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Policy:  Youngstown State University (“University”) is firmly committed to maintaining a 

working and study environment free of discrimination and all forms of harassment (including 

sexual harassment) of any employee, applicant for employment or student.  Therefore, it is 

the University’s policy to prohibit all forms of harassment based on sex, race, color, religion, 

national origin, age, sexual orientation, gender identity and/or expression, disability, or 

veteran status or any other basis protected by law.  The University neither permits nor 

condones harassing conduct that affects tangible job benefits, that interferes unreasonably 

with an individual's work or academic performance, or that creates an intimidating, hostile, 

or offensive working or study environment. The University community seeks to eliminate 

discrimination and harassment through education and encourages staff, faculty, graduate 

assistants, students, student employees and volunteers to report concerns or complaints.  

Prompt corrective measures will be taken to stop discrimination and harassment whenever it 

occurs.  

 

 

Purpose:  The purpose of this policy is to establish a strong commitment to prohibit and 

establish a procedure for investigating and resolving internal complaints of discrimination 

and harassment. The discrimination and harassment procedures are designed to aid in the 

process of educating members of the University community, serve as a means of preventing 

discrimination and harassment, and promptly and fairly respond to alleged incidents of 

harassment. The principal purpose of this policy is not to punish but to stop unwelcome 

conduct and promote a productive work and study environment free of discrimination and 

harassment.  (The University community includes, but is not limited to, faculty, staff, 

students, graduate assistants, members of the Board of Trustees, campus visitors, and 

contractual employees working on campus.) 
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Scope:  This policy is intended to prevent situations from arising that may lead to allegations 

of harassment or unlawful discrimination.  Therefore, the prohibitions of this policy may, in 

some instances, be broader in scope than the legal prohibitions of state, federal or other laws 

prohibiting discrimination or harassment. A determination that this policy has been violated 

is not equivalent to a violation of law. 

 

Discrimination and harassment concerns can be resolved by the person being discriminated 

against or harassed addressing the matter directly with the alleged perpetrator.  When such 

resolution is not feasible, any faculty, staff, student, or volunteer may bring an allegation 

against any member of the University community.  

 

The Director, Office of Equal Opportunity and Policy Compliance, serves as the coordinator 

for the administration and compliance of this policy. 

 

Guidelines:  

 

1. Definition of Discrimination 

  

 Discrimination for the purposes of this policy is defined as treating an individual adversely in 

employment or academic or non-academic decisions based on protected status, which is 

defined as sex, race, color, religion, national origin, age, sexual orientation, gender identity 

and/or expression, disability, or veteran status or any other basis protected by law.  

Discrimination may also include stereotyping and biases based on a protected category. 

 

2. Definitions of Harassment 

 

Unlawful workplace harassment is conduct that has the purpose or effect of unreasonably 

interfering with an individual’s work or academic performance. For the purposes of this 

policy, it is conduct based on sex, race, color, religion, national origin, age, sexual 

orientation, gender identity and/or expression, disability, or veteran status or any other basis 

protected by law. It can also be conduct involving epithets, slurs, negative stereotyping, or 

threatening, intimidating, or hostile acts, or written or graphic material that denigrates or 

shows hostility or aversion and that is on the premise or circulated in the workplace.   

 

Sexual harassment is a form of sex discrimination and has been defined by the Equal 

Opportunity Commission (EEOC) to be any unwelcome sexual advance, request for sexual 

favors, or other verbal or physical conduct of a sexual nature when it meets any of the 

following: 

 

 Submission to such conduct is made either explicitly or implicitly a term or condition 

of an individual’s employment or academic status.  

 Submission to or rejection of such conduct by an individual is used as the basis for 

employment or academic decisions affecting such individual.  
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 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 working, learning, or living on campus. 

 

 

No supervisor (including faculty supervisor), manager, or official representative of the 

University shall directly or indirectly imply or threaten that an applicant’s, employee’s or 

student’s refusal to submit to sexual advances will adversely affect his or her employment, 

employment conditions, career development or academic performance. No supervisor 

(including faculty supervisor), manager, or official representative of the University shall 

suggest that an applicant’s, employee’s or student’s acquiescence to sexual advances may 

favorably affect his or her conditions of employment, career development or academic 

performance.  

 

Examples of inappropriate conduct which may constitute sexual harassment include, but are 

not limited to:  

 

 Explicit offensive sexual propositions or flirtations. 

