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B. Sexual Harassment  

Policy (This policy is designed to apply only to employment and/or academic relationships among faculty, staff and students.) 
1.01 It is the policy of Oklahoma State University (OSU) that sexual harassment of faculty and staff is prohibited in the workplace 
and in the recruitment, appointment, and advancement of employees; sexual harassment of students is prohibited in and out of the 
classroom and in the evaluation of students' academic performance. It is also the policy of the university that accusations of sexual 
harassment which are made without good cause shall not be condoned. It should be remembered that accusations of sexual 
harassment are indeed grievous and can have serious and far-reaching effects upon the careers and lives of individuals. This policy 
is equally applicable to faculty, staff and students. This policy is in keeping with the spirit and intent of various federal guidelines 
which address the issue of fair employment practices, ethical standards and enforcement procedures. 1.02 Grievance procedures 
consistent with the principles of due process have been developed and implemented for faculty, students and staff; the latter 
includes both administrative and professional employees and classified staff. Grievance procedures are available for students in 
the Office of the Vice President for Student Services and the Information Center in North Hall. The grievance procedures for 
faculty are included in the Faculty Handbook. Grievance procedures for staff can be obtained in the OSU-Tulsa Human Resources 
Office. Policy Guidelines 2.01 Definition - The Equal Employment Opportunity Commission's guidelines on Discrimination 
Because of Sex (See Appendix A) define sexual harassment as follows: (for the purpose of this policy definition, academic 
situations are incorporated) Unwelcome sexual advances, request for sexual favors, and other verbal or physical conduct of a 
sexual nature constitute sexual harassment when: (1) submission to such conduct is made either explicitly or implicitly a term or 
condition of an individual's employment or academic standing; (2) submission to or rejection of such conduct by an individual is 
used as the basis for employment decisions or academic decisions affecting such individual; or (3) 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 working/academic environment. Regulations 2.02 a. It shall be a violation of university policy for faculty, staff and/or 
students to engage in sexual harassment as defined in Section 2.01. b. It is a violation of university policy for anyone to seek gain, 
advancement, improved academic standing or consideration in return for sexual favors. c. Any allegation of sexual harassment 
which is made without good cause is a violation of university policy. d. It is a violation of university policy for faculty, staff 
and/or students to initiate any action as a reprisal against a faculty or staff member or student for reporting sexual harassment. e. 
Whenever there is a demonstrated instance of sexual harassment, or reprisal for reporting same, prompt and corrective action shall 
be taken. Failure to take appropriate actions is against university policy. Procedures 2.03 a. Persons who have a complaint alleging 
sexual harassment should state their complaint through normal administrative channels. Individual administrators empowered to 
receive complaints shall include department heads, academic deans, directors or administrative supervisors of an operational unit. 
b. This policy will be published in the faculty handbook, the Student Rights and Responsibilities Governing Student Behavior 
document, and the OSU Policy and Procedures Letters. c. This policy will be administered through Appendix D of the Faculty 
Handbook and the grievance procedures for staff and students respectively, approved by Board of Regents June 25, 1982. 
Appendix A EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 29 CFR Part 1604 DISCRIMINATION BECAUSE OF 
SEX UNDER TITLE VII OF THE CIVIL RIGHTS ACT OF 1964, AS AMENDED; ADOPTION OF FINAL INTERPRETIVE 
GUIDELINES AGENCY: Equal Employment Opportunity Commission. ACTION: Final Amendment to Guidelines on 
Discrimination Because of Sex. SUMMARY: On April 11, 1980, the Equal Employment Opportunity Commission published the 
Interim Guidelines on sexual harassment as an amendment to the Guidelines on Discrimination Because of Sex, 29 CFR part 
1604.11, 45 FR 25024. This amendment will reaffirm that sexual harassment is an unlawful employment practice. The EEOC 
received public comments for 60 days subsequent to the date of publication of the Interim Guidelines. As a result of the comments 
and the analysis of them, these Final Guidelines were drafted. EFFECTIVE DATE: November 10, 1980. FOR FURTHER 
INFORMATION CONTACT: Office of Policy Implementation, Equal Employment Opportunity Commission, 2401 E Street, 
NW, Washington, D.C. 20506, (202) 634-7060. (Supplementary information concerning comments received on the interim 
guidelines, and relevant case law is omitted.) Accordingly, 29 CFR Chapter XIV, Part 1604 is amended by adding § 1604.11 to 
read as follows: PART 1604-GUIDELINES ON DISCRIMINATION BECAUSE OF SEX Sexual harassment (a) Harassment on 
the basis of sex is a violation of Sec. 703 of Title VII.7 Unwelcome sexual advances, request for sexual favors, and other verbal or 
physical conduct of a sexual nature constitute sexual harassment when (1) submission to such conduct is made either explicitly or 
implicitly a term or condition of an individual's employment, (2) submission to or rejection of such conduct by an individual is 
used as the basis for employment decisions affecting such individual, or (3) such conduct has the purpose or effect of 
unreasonably interfering with an individual's work performance or creating an intimidating, hostile, or offensive working 
environment. (b) In determining whether alleged conduct constitutes sexual harassment, the commission will look at the record as 
a whole and at the totality of the circumstances, such as the nature of the sexual advances and the context in which the alleged 
incidents occurred. the determination of the legality of a particular action will be made from the facts, on a case by case basis. (c) 
Applying general Title VII principles, an employer, employment agency, joint apprenticeship committee or labor organization 
(hereinafter collectively referred to as "employer") is responsible for its acts and those of its agents and supervisory employees 
with respect to sexual harassment regardless of whether the specific acts complained of were authorized or even forbidden by the 
employer and regardless of whether the employer knew or should have known of their occurrence. The commission will examine 
the circumstances of the particular employment relationship and the job function performed by the individual in determining 
whether an individual acts in either a supervisory or agency capacity. (d) With respect to conduct between fellow employees, an 
employer is responsible for acts of sexual harassment in the workplace where the employer (or its agents or supervisory 
employees) know or should have known of the conduct, unless it can show that it took immediate and appropriate corrective 
action. (e) An employer may also be responsible for the acts of non-employees, with respect to sexual harassment of employees in 
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employer's control and any other legal responsibility which the employer may have with respect to the conduct of such non-
employees. (f) Prevention is the best tool for the elimination of sexual harassment. An employer should take all steps necessary to 
prevent sexual harassment from occurring, such as affirmatively raising the subject, expressing strong disapproval, developing 
appropriate sanctions, informing employees of their right to raise and how to raise the issue of harassment under Title VII, and 
developing methods to sensitize all concerned. (g) Other related practices: Where employment opportunities or benefits are 
granted because of an individual's submission to the employer's sexual advances or requests for sexual favors, the employer may 
be held liable for unlawful sex discrimination against other persons who were qualified for but denied that employment 
opportunity or benefit. (Title VII, Pub. L. 88-352, 78 Stat. 253 (42 U.S.C. 2000e et sez.)) (FR Doc. 80-34981 Filed 11-7-80, 8:45 
a.m.) Billing code 6570-06-M Federal Register/Vol. 45, No. 219/Monday, November 10, 1980/Rules and Regulations 74676-
74677 Approved by Board of Regents June 25, 1982.  
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action. (e) An employer may also be responsible for the acts of non-employees, with respect to sexual harassment of employees in 
the workplace, where the employer (or its agents or supervisory employees) knows or should have known of the conduct and fails 
to take immediate and appropriate corrective action. In reviewing these cases, the commission will consider the extent of the 
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