Participate.  Investigators have broad discretion in 

determining whether an offered witness or documentary evidence would 
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Although medical information is private, it is a witnesses’ decision 

whether or not to provide it if it contains relevant information. No negative 

inference will be drawn if a witness declines to provide private 

information. 

 

G. 





  

90 

 

the standards under this process, the appeal officer will take the appropriate 

action as follows: 

 Procedural Error: If it is determined that a procedural error 

occurred which was substantially prejudicial to the outcome of the 

investigation, the appeal officer may return the complaint to the 

investigator(s) with instructions to correct the error, and to reconvene the 

Investigation Review and Findings Meeting to reconsider the findings as 

appropriate. In rare cases, where the procedural error cannot be corrected 

by the original investigator(s) (as in cases of bias), the appeal officer may 

order a new investigation with a new investigator(s). The results of a 

reconvened Investigation Review and Findings Meeting cannot be 

appealed. 

 

 New Information: If the appeal officer determines that new 

information should be considered, the complaint will be returned to the 

investigator(s) to reconsider the complaint in light of the new information 

only, and to then reconvene the Investigation Review and Findings 

Meeting to reconsider the original findings as appropriate. The findings of 

the reconvened Investigation Review and Findings Meeting are not 

appealable. 

 Both parties in the appeal will generally be notified in writing of the 



 



  

92 

 

Sanctions and corrective actions will be imposed consistent with this 

policy. In addition, the University may take steps to remediate the effects 

of a violation on victims and others. 

 

Following an investigation, the University may extend interim protective 



  

93 

 

GRIEVANCE POLICY AND PROCEDURE 
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Human Resources. However, if this proves unsatisfactory, the employee 

shall be able to file a formal grievance. 

 

2. A formal grievance shall be filed with the Human Resources Department, 

in writing, within seven calendar days of the incident giving rise to the 

grievance; except that in the case of involuntary termination or permanent 

lay-off due to reduction in force, the formal grievance shall be filed within 

30 calendar days of the date of notification of action. The employee shall 

contact the Human Resources Department for assistance in preparation 

of the grievance. The Director of Human Resources shall monitor the 

grievance and shall be available to assist both the employee and 
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If the employee is not satisfied with the decision of the department 

head, he/she shall submit an appeal of the decision, in writing, to 

the appropriate University Vice-President or Dean within seven 

calendar days of receipt of the department manager's response.  

The University Vice-President shall meet with the employee and 

the Human Resources Director, review the grievance, and provide 

a written response within seven calendar days of receipt of the 

appeal. 

 

d. Final Step (President or designee) 

 

If the employee is not satisfied with the decision of the appropriate 

University Vice-President or Dean, he/she shall appeal the 

decision in writing to the University President or designee within 

seven calendar days of receipt of the Vice-President's response.  

The President of his/her designee shall meet with the employee, 

review the grievance, and provide a written response within seven 

calendar days of receipt of the appeal. 

 

5. If, for some compelling reason, the employee believes the grievance 

cannot be discussed at one of the levels of management specified above, 

or if that level of management does not exist in that section of the 

University, he/she shall submit the grievance to the next step in the 

procedure.  However, in all cases, the decision of the President is final 

and binding on all parties and is not subject to further appeal. 

 

6. While a grievance is in process, the employee has the obligation to 

continue to perform his or her duties in a satisfactory manner (unless the 

employee is terminated or suspended). 

 

a. An employee terminated or suspended without pay is not permitted 

to  continue to work.  After a thorough review of the facts in 

each case, if the employee prevails, he/she may be reinstated with 

or without back pay at the discretion of the administrative decision 

maker. 

 

7. Administration at each level is responsible for the fair and objective 

review of an employee's grievance, for the utilization of staff advice and 

counsel, and for any adjustment which the facts may indicate. 
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DRUG FREE ENVIRONMENT POLICY AND PROCEDURES 
 

La Sierra University is committed to providing a learning environment 

conducive to the fullest possible human development.  To achieve this goal, 

the University holds that a drug-alcohol-and tobacco-free lifestyle is essential 

and thus maintains policies that seek a campus environment that is free of 

these substances. 

