
 

 

 

 
It is the policy of Northeastern Illinois University (NEIU) to maintain an academic and work environment free 
from sexual harassment for students, faculty, staff, and guests. Sexual harassment is contrary to the stability 
of the University community, diminishes individual dignity, impedes employment and educational 
opportunities, and prevents equal access to academic inquiry. Sexual harassment is a barrier to fulfilling the 
University’s educational, service and scholarly missions, and will not be tolerated at Northeastern Illinois 
University.  
 

 
NEIU is committed to providing campuses free from all forms of discrimination, including sexual harassment. 
The purpose of this policy is to maintain an open learning and working environment free from sexual 
harassment and the fear that it may occur. 
 

 
This policy applies to all members of the University community: students, employees, and visitors. It applies 
to incidents that occur on University property, as well as at off-campus functions sponsored or supervised by 
the University.  
 

 
Sexual Harassment – Any unwelcome advances, requests for sexual favors, or any verbal or physical 
conduct of a sexual nature when: 
 

1. Submission to such conduct is made either explicitly or implicitly a term or condition of an 
individual’s employment, education, living environment, or participation in a University activity; 

2. Submission to or rejection of such conduct by an individual is used as the basis for or a factor in 
such decisions affecting employment, education, living environment, or participation in a University 
activity;  

3. Such conduct has the purpose or effect of unreasonably interfering with an individual's employment 
or educational performance or creating an intimidating, hostile, offensive, or abusive environment 
for that individual’s employment, education, living environment, or participation in a University 
activity. 
 

Some examples of conduct that may constitute sexual harassment include, but are not limited to: 
 
Unwanted sexual statements – sexual or “dirty” jokes, comments on physical attributes, spreading rumors 
about or rating others as to sexual activity or performance, talking about one’s sexual activity in front of 
others, and displaying or distributing sexually explicit drawings, pictures, and/or written material. Unwanted 
sexual statements can be made in person, in writing, electronically (email, text/picture/video messages, 
instant messaging, blogs, social network sites, web pages, etc.) and otherwise. 
 
Unwanted personal attention – letters, telephone calls, visits, pressure for sexual favors, pressure for 
unnecessary personal interaction, pressure for dates where a sexual/romantic intent appears evident but 
remains unwanted, and stalking.  
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Unwanted physical or sexual advances – touching, kissing, hugging, fondling, touching oneself sexually for 
others to view, sexual assault, intercourse, or other sexual activity.  
 
Sexually explicit materials –  sexually explicit materials in the workplace or learning environment that have 
no relationship to the curriculum can contribute to a sexually harassing environment for employees and 
students. Such materials can be in the form of music, documents, photographs, film, or computer generated 
materials. A complaint of harassment may include allegations of sexually explicit materials. 
 
Textual/Electronic “sexting” (electronically sending messages with sexual content, including pictures and 
video) – sexually explicit language, harassment, cyber stalking and threats via all forms of electronic 
communication (e-mail, text/picture/video messages, intranet/on-line postings, blogs, instant messages and 
social network websites such as Facebook and Twitter).  
 
Conduct alleged to be sexual harassment will be evaluated by considering the totality of the particular 
circumstances, including the nature, frequency, intensity, location, context, and duration of the questioned 
behavior. Although repeated incidents generally create a stronger claim of sexual harassment, a serious 
incident, even if isolated, can be sufficient. 
 
This policy addresses intentional conduct. It also addresses conduct that results in negative effects even 
though such negative effects were unintentional. Sexually-related conduct forms the basis of a sexual 
harassment claim if a reasonable person, in view of all the surrounding circumstances, would consider it 
sufficiently severe, persistent, or pervasive as to interfere unreasonably with academic, other educational, or 
employment performance or participation in a University activity or learning environment. 
 

 
1. 
 

AMOROUS RELATIONSHIPS 

Consensual amorous or sexual relationships between faculty and students or between a supervisor and an 
employee may result in claims of sexual harassment, even when both parties appear to have consented to 
the relationship. The power differential inherent in such relationships may compromise the student’s or the 
subordinate’s free choice. When those in authority abuse or appear to abuse their power in a relationship, 
trust and respect in the University community are diminished. Moreover, others who believe they are 
treated/evaluated unfairly because of such a relationship may make claims of harassment. 
 
