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GUIDELINES ON SEXUAL HARASSMENT  

 

 
I. Policy Statement And Scope 
 
Sexual harassment is reprehensible conduct that will not be tolerated by the University. Such behavior 

subverts the University's mission and threatens the careers, educational experience, and well being of 
students, faculty, and staff.  It undermines authority and collegial relationships and generates suspicion, 
conflict, and ill feelings. 
 
Relationships involving sexual harassment or discrimination on the basis of gender have no place within 
the educational community.  In both obvious and subtle ways, sexual harassment is destructive to 
individual students, faculty, staff, and the academic community as a whole.  When a student, faculty 

member, or staff member submits to or is pressured to submit to unwanted sexual attention through fear of 
reprisal, the institution's ability to carry out its mission is threatened.  The tolerance of an unwelcome 
hostile environment by students, faculty, and staff is not conducive to scholarly pursuits.  
 
Sexual harassment is especially serious when it threatens relationships between a faculty member and 
student or supervisor and subordinate.  In such situations, sexual harassment unfairly exploits the power 
inherent in a faculty member's or staff supervisor's position. Through grades, wage increases, 

recommendations for graduate study, performance evaluations, promotions, etc., a faculty member or 
supervisor can have a decisive influence on the career of a student, staff member, or other faculty member 
at the institution. 
 
Although sexual harassment most often takes place in a situation that involves a "power differential" 
between the persons involved, the University also recognizes that sexual harassment may occur between 
persons of the same institutional status.  The University will not tolerate behavior between or am ong 

members of the educational community that creates a hostile or offensive work or educational 
environment. 
 
This policy applies to all administrators, faculty, staff, agents, and students at all times and places in any 
connection with the University.  This policy applies for and to those with whom the University conducts 
business.  Compliance with this policy is a term and condition of employment with the University. For 
purposes of this policy, the terms "employee" or "employment" include, but are not l imited to, faculty, 
support staff, and administrators, agents, and contractors. The term "faculty" or "faculty member" shall 

include all of those who teach at the University; this includes graduate students with teaching 
responsibilities as well as other instructional personnel. 
 
II. Definition of Sexual Harassment 
 
Sexual harassment is defined as unwelcome or unwanted advances, requests for sexual favors, or other 
verbal or physical conduct of a sexual nature on or off campus when: 

 submission to or toleration of such conduct is made explicitly or implicitly a term or condition of an 
individual's employment, academic standing; or 

 submission to or rejection of such conduct is used as a basis for an employment or academic 
decision affecting such individual; or 

 such conduct has the purpose or effect of unreasonably interfering with an individual's work or 
academic performance, or creating an intimidating, hostile, or offensive environment for work or 
learning. 

 
III. Examples of Sexual Harassment 
 
Sexual harassment includes any interpersonal attention of a sexual nature that is unwanted and 
unwelcome.  Examples may include, but are not limited to, the following: 

 physical assault;  assault in this sense includes any physical touching of any kind that is sexual in 
nature;  or 

 direct or implied threats that submission to sexual advances may favorably affect employment, 

work status, promotion, grades, or letters of recommendation;  or that rejection of sexual advances 
may negatively affect the same;  or 
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 direct propositions of a sexual nature;  or 

 subtle pressure for sexual activity, one element of which may be conduct such as repeated and 
unwanted leering;  or 

 a pattern of conduct (not legitimately related to the subject matter of the course if a course is 
involved or to employment if employment is involved) that tends to bring discomfort and/or 
humiliation, which may include comments of a sexual nature, or sexually explicit jokes, 
statements, questions, or anecdotes;  or 

 a pattern of conduct that would tend to bring discomfort or humiliation to a reasonable person at 
whom the conduct was directed, which may include unnecessary touching, patting, hugging, or 
brushing against a person's body; remarks of a sexual nature regarding a person's clothing or 

body;  or remarks about sexual activity or speculations about previous sexual experience. 
 
IV. Consensual Relationships 
 
The University's educational mission is promoted by professionalism in the faculty-student and supervisor-
employee relationships.  This professionalism is fostered by an atmosphere of mutual trust and respect.  
Actions of students or employees that harm this atmosphere undermine professionalism and hinder 

fulfillment of the University's mission.  Trust and respect are diminished when those in positions of 
authority abuse, or appear to abuse, their power.  Those who abuse, or appear to abuse, their power in 
such a context violate their duty to the entire University community. 
 

A.  Faculty - Student Relationships 
 

Faculty members exercise power over students, whether in giving them grades, praise, or criticism, 

evaluating them or making recommendations for future employment, or conferring other benefits on 
students.  Amorous relationships between students and faculty members are obviously wrong when the 
faculty member has professional responsibility for, and thus power over, the student.  Such situations 
greatly increase the probability that the faculty member will abuse this power and sexually exploit the 
student. 

 
Given the fundamentally asymmetric nature of and the "power differential" inherent in such relationships, 
any appearance of voluntary consent on the part of the student is suspect.  Moreover, other students 

and faculty members may be affected by such unprofessional behavior because it places the faculty 
member in a position to advance or favor one student's interests at the expense of others, and implicitly 
makes obtaining benefits contingent on amorous or sexual favors. 

 
The University views it as unethical for faculty members to engage in amorous relationships with 
students who are enrolled in their classes or subject to their supervision, even when both parties appear 
to have consented to the relationship. 

 
Amorous consensual relationships between students and faculty members occurring outside the 
instructional context are suspect by nature and may lead to difficulties.  Particularly when the student 
and the faculty member are in the same academic unit or in units that are academically allied, 
relationships both parties view as consensual may appear to others to be exploitative.  Further, in such 
situations (and in others that may occur in the future, which neither party can anticipate), the faculty 
member may face serious conflicts of interest.  In certain instances, it may be necessary for a faculty 

member to withdraw from participation in activities or decisions that tend to reward or penalize the 
student involved.  A faculty member who fails to recognize such conflicts of interest and fails to withdraw 
accordingly risks rewarding or penalizing a student with whom the faculty member has had an amorous 
relationship.  In such cases, the faculty member has violated his ethical obligations to the student, to 
colleagues, and to the institution.  Moreover, actions that occur after the breakup of such relationships 
may cause problems (the lack of favorable recommendation for the student from the faculty member, 
etc.) and therefore may be viewed as retaliation for "breaking up" and may be actionable. 


