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The prohibited conduct defined in this policy can be 
committed by individuals of any gender and can occur between 
individuals of the same gender or different genders. 

B . Forms of Sexual and Gender-Based Harassment

1 .Sexual Harassment
There are two types of sexual harassment: quid pro quo and 
hostile environment.

a . Quid Pro Quo
Quid pro quo sexual harassment includes unwelcome 
conduct of a sexual nature such as unwelcome sexual 
advances, unwelcome requests for sexual favors, or other 
unwelcome expressive, visual, or physical conduct of a 
sexual nature when:

i. submission to such conduct is made explicitly 
or implicitly a term or condition of an individual’s 
employment, academic standing, or status in a course, 
program, or activity; or
ii. submission to or rejection of such conduct is used 
as a basis for an employment-related, educational,  
or other decision(s) affecting evaluation, grades,  
or advancement. 

b . Hostile Environment
A “hostile environment” exists when unwelcome 
conduct of a sexual nature (such as unwelcome sexual 
advances, unwelcome requests for sexual favors, or other 
unwelcome expressive, visual, or physical conduct of a 
sexual nature) has the purpose or effect of unreasonably 
interfering with an individual’s work, educational 
participation or performance, or status, i.e., it is 
sufficiently severe, persistent, or pervasive as to create 
an intimidating, offensive, demeaning, or humiliating 
educational, residential, or working environment. Sexual 
conduct is unwelcome if it is not solicited or invited and 
the recipient considers it undesirable or offensive. 

In order to constitute a violation, the hostile 
environment must be subjectively perceived by the 
complainant, and that perception must be reasonable 
for a person in the complainant’s position. Whether the 
conduct creates a hostile environment depends on a variety 
of factors, including but not limited to: the degree to which 
the conduct affected one or more person’s education or 
employment; the type, frequency, and duration of the 
conduct; the relationship between the parties; the number 
of people involved; and the context in which the conduct 
occurred. Sexual and gender-based harassment may be at 
issue even in relationships that begin as welcome.

Examples of behavior that might be considered conduct 
of a sexual nature include, but are not limited to:

• Unwelcome sexual attention, propositions, touching, or 
other verbal or physical conduct of a sexual nature;

• Unwelcome sexual or gender-specific innuendo or jokes; 
humor about sex-specific or gender-specific traits; sexual 
slurs or derogatory language directed at another person’s 
sexuality or gender;

• Unwelcome oral, written, or electronic communications 
of a sexual nature;

• Written graffiti or the display or distribution of sexually 
explicit drawings, pictures, or written materials; sexual 
rumors or ratings of sexual activity or performance; and

• Implied or overt threats of punitive action, as a result of 
rejection of sexual advance.

As described in the Statement of Purpose (section I), the 
normal activities of teaching, learning, or producing or 
consuming artistic or scholarly work will not be construed 
as “conduct of a sexual nature” merely by virtue of the 
representation or consideration of sexual matters in the 
course of these activities. 

Other forms of sexual harassment, such as sexual assault, 
are addressed in the College’s Sexual Assault, Sexual 
Exploitation, Domestic Violence, Dating Violence, and 
Stalking Policy.

2 . Gender-Based Harassment
A gender-based hostile environment exists when verbal, 
nonverbal, graphic, visual, or physical conduct based on 
sex, sex stereotyping, or gender identity, but not involving 
conduct of a sexual nature, is sufficiently severe, persistent, 
or pervasive as to create an intimidating, offensive, 
demeaning, or humiliating educational, residential, or 
working environment.

In assessing all related circumstances to determine 
whether a hostile environment exists, incidents of gender-
based harassment combined with incidents of sexual 
harassment could create a hostile environment, even if 
neither the gender-based harassment alone nor the sexual 
harassment alone would be sufficient to do so.