Therefore, it is a violation of this policy if faculty members become involved in amorous or sexual 
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. No faculty, staff, or graduate assistant shall become 
involved in an amorous relationship, consensual or otherwise, with a student for whom that person currently 
has any teaching responsibility, including counseling and advising, supervision of independent studies, 
research, or theses. In all cases in which an amorous or sexual relationship exists or develops, it is the 
obligation of the faculty member, staff member, or graduate assistant whose University position carries the 
presumption of greater power to disclose the relationship immediately to the appropriate supervisor who will 
contact the Office of the Provost for assistance in avoiding an appearance of impropriety and a potential 
conflict of interest. 
 
Additionally, it is a violation of this policy for a supervisor and a directly reporting employee to have a 
consensual amorous or sexual relationship with each other. In cases in which a consensual sexual or 
amorous relationship exists or develops between a supervisor and a directly reporting employee, it is the 
obligation of the supervisor to disclose the relationship immediately to his or her supervisor, who will contact 
the Office of Human Resources for assistance in avoiding an appearance of impropriety and a potential 
conflict of interest. 
 
2. 
 

FALSE AND FRIVOLOUS COMPLAINTS 

Sexual harassment is a serious matter and can have far-reaching effects on the lives and careers of 
individuals. Intentionally false accusations can have similar impact. A person who knowingly and 
intentionally files a false complaint under this policy is subject to University discipline. Both a person who 
sexually harasses another and a person who knowingly and intentionally files a false complaint under this 
policy, are subject to discipline. 

REGULATIONS 
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A student or employee who either observes or believes herself/himself to be the object of sexual harassment 
should deal with the incident(s) as directly and firmly as possible by clearly communicating her/his position 
to the supervisor or department chair, the Director of University Outreach and Equal Employment (who also 
serves as the Affirmative Action Officer) and to the offending employee or student. It is not necessary for the 
sexual harassment to be directed at the person making the complaint. 

Each incident of sexual harassment should be documented or recorded. A note should be made of the date, 
time, place, what was said or done, and by whom. The documentation may be augmented by written records 
such as letters, notes, memos, emails, text messages, online postings, blogs, and telephone messages. 

No one making a complaint of sexual harassment will be retaliated against even if a complaint made in good 
faith is not substantiated. Any witness to an incident of sexual harassment is also protected from retaliation. 

The process for making a complaint about sexual harassment falls into several stages: 
 
1. 
 
If there is sexually harassing behavior in the workplace or any academic setting, the harassed employee or 
student should directly and clearly express her/his objection that the conduct is unwelcome and request that 
the offending behavior stop. The initial message may be oral. If subsequent messages are needed, they 
should be put in writing in a note or a memo. 

DIRECT COMMUNICATION 

2. 
 
At the same time direct communication is undertaken, or in the event the employee or student feels 
threatened or intimidated by the situation, the problem must be promptly reported to the immediate 
supervisor, the classroom faculty member, Director of Student Rights and Responsibilities, or the Director of 
University Outreach and Equal Employment (Affirmative Action Officer.) If the harasser is the immediate 
supervisor or the faculty member, the problem should be reported to the next level of supervision or to the 
Affirmative Action Officer. 

CONTACT SUPERVISORY PERSONNEL  

3. 
 
A student or employee may choose to contact NEIU’s Office of Student Counseling and Psychological 
Services. The counselors in this office are legally privileged to keep communications confidential. Since 
these communications are confidential, they do not constitute the reporting of an incident. After a student or 
employee discusses her/his concerns with a confidential counselor, she/he may choose to contact 
supervisory personnel or to file a sexual harassment complaint with the Office of University Outreach and 
Equal Employment. The decision to do so would be completely at her/his own discretion. 

CONFIDENTIAL COUNSELORS  

4. 
 
An employee or student may also report incidents of sexual harassment directly to the Affirmative Action 
Officer. The Officer will counsel the reporting employee or student and be available to assist with filing a 
formal complaint. NEIU will fully investigate the complaint, and will advise the complainant and the alleged 
harasser of the results of the investigation. 