 

La Sierra University purposes to maintain a drug-free environment in 

harmony with the laws of the land, the unlawful use, possession, distribution, 

dispensing or manufacture of controlled substances by its employees, whether 

faculty, staff or students, is strictly prohibited.  Further, La Sierra University 

expects any person employed, admitted, living in University housing, or 

enrolled by the University and who receives federal or state funding, as 

identified by signing the FAFSA form, as an individual to certify that he or 

she will not engage 
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Sanctions Pertaining to the Use of Alcoholic Beverages and 

Controlled Substances. 

 

6. 
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"need-to-know" shall have access to them.  Any compilation of 

statistical reports will be handled in an anonymous manner. 

 

Assessment 

 

1. Any assessment of substance abuse, will be performed by a 

qualified professional and/or qualified assessment facility. 

 

2.  If there is a reasonable suspicion of substance abuse a three to 

seven day suspension may be mandated until assessment is 

completed. 

 

Intervention 

 

1. If substance abuse is determined to be experimental the 

individual may be disciplined or required to participate in an 

appropriate educational program specified by assessment 

personnel. 

 

2. The individual must present satisfactory evidence of compliance 

with the specified educational program. 

 

3. If an individual does not comply with a specified educational 

program, s/he may be subject to discipline. 

 

Treatment 

 

1. If an individual is assessed to have a chemical dependency, s/he 

may be required to enroll in either an outpatient or inpatient 

treatment program as a condition of further employment or 

enrollment. 

 

2 University employees may contact the Human Resources 

Department for assistance regarding procedures to follow to 
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If there is noncompliance with the formulated plan of treatment, the individual 
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the office of the Human Resources Director or the Dean of Students Office. 

An abridged list of legal sanctions follows. 

 

Federal Laws Governing Controlled Substances 

 

The unlawful possession, manufacture, sale, or distribution of all scheduled 

(illicit) drugs constitutes a felony. Examples of these drugs include narcotics, 

barbiturates, amphetamines, cocaine, cannabis, hallucinogens, and synthetic 

drugs; e.g., PCP. A first conviction for possession of a controlled substance 

can include up to 1 year imprisonment and a fine at least $1,000 but not more 
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jail or by a fine of not more than $500.00 or by both such fine and 

imprisonment. 

 

California Laws Governing Alcoholic Beverages 

 

No person may sell, furnish, give, or cause to be sold, furnished or given away, 

any alcoholic beverage to a person under the age of 21, and no person under 

the age of 21 may purchase alcoholic beverages. (California Business and 

Professions Code 256560). 

 

It is unlawful for any person under the age of 21 to possess alcoholic 

beverages on any street or highway or in any place open to public view. 

(California Business and Professions Code 25662). 

 

It is a misdemeanor to sell, furnish, or give away an alcoholic beverage to any 

person under the age of 21 (California Business and Professions Code 25658) 

or to any one obviously intoxicated (California Business Professions Code 

25602). 

 

It is unlawful for any person to drink while driving, or to have an open 

container of an alcoholic beverage in a moving vehicle. With a blood alcohol 

level of .08 or higher, a driver is presumed under the influence of alcohol. 

Between .05% and .08% a person may be found guilty of driving under the 

influence (Vehicle Code 23153). 

 

Every person who is found in any public place under the influence of 
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Physical effects of cannabis include increased heart rate, bloodshot eyes, dry 

mouth and throat, and increased appetite. Use of cannabis may impair or 

reduce tasks requiring concentration and coordination. Motivation and 

cognition may be altered making the acquisition of new information difficult. 

Marijuana, hashish, THC, etc., also produce paranoia and psychosis. Long-

term use may result in lung damage, reduced sperm count and mobility, and 

disruptive ovulation cycles. Cannabis may also be psychologically addictive. 

 

Cocaine/Crack 

 

Cocaine stimulates the central nervous system. Immediate effects include 

dilated pupils, increased pulse rate, elevated blood pressure, insomnia, 

appetite loss, tactile hallucinations, paranoia, and seizures. The use of cocaine 

may cause cardiac arrest or respiratory failure and result in death. 