If any gender-based or unwelcome sexual conduct occurs, 
even if that conduct does not rise to the level of constituting 
a hostile environment, it is unacceptable and should be 
reported so that the College can take prompt measures to 
address the concern before it rises to the level of creating a 
hostile environment.
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3 . Retaliation
Retaliation or retaliatory harassment is intentional action 
taken by an individual or allied third party that harms an 
individual as reprisal for reporting in good faith a potential 
policy violation or for participating in the College’s 
investigation or disciplinary process.

Retaliation against anyone involved in filing a complaint 
under this policy, filing an external complaint, or 
participating in the College’s investigation or disciplinary 
process is prohibited. 

C . Other Prohibited Conduct
There are risks inherent in any romantic or sexual relationship 
between individuals in unequal positions. Although such 
relationships may not constitute harassment, they may 
compromise the integrity of the educational or employment 
process. The special relationship between students and teachers, 
coaches, advisers, or other staff members who counsel them, and 
employees and their supervisors requires that special additional 
rules apply as addressed below.

1 .  Prohibited Relationships between  
Instructor/Staff Member and Student

a. While a student is a student of a particular instructor/
staff member, the instructor/staff member shall not ask the 
student for a sexual favor or in other ways make a sexual 
advance to the student. While a student is a student of a 
particular instructor/staff member, any romantic advance or 
sexual relationship between the student and the particular 
instructor/staff member is prohibited. This rule applies even if 
the romantic advance or sexual relationship is welcome. 

A student is a “student of a particular instructor/staff member”:

(i) when a student is in a course taught by the instructor and/or 
has not yet received a final grade; or
(ii) when a student is assigned to be advised by a particular 
instructor/staff member;
(iii) when a student is an athlete coached by a particular 
intercollegiate athletic coach or trainer;
(iv) when a student is advised by a professional advisory 
committee member, honors committee member, or member 
of a comparable committee;
(v) at other times when an instructor/staff member has a 
relationship with a student such that a student’s activities 
at the College are being supervised or evaluated by the 
instructor/staff member. 

b.Unless prohibited by section II.C.1.a. above, if a welcome 
sexual and/or romantic relationship develops between a 
student and an instructor/staff member, the instructor/staff 
member must not thereafter take part in any activity that 

involves evaluation of the student’s work or performance. If 
a student later becomes a “student of a particular instructor/
staff member,” the instructor/staff member shall disclose the 
existence of such relationship to the provost or vice president 
of Human Resources, as appropriate, who shall make 
alternative arrangements for the evaluative process.

2 .  Prohibited Relationships Between  
Supervisors and Subordinates

Any person (a) who has power, either individually or 
collectively with others, to dispense or influence rewards or 
punishments regarding another person, (b) who evaluates the 
work performance of another person, or (c) to whom another 
person reports regarding work assignments may not subject 
such other person to any unwelcome sexual conduct such as 
an unwelcome sexual advance or request for sexual favors, 
regardless of whether submission to such conduct is explicitly 
or implicitly made a basis for a decision affecting such person 
or whether such conduct creates a hostile environment.

If a welcome sexual and/or romantic relationship develops 
between a supervisor and a subordinate, or between faculty in 
the same department or program, the more senior employee 
must not thereafter take part in any activity that involves 
evaluation of the other’s work. Under such circumstances, 
the more senior employee shall disclose the existence of 
such a relationship to the provost or the vice president of 
Human Resources as appropriate, who shall make alternative 
arrangements for the evaluative process.

III . TITLE IX COORDINATORS
The Educational Equity coordinator coordinates the College’s 
compliance with Title IX. This includes coordinating campus-
wide education programming; reviewing policies, procedures, 
and protocols related to Title IX; and monitoring investigations. 
The Educational Equity coordinator can be contacted by 
telephone, by email, or in person during regular office hours. 
Appointments are encouraged.

Jessica Brown, JD
Educational Equity Coordinator 
211 Feather House
610-330-5338
brownjes@lafayette.edu

The College also has appointed deputy coordinators to assist with 
coordinating compliance under Title IX. The deputy coordinators 
can be contacted by telephone, by email, or in person during regular 
business hours. Appointments are encouraged.


