
Appendix C – University Policy Statement on Harassment 
 
It is the policy of Georgetown University to prohibit harassment on the basis of age, 
color, disability, family responsibilities, gender identity and expression, genetic 
information, marital status, national origin, personal appearance, political affiliation, 
pregnancy, race, religion, sex, sexual orientation, source of income, veteran’s status or 
other factor prohibited by federal and/or District of Columbia law. 
 
This policy on Harassment will be widely disseminated to members of the University 
community, and will be consistently enforced.  The policy will be reexamined, updated as 
appropriate, and distributed regularly to all students, faculty and staff.  
 
1. Sexual Harassment 
For the purposes of this policy, sexual harassment is defined as any unwelcome sexual 
advance, request for sexual favors or other verbal or physical conduct of a sexual nature 
when:  
 

A. Submission to such conduct is made explicitly or implicitly a term or condition of 
an individual’s employment or academic advancement; or  

B. Submission to or rejection of such conduct is used as a basis for making an 
employment or academic decision affecting an individual; or  

C. Such conduct has the purpose or effect of interfering with an individual’s work or 
educational performance, or of creating an intimidating, hostile, or offensive 
environment for work or learning.  

Sexual harassment may occur between persons of the same or opposite gender. 
 
Sexual harassment by employees or students at Georgetown University is prohibited and 
will subject perpetrators to disciplinary action.  Sexual harassment subverts the 
University’s mission, diminishes the dignity of both perpetrator and victim, and threatens 
permanent damage to the careers, educational experience, and well being of our students, 
faculty and staff.  
 
Sexual harassment is especially serious when it occurs between teachers and students or 
supervisors and subordinates. In such situations, sexual harassment unfairly exploits the 
power inherent in a faculty member or supervisor’s position.  Although sexual 
harassment often occurs when one person takes advantage of a position of authority over 
another, the University recognizes that sexual harassment may also occur between people 
of equivalent status.  This includes peer sexual harassment.  Regardless of the form it 
may take, the University will not tolerate conduct of a sexual nature that creates an 
unacceptable working or educational environment.  
 
2. Harassment Other Than Sexual Harassment 
Harassment, other than sexual harassment, is verbal or physical conduct that denigrates or 
shows hostility or aversion to an individual because of age, color, disability, family 



responsibilities, gender identity and expression, genetic information, marital status, 
national origin, personal appearance, political affiliation, pregnancy, race, religion, sex, 
sexual orientation, source of income, veteran’s status or any basis prohibited by federal 
and/or District of Columbia law, when such conduct has the purpose or effect of: 
unreasonably interfering with an individual’s academic or work performance; creating an 
intimidating, hostile, or offensive educational or work environment; or otherwise 
adversely affecting an individual’s academic or employment opportunities.  
 
Harassment may include, but is not limited to: verbal abuse or ridicule, including slurs, 
epithets, and stereotyping; offensive jokes and comments; threatening, intimidating,  
or hostile acts, and displaying or distributing offensive materials, writings, graffiti, or 
pictures 
 
 
Procedure for Complaints  
 
Students who believe that conduct that violates this policy has occurred, or who have 
questions concerning this policy, are encouraged to contact the Office of Institutional 
Diversity, Equity and Affirmative Action immediately. This Office is staffed with trained 
counselors, and administers both a confidential mediation process and a confidential 
grievance procedure. A full description of the Grievance Procedures may be obtained 
from the Office of Institutional Diversity, Equity and Affirmative Action or found at 
http://ideaa.georgetown.edu/. 
  
In addition, the University recognizes that supervisors bear a particularly important 
responsibility to deter harassment.  Supervisors who learn of conduct that may violate 
this policy should immediately contact the Office of Institutional Diversity, Equity and 
Affirmative Action, and, as appropriate, inform their own supervisors.  
 
In accordance with the guidelines of the EEOC, all complaints will be investigated 
impartially, and appropriate corrective action will be taken, including discipline for 
inappropriate conduct. Complaints will be handled confidentially, except as necessary for 
investigation and resolution. 
 
The Office of Institutional Diversity, Equity, and Affirmative Action is located in G-10 
Darnall Hall.  The telephone number is 202-687-4798.  
 
 
Principle of Non-Retaliation  
The University strongly encourages any victims of sexual harassment to report the 
incident and seek redress, if he or she is unable to resolve it satisfactorily and completely 
through informal means.   
 
The University recognizes the unusual burden that these uninvited advances place on the 
recipient and acknowledges the necessity for a thorough and careful resolution of all 
reported cases. It is illegal and contrary to University policy for any individual to engage, 



whether directly or indirectly, in retaliatory conduct directed against a person who files a 
sexual harassment complaint or gives testimony during an investigation of such a 
complaint.   
 
As used in the above paragraph, “retaliatory conduct” means conduct that adversely and 
unjustifiably affects another’s terms and conditions of employment, educational 
experience, or quality of life, and that is motivated by an intent to cause harm because of 
the targeted individual’s involvement in the filing or investigation of a harassment 
complaint.  Any student or employee who believes that retaliatory actions have been 
taken against him or her for having filed a compliant or provided testimony in an 
investigation of sexual harassment may seek redress through the Office of Institutional 
Diversity, Equity, and Affirmative Action. 