 

Stimulants—amphetamines, crank, ice, methamphetamine 

 

Stimulants cause increased heart and respiratory rates, elevated blood 

pressure, dilated pupils, and decreased appetite. Users may experience 

sweating, headaches, blurred vision, dizziness, sleeplessness, and anxiety. 

Extremely high doses may cause rapid or irregular heartbeat, tremors, loss of 

coordination, and physical collapse. An amphetamine injection creates a 

sudden increase in blood pressure that can result in stroke, high fever, or heart 

failure. Additionally, users may experience restlessness, anxiety, and 
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psychological reactions. Users may experience panic, confusion, suspicion, 
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WORKPLACE VIOLENCE POLICY 
 

La Sierra University has adopted this Zero Tolerance Policy for workplace 

violence because it recognizes that workplace violence is a growing nationwide 

problem which needs to be addressed by all employers.  Consistent with this 

policy, acts, or threats of physical violence, including intimidation, harassment, 

and/or coercion, which involve or affect the University or which occur on La 

Sierra University property will not be tolerated. 

 

Acts or threats of violence include conduct which is sufficiently severe, 

offensive, or intimidating to alter the employment conditions at La Sierra 

University or to create a hostile, abusive or intimidating work environment for 

one or several La Sierra University employees.  Examples of workplace 

violence include, but are not limited to, the following: 

 

1. All threats or acts of violence occurring on University premises, 

regardless of the relationship between the University and the 

parties involved. 

 

2. All threats or acts of violence occurring off the University premises 

involving someone who is acting in the capacity of a representative 

of the University. 

 

3. All threats or acts of violence occurring off the University premises 

involving an employee of La Sierra University if the threats or acts 

affect the legitimate interests of the University. 

 

4. Any acts or threats resulting in the conviction of an employee or 

agent of the University, or of an individual performing services for 

the University on a contract or temporary basis, under any criminal 

code provision relating to violence or threats of violence which 

adversely affect the legitimate interests and goals of La Sierra 

University. 

 

Specific examples of conduct which may be considered threats or acts of 

violence include, but are not limited to, the following: 

 

1. Hitting or shoving an individual. 
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2. Threatening an individual or his/her family, friends, associates, or 

property with harm. 

 

3. The intentional destruction or threat of destruction of University 

property. 

 

4. Harassing or threatening phone calls. 

 

5. Harassing surveillance or stalking. 

 

6. The suggestion or intimation that violence is appropriate. 

 

7. Unauthorized possession or inappropriate use of firearms or 

weapons. 

 

8. Posses
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AIDS EDUCATION AND PREVENTION POLICY 
 

INTRODUCTION 
 

In response to the epidemic of infection with the Human Immunodeficiency 

Virus (HIV), which causes Acquired Immunodeficiency Syndrome (AIDS), this 

institution states its agreement with the general statement on AIDS prepared by 

the American College Health Association.  The University recognizes its 

responsibility to its students, faculty, and staff to do everything possible to 

prevent people from being infected and to provide compassionate care for all 

concerned individuals. 

 

HIV infection is potentially lethal, but is preventable.  La Sierra University 

upholds Biblical standards of premarital chastity and a totally monogamous 

heterosexual relationship following marriage as one of the best means of 

protection against HIV infection.  The University opposes drug abuse in any 

form, including intravenous drug abuse, an additional means of protection 

against infection. 

 

In accord with an action taken by the President's Committee [December 6, 

1990], the University mandates the following: 

 

1. A program of education that reaches every student, faculty, and 

staff member which includes, but is not limited to, the means of 

transmission of the virus, high risk behaviors associated with 

transmission, best ways of preventing transmission of the virus, 

sites for and meaning of HIV testing, and compassionate concern 

for those in any stage of HIV infection. Such education shall be in 

accordance with  the latest information provided by the Centers 

for Disease Control, United States Public Health Service. 

 

2. Specific education regarding HIV infection, transmission, and 

related emotional concerns for residence hall and health service 

staff to enable these staff members to adequately counsel students 

regarding HIV infection. 

 

3. The establishment of an AIDS Committee to monitor compliance 

with this policy and to review and update the policy as necessary.  