 Sexual innuendo, suggestive sexual comments, notes or letters. 

 Sexual comments or inappropriate references to gender. 

 Sexually oriented kidding or other harassing acts or behavior directed against a 

person on the basis of an individual’s sex or sexual orientation, gender identity and/or 

expression. 

 Teasing or joking, sexually degrading or vulgar words. 

 The display of sexually oriented obscene printed or visual material (including through 

e-mail or Internet use or other electronic means). 

 Use of offensive gestures or body motions. 

 Unwanted touching, patting, hugging, brushing against a person’s body or staring.   

 Inquiries and commentaries about sexual activity, experience, or orientation. 

 

Sexual harassment may include harassment directed at a member of the same sex as the 

harasser. The examples of inappropriate conduct are unacceptable in the workplace and in 

other settings such as business trips, business-related social events or educational trips 

involving students. 

 

Unlawful workplace harassment can also occur if there is a pattern of conduct that 

unreasonably interferes with the academic environment (not legitimately related to the 

subject matter of a course). 
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3. Duty to Act   

 

Any supervisor, including executive and administrative officers, chairs, executive 

directors/directors, or faculty supervisor who becomes aware of information that would lead 

a reasonable person to believe that harassment has occurred should notify the Office of Equal 

Opportunity and Policy Compliance, and/or Human Resources promptly but no later than 

five working days of becoming aware of the information. The Complaint 

Form/documentation will initiate collaboration between the Office of Equal Opportunity and 

Policy Compliance and the reporting department to determine how best to proceed with 

resolving the complaint.  The Office of Human Resources may also need to be contacted to 

assist with the complaint.  The University also encourages all persons to report suspected 

instances of harassment regardless of whether they are in the specific roles noted above.     

 

4. Regulations 

 

 Confidentiality and Non-Retaliation  

 

The University will make every reasonable effort to conduct all proceedings in a  

manner that will protect the confidentiality of all parties. Parties to the complaint  

should treat the matter under investigation with discretion and respect for the  

reputation of all parties involved.  

 

The University policy and state and federal law prohibit retaliation against an 

individual for reporting discrimination and harassment, or for participating in an 

investigation. The University will not tolerate retaliation in any form against any 

faculty, staff, student, or volunteer, who files an allegation, serves as a witness, assists 

an alleger, or participates in an investigation of discrimination and harassment. 

Retaliation is a serious violation that can subject the offender to sanctions 

independent of the merits of the discrimination/harassment allegation. Allegations of 

retaliation should be directed to the Office of Equal Opportunity and Policy 

Compliance and/or the Office of Human Resources. 

 

The University has a compelling obligation to address allegations and suspected  

instances of discrimination and harassment when it obtains information that would 

lead a reasonable person to believe that this policy has been violated. The University 

is not precluded from taking any action it deems appropriate, including informing the 

alleged perpetrator of the complaint and pursuing an investigation even in cases when 

the complainant is reluctant to proceed. The complainant will be notified in advance 

when such action is necessary.  
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 Corrective Measures 

 

When it has been determined that discrimination and/or harassment have occurred, 

steps will be taken to ensure that the discrimination and/or harassment is stopped 

immediately. Corrective measures consistent with the severity of the offense will be 

imposed consistent with applicable University procedures and may include sanctions 

and/or discipline. 

 

  Sanctions imposed on the perpetrator may include, but are not limited to, a reprimand,  

suspension, or dismissal from the University. In the event that a record of such  

sanctions will become a part of the perpetrator’s personnel records, prior notice will 

be given to the perpetrator. Sanctions also may be imposed on any individual with a 

duty to act (under this policy and associated procedures) who fails to respond to a 

complaint of discrimination and harassment in a manner consistent with the 

provisions of this policy and the associated procedures. The complainant will be 

informed of the corrective measures taken.  Any sanction imposed will be in 

accordance with applicable language in the collective bargaining agreements and/or 

governing policies of the University.  

 

 False Allegations 

 

It is a violation of this policy for anyone to knowingly or with reckless disregard for  

the truth to make false accusations of discrimination and harassment. Failure to prove 

a claim of discrimination or harassment is not equivalent to a false allegation. 

Sanctions may be imposed on individuals who knowingly or with reckless disregard 

for the truth make false accusations of discrimination and harassment.   