FORMAL WRITTEN COMPLAINT  

4.1. FILING A COMPLAINT OF SEXUAL HARASSMENT 
 
With the exception of complaints against the President and the Affirmative Action Officer, the Affirmative 
Action Officer will accept complaints from any student, employee, or applicant for student status or 
employment that the University’s General Policy Statement on Equal Opportunity and Affirmative Action has 
been violated by a Northeastern employee or student. A complaint of illegal discrimination, including sexual 
harassment, against the President should be filed with the Chair of the Board of Trustees of Northeastern 
via the Board Liaison. The Chair shall take appropriate steps to investigate the complaint and to seek 
informal or formal resolution. Complaints against the Affirmative Action Officer should be filed with the 

PROCEDURES 
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President, who will appoint a neutral party to carry out the role of the Affirmative Action Officer as outlined 
below. In the case of complaints filed against a Vice President, another Vice President shall be designated 
by the President to substitute for the Vice President in steps g - k of the Investigation Process below. 
Complaints resolved at the unit or departmental level shall be reported in writing to the Affirmative Action 
Officer by the head of the unit or department. 
 
While an aggrieved party may at any time contact the Affirmative Action Officer for purposes of confidential 
discussion of a grievance, advice, assistance in undertaking informal resolution of a grievance, and/or 
information concerning the extent of her/his protection against illegal discrimination, an investigation leading 
to a formal determination will normally be undertaken by the Affirmative Action Officer only upon receipt of a 
written complaint, signed by the aggrieved party, setting forth the nature of the alleged discrimination, the 
person(s) against whom the complaint is being filed, and the date(s) of the action(s) which are the subject of 
the complaint. Complaints should normally be filed within 30 calendar days, excluding holidays, of the 
incident(s) complained of. If there are multiple reports of allegedly illegal harassment or discrimination or of a 
single allegation of particularly grievous harassment or discrimination, the Affirmative Action Officer may, 
after consultation with the President, initiate an investigation in the absence of receipt of a written complaint.  
 

4.2. INVESTIGATION PROCESS 
 

a. A private in-depth interview will be conducted by the Affirmative Action Officer with the complainant. 

b. If the Affirmative Action Officer decides that further action is warranted, she/he will send a copy of 
the complaint (or a written description of the multiple reports or single report of particularly grievous 
incident) to the person(s) against whom the complaint is being filed and will also interview that 
person(s) to ascertain her/his response to the substance of the complaint. 

c. The possibility of an informal resolution by the parties themselves will be explored. 

d. If a resolution has not been reached, further investigation by the Affirmative Action Officer will be 
done when necessary. This may include the interview of witnesses, the confirmation of information, 
and a search for additional information and/or documentation. 

e. Where there are substantive conflicts of information or opinion, an Informational Hearing may be 
held with both sides present if the Affirmative Action Officer decides that such a hearing would 
contribute to the resolution of the conflict. Facts that are in dispute will be reviewed. The 
complainant and respondent will receive at least three (3) days notice of a Hearing. After advance 
notice to the Affirmative Action Officer, either or both complainant or respondent may bring an 
advisor to the Hearing to render consultation to the advisee but may not serve as a participant. 

f. When the investigation is completed, a Preliminary Finding (including the information collected 
during the investigation and interview processes) will be drafted by the Affirmative Action Officer 
and submitted to the respondent’s Vice President and immediate supervisor, or Director of Student 
Rights and Responsibilities, in cases in which the respondent is a student.  

g. The Affirmative Action Officer, the Vice President and the immediate supervisor, or Director of 
Student Rights and Responsibilities, will review and discuss the case and the Preliminary Finding 
as a group, and the Vice President or Director of Student Rights and Responsibilities will make 
her/his decision on the merits of the complaint. If the Vice President or Director of Student Rights 
and Responsibilities determines that further information is needed to make a decision, she/he will 
request the Affirmative Action Officer to conduct follow-up and/or additional interviews. 

h. A written report, setting forth the Vice President’s or Director of Student Rights and Responsibilities’ 
decision on the basis of the evidence gathered during the investigation, will be sent to both parties 
and the respondent’s immediate supervisor, in the case of an employee respondent.  

i. If harassment or discrimination is found, remedial action will be taken by the Vice President or 
Director of Student Rights and Responsibilities after separate discussion of alternative possible 
remedies with the complainant and the respondent’s immediate supervisor. If disciplinary action is 
taken as a result of a finding of discrimination, procedures required under relevant collective 
bargaining agreements, Northeastern Illinois Board of Trustees Regulations, State Universities Civil 
Service Status and Rules, or Student Conduct Code will be followed. 

j. If there is insufficient evidence to support the allegation of sexual harassment, the complainant 
may, at the option of the Vice President or Director of Student Rights and Responsibilities, be given 
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the opportunity to discuss the findings and to provide additional information that would be shared 
with the respondent who would have the opportunity to react. 