Members of this Committee shall include, but not be limited to, a 
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representative of the following groups:  attorney, physician, 

University administrator, University Health Service, and 

Counseling Service. 

 

4. No exclusion of a student or an employee with HIV infection for 
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8. No discrimination against employment of an HIV individual.  

AIDS has been determined by the Supreme Court, State of 

California, 1987, as a handicapping condition, and as such 

employment discrimination against an employee with AIDS is 

unlawful.  Educational employees shall not be terminated, 

suspended (with or without pay), transferred, forced to take 

involuntary medical leave, be reassigned to another position, or 

subjected to any other adverse employment action solely because 

they have tested positive for HIV or have been diagnosed as 

symptomatic infection (AIDS).  As long as the employee is able to 

carry out his/her duties, he/she must be allowed to do so.  

Employment of an HIV infected employee shall continue until it is 

deemed by the employee's physician that continued employment 

is no longer possible.  Employees with a confirmed diagnosis of 

HIV/AIDS that is made known by the employee to university 

administrator(s) shall be treated like any other employee with a 

chronic illness, and shall be eligible for the same health benefits 

available to all employees. 

 

9. Any student or employee who believes that he or she has not been 

treated in the manner set forth in this policy may request the 

assistance of the AIDS Committee (established under Point #3). 

The AIDS Comm
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  114   Where a conflict of interest exists, or may exist, in the context of a consensual/romantic/sexual relationship, the individual with the power or status advantage shall notify his/her immediate supervisor. The supervisor shall have the responsibility for making arrangements to eliminate or mitigate a conflict whose consequences might prove detrimental to the University or to either party in the relationship.   
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INFORMATION SYSTEMS CODE OF ETHICS 
 

General Principle: 

 

The Computer Resources at La Sierra University are for the use of the 

University students, faculty, staff and administrators (hereafter referred to as 

“computer users”) to facilitate the exchange of information consistent with the 

academic, educational and research purposes.  The University recognizes that 

there will be personal uses of the computer system. We expect that computer 

users will use appropriate judgment in terms of duration and content of non-

academic uses. 

Specifically, the computer users have access to: 

 

1. Electronic mail communication with people all over the world. 

 

2. The World Wide Web and the vast information contained therein. 

 

3. Discussion groups on a plethora of topics. 

 

4. Many University Library Catalogs, the Library of Congress, and 

ERIC. 

 

5. University data stored in central computers. 

 

Every computer user is responsible for being aware of these guidelines, and it is 

expected to follow these guidelines, both in letter and in spirit.  It is general 

policy that all computers are to be used in a responsible, efficient, ethical, and 

legal manner. Failure to adhere to the policy and guidelines below will result in 

the revocation of the users access privilege. 

 

SPECIFICALLY ACCEPABLE USES: 

 

1. Communication and exchange which is necessary to transact or 

facilitate University business. 

 

2. Announcements of new products or services for use in research or 

instruction, but not advertising. 
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3. Communication incidental to otherwise acceptable uses, except as 

stated below. 

 

UNACCEPTABLE USES: 

 

1. For-profit activities, except those operated or specifically 

authorized by La Sierra University. 

 

2. Extensive use for private or personal business. 

 

3. Advertising is forbidden.  Discussion of a product’s relative 

advantages and disadvantages by users of the product is 

encouraged. 

 

4. Unauthorized access, alteration, destruction, removal and/or 

disclosure of data, information, equipment, software, or systems. 

 

5. Deliberate over-extension of the resources of a system or 

interference with the processing of a system. 

 

6. Attempts to access confidential information or passwords. 

 

7. Activities which violate copyright law. 

 

8. Disclosure of confidential passwords a



  

117

117





  

119 

 



 

120 

 

EMERGENCY ACTION PLAN 
 

For the complete Business Emergency Action Plan document, please go to: 

http://lasierra.edu/index.php?id=3102 

GENERAL INFORMATION 

 

In the event of a campus disaster or emergency condition, the Incident Commander 

(Director of Security) shall notify and convene the Business Emergency Action 

Team (BEAT) to handle the situation.  This team will inform the President and 

Vice-Presidents of the situation and the actions being implemented under the 

Business Emergency Action Plan (BEAP).  The team will be responsible for 

notifying the Safety Building Coordinators (SBC) of all affected buildings on 

campus.  The SBC’s will be responsible for assisting the BEAP implementation in 

their assigned areas.  A list of the Safety Building Coordinators and their 

responsibilities is outlined in Appendix B. 