 

 Use of Discrimination and Harassment Allegations in Employment Actions  

 

When making decisions affecting an individual’s employment or academic status,  

allegations of discrimination and harassment may be considered only if they have 

been addressed through this policy or procedure, a court of law, or other 

administrative proceeding. Whenever such an allegation is discussed as part of a 

determinant in the terms and conditions of an employment or academic status, the 

affected party should be given notice.  

 

 Policy and Procedure Administration  
 

The Office of Equal Opportunity and Policy Compliance is responsible for the 

administration of this policy and the associated procedures. The president, provost, 

and each vice president, dean, department chair, executive director, director, 

administrator, faculty member, supervisor and staff are responsible for assuring 

compliance with this policy. Any such individual who obtains information that would 
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lead a reasonable person to believe that this policy has been violated must refer the 

matter to the appropriate individual for investigation or, if so authorized, initiate a 

prompt and thorough investigation.  

 

 

Educational Program Goals and Objectives: 

 

The University is committed to eliminating and preventing discrimination and/or harassment 

of faculty, staff, students, student employees, and volunteers and to fostering an environment 

of respect for all individuals. For the protection of the University and its employees, it is 

strongly recommended that every employee attend educational training regarding 

discrimination/harassment. The University promotes educational programs coordinated by 

the Office of Human Resources in conjunction with the Office of Equal Opportunity and 

Policy Compliance to meet the following goals: 

 

 Informing all individuals about their rights through training and dissemination of the 

discrimination and harassment policy.    

 Including the discrimination and harassment policy in orientation materials for new 

faculty, staff, students, and volunteers.  

 Notifying persons of prohibited conduct, and encouraging appropriate behavior when 

interacting with other individuals. 

 Informing all individuals of the appropriate procedures and reporting mechanisms for 

addressing concerns of discrimination and harassment.   

 Informing the University community about the problems caused by discrimination 

and harassment and the unacceptability and illegality of discrimination and 

harassment. 

 Addressing issues of discrimination and harassment from a multicultural perspective.  

 

A statement regarding the discrimination and harassment policy will appear in the University 

Bulletins (graduate and undergraduate), and “The Code of Student Rights, Responsibilities, 

and Conduct” will be reproduced in pamphlet form for distribution to the University 

community.  The pamphlet will be included in orientation materials for all new members of 

the University community.  Reminders of the policy and procedures will also be periodically 

circulated. 

 

Information and Assistance, Counseling and Support: 
 

Many offices and individuals on the University’s campuses provide general information and 

assistance regarding discrimination and harassment.  However, consultation with any office 

or individual, other than those noted under Section III, Duty to Act, will not be considered a 

report to the University and will not result in action under this policy.  A person seeking 

counseling or support may also contact the Office of Equal Opportunity and Policy 

Compliance or any of the following units:   
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1.  Office of Career and Counseling Services  

2.  Office of Disability Services 

3.  Housing and Residence Life 

4.  Office of Human Resources 

5.  Intercollegiate Athletics 

6.  Office of Student Affairs through the Ombudsperson  

 

The role of the above offices, with the exception of the Office of Equal Opportunity and 

Policy Compliance, is not to investigate allegations, but to provide counseling and support.  

 

Complaint Procedures: 

 

The University encourages all complaints to be reported promptly to the Office of Equal 

Opportunity and Policy Compliance.  Delays in reporting complaints will make it more 

difficult for the University to conduct its investigation.  Individuals, however, may report a 

complaint at any time, and it will be investigated to the extent that it is feasible.  A 

complainant also has the right to file a complaint with external agencies including, but not 

limited to, the Ohio Civil Rights Commission, the Equal Employment Opportunity 

Commission and/or the Department of Education; and utilizing the internal complaint 

procedure will not extend the deadline for filing a complaint with the external agencies.  

However, it is recommended that the complainant first exhaust the internal complaint 

procedures by promptly reporting the complaint. 

 

Complaint investigations will follow the procedures set forth in the University’s procedures 

regarding complaints of discrimination. See also Guidelines for Investigating Complaints of 

Discrimination and Harassment. These guidelines provide specific information about 

University methods of addressing complaints. A copy of these Guidelines may be obtained 

by contacting the Office of Equal Opportunity and Policy Compliance.  A summary of these 

guidelines will appear in the Equal Opportunity Discrimination Complaint Procedure 

brochure, copies of which will be disseminated throughout campus.  

 