k. Either party may appeal the Vice President’s or Director of Student Rights and Responsibilities’ 
decision to the President who will review all documentation. The President’s decision is final. 

l. The consideration of a grievance, including investigation of the positions of the persons involved, 
attempts at informal resolution, and the formulation of a final decision ordinarily will be completed 
within eight calendar weeks, exclusive of holidays, after receipt of a formal written complaint. If 
consideration cannot be completed in the eight-week interval, the grievant, and other parties as 
appropriate, will be notified as to the delay. 

m. Retaliatory action of any kind taken by an employee or student against a complaining party as a 
result of that party’s seeking redress under these procedures is prohibited and shall be regarded as 
a separate and distinct cause for complaint under these procedures. 

n. The President and/or Affirmative Action Officer may, if she/he determines it to be advisable, consult 
the University Counsel for advice at any step in the above procedure. 

o. All information in the review of a complaint will be kept as confidential as possible. 

 
5. 
 
If there is a finding of sexual harassment against a University employee or another individual, the University 
may impose sanctions including, but not limited to: 

SANCTIONS 

1. Apology to the victim 
2. Advice and counseling 
3. Required attendance at sexual harassment training 
4. Written warning 
5. Letter of reprimand 
6. Removal of sexually explicit material 
7. Required attendance at substance abuse training, if substance abuse was involved 
8. Loss of travel dollars 
9. Loss of choice assignments 
10. Change of job or class assignment 
11. Suspension, probation, termination 
12. Loss of access to the University 

If there is a finding of sexual harassment against a student or student group, the University may impose 
sanctions including, but not limited to: 

1. Apology to the victim 
2. Written warning 
3. Letter of reprimand 
4. Removal of sexually explicit material 
5. Prohibiting students from holding office or participating in activities such as intramural sports events 

for a specified time 
6. Transferring the student to another class or job 
7. Disbanding or suspending a social organization or other student group involved in sexual 

harassment  
8. Requiring attendance on substance abuse training, if substance abuse was involved 
9. Requiring relevant community service 
10. Requiring perpetrators to attend workshops on peer harassment 
11. Loss of student worker position 
12. Suspension, probation, dismissal, or expulsion 
13. Loss of access to the University  

If there is a finding of sexual harassment against a visitor, the University may impose sanctions including, 
but not limited to: Prohibition from entering campus, or other action to prevent contact with the victim of 
harassment. 
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Formerly Administrative Memorandum No. 64 – Policy on Sexual Harassment, effective dated 03/01/1995 
 

 
Please direct questions or concerns about this policy to: 
 
Contact Phone E-Mail 
Office of University Outreach (773) 442-5416        r-sanabria1@neiu.edu       
and Equal Employment/Affirmative 
Action Officer/Board Liaison 

Office of Student Counseling and  (773) 442-4650 Counsel@neiu.edu 
Psychological Services 
 

The purpose of this policy is to establish prompt, thorough and effective procedures for responding to every 
complaint and incident so that problems can be identified and remedied internally. However, an employee 
has the right to contact the Illinois Department of Human Rights (IDHR) or the Equal Employment 
Opportunity Commission (EEOC) about filing a formal complaint. An IDHR 6 complaint must be filed within 
180 days of the alleged incident(s) unless it is a continuing offense. A complaint with the EEOC must be filed 
within 300 days. In addition, an appeal process is available through the Illinois Human Rights Commission, 
(IHRC) after IDHR has completed its investigation of the complaint. Where the University has an effective 
sexual harassment policy in place and the complaining student or employee fails to take advantage of that 
policy and allow NEIU an opportunity to address the problem, such a person may, in certain cases, lose the 
right to further pursue the claim against the University. 

Resolution Outside NEIU  

 
Illinois Department of Human Rights (IDHR)  
Chicago: 312-814-6200 or 800-662-3942  
Chicago TTY: 866-740-3953  
Springfield: 217-785-5100  
Springfield TTY: 866-740-3953 
 
Illinois Human Rights Commission (IHRC) 
Chicago: 312-814-6269  
Chicago TTY: 312-814-4760 
Springfield: 217-785-4350 
Springfield TTY: 217-557-1500 
 

 
The University reserves the right to modify or amend sections of this policy at any time at its sole discretion. 
This policy remains in effect until such time as the Responsible Officer calls for review. Requests for 
exception to any portion of this policy, but not to policy statement, must be presented in writing to the 
Responsible Officer. 
 

HISTORY 

CONTACT INFORMATION  

DISCLAIMER 