 

The Business Emergency Action Team will work with the Director of Public 

Relations who will be responsible for issuing all communications to the campus 

community, the media, and the public. 

 

When the Business Emergency Action Plan is implemented, the Business 

Emergency Action Team (BEAT) will meet at the Central Command Post 

(Security) to coordinate the actions required.  The BEAT will notify all LSU 

departments and keep them informed of the progress of emergency resolution.  

This team will also coordinate with outside agencies as required to effectively 

control the emergency. 

 

The Directors of Campus Security, Public Relations, Physical Plant Services, 

Landscape Services, Food Services, Health Services, along with the Residence 

Hall Deans, will help with the assessment of campus and building damage and 

with remedial action required to restore the property so normal operations can 

resume.  Health Service and the residence hall deans will assess injury to students 

and employees and will assist with medical needs.  Areas considered to be 

hazardous will be closed until restored to safe conditions.  Campus Security may 

http://lasierra.edu/index.php?id=3102
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EMERGENCY CALL LIST 

 

Ambulance ....................................................................................................... 911 

Bolivar Family Medical Clinic (Hole Ave, Riverside) ........................... 351-1600 

Central Command Post—Campus Security ............................................ 785-2222 

Corona Urgent Care (760 Washburn Ste 6, Corona) .............................. 736-4844 

Coroner .................................................................................................... 275-1500 

County Civil Defense .............................................................................. 275-4700 

Fire Department ............................................................................................... 911 

Hazardous Materials (regular business hours) ........................................ 358-5055  

(After hours) ............................................................................................ 275-8920 

Health Services, La Sierra University (on campus) ................................ 785-2200 

Human Resources, La Sierra University (on campus) ............................ 785-2088 

Physical Plant (on campus) ..................................................................... 785-2113 

Police ................................................................................................................ 911 

Red Cross ................................................................................................ 688-6440 

Riverside Public Health Department ...................................................... 358-5000 

Risk Management & ADA (on campus) ................................................. 785-2102 

Security (Central Command Post) (on campus) ..................................... 785-2222 

(Off campus) ........................................................................................... 785-5222 

   Hospitals 

Corona Regional Medical Center.................................................. (951) 737-4343 

Kaiser Permanente ........................................................................ (951) 353-2000 
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Parkview Community Hospital ..................................................... (951) 688-2211 
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SERVICES PROVIDED BY LSU AND OTHER ORGANIZATIONS 

 

DIRECT DEPOSIT 
 

Employees of La Sierra University can have their paychecks automatically deposited 

into any bank, savings and loan or credit union which is a member of the Automated 

Clearing House (ACH).  The deposit can be made to a checking or savings account, or 

a combination of the two.  Arrangements for direct deposit can be made with the 

Payroll department.

http://www.lasierra.edu/library/
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The cafeteria is open for breakfast, lunch and dinner year round (except during 

vacation breaks).  Outside regular meal hours the Eagles Nest is available to purchase 

some food items.  For more information, contact their office at 785-2138. 

 

PURCHASING 
 

Certain items of major equipment may be purchased at a discount through the 

Purchasing Department.  (Fo
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located in the Convenience Center at 11550 Pierce Street.  Regular employees receive 

a discount upon showing their employee ID card at the time of purchase.  They can 

also arrange for purchases to be deducted from their paycheck.  See the store Manager 

for 

http://www.llfcu.org/
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LOST AND FOUND 
 

Lost or abandoned articles on campus are retained by the Custodial Department.  Lost 

and Found is located in the Campus Post Office, phone 785-2261. 

 

DISCOUNT CARDS 
 

Discount cards for many Southern California attractions are available upon 

presentation of the I.D. card at the Human Resources Department.  Discounted tickets 

to limited venues are available for purchase. 
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