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1. Definition of Sexual Harassment 

a. Sexual harassment, under both federal and state law, is defined as 
unwelcome sexual advances, requests for sexual favors, and other 
unwelcome visual, verbal, nonverbal, or physical conduct of a sexual 
nature. This definition includes numerous forms of offensive behavior and 
includes gender-based harassment of a person of the same or different sex 
as the harasser. 
 

b. Sexual harassment is generally divided into two types of conduct: 
 

1) Quid pro quo conduct, which occurs when submission to
 sexual conduct is made a condition for receiving concrete
 benefits, including hiring or advancement, or relates to
 employment or educational decisions affecting the employee
 or student. 

2) Hostile environment sexual harassment 
a) “Hostile work environment” conduct, which is unwelcome 

sexual conduct sufficiently severe, persistent, or pervasive so 
as to affect an employee’s performance negatively and/or 
alter the conditions of employment by creating an intimidating, 
hostile or otherwise offensive environment;  

b) “Hostile learning environment” sexually harassing conduct 
(which can include unwelcome sexual advances, requests for 
sexual favors, and other verbal, nonverbal, visual, or physical 
conduct of a sexual nature) by an employee, by another 
student, or by a third party that is sufficiently severe, 
persistent, or pervasive to limit a student’s ability to participate 



in or benefit from an education program or activity or to create 
a hostile or abusive learning environment. 

c) Guidelines regarding hostile environment involving sexual 
harassment: 

i. Conduct or words between two or more persons, but 
witnessed by someone not directly involved in the 
conduct or words, can constitute sexual harassment of 
the indirect recipient. 

ii. Conduct can come from someone who is not an 
employee (e.g., vendor, customer, or client). 

iii. Conduct does not have to be intended as sexual 
harassment to be offensive or unwelcome. 

 
c. Examples of the type of conduct which can constitute sexual harassment 

include, but are not limited to, the following: 
1) Unwanted sexual advances. 
2) Offering employment or educational benefits in exchange for

 sexual favors. 
3) Making or threatening reprisals after a negative response to

 sexual advances. 
4) Visual conduct (i.e., leering, making sexual gestures,

 displaying of sexually suggestive objects or pictures,
 cartoons, or posters). 

5) Verbal sexual advances or propositions. 
6) Verbal abuse of a sexual nature, graphic verbal commentaries

 about an individual’s body, sexually degrading words used to
 describe an individual, suggestive or obscene letters, notes,
 or invitations. 

7) Physical conduct (i.e., touching, assault, impeding, or
 blocking movements). 

 
2. Academic Freedom and Sexual Harassment Issues in the Learning 

Environment 
a. The Pasadena Area Community College District is committed to creating an 

environment where there is the full and free discussion of ideas and where 
students are free from a hostile learning environment.  The College believes 
that these are mutually supporting, not conflicting goals. 
 

b. In general, works of art and literature, readings and other written, auditory, 
or visual course materials, including lectures and discussions, which are 
used in a learning context or which are a part of academic or cultural 
programs, would not violate the prohibition against creating a hostile 
learning environment for students. 

 
c. For example, a hostile learning environment generally is not created by a 

detailed discussion of Shakespeare’s Othello, in a literature class, despite 



the sexual content of some of its language, which might prove offensive to 
some. Similarly, the use of photographs of female or male genitalia in a 
human anatomy class text generally would also not create a hostile learning 
environment for students. On the other hand, the use of explicit photographs 
from sexually explicit magazines in the same human anatomy class 
generally would violate the prohibitions of this policy against creating a 
hostile learning environment for students. 

 
d. In all circumstances, sexual intimidation and harassment of individuals are 

inconsistent with the maintenance of academic freedom. 
 
 

3. Reporting Complaints of Sexual Harassment 
a. If a student or employee believes any comments, gestures or actions of an 

employee, supervisor, student, or any other person to be harassing, he/she 
should immediately communicate to that person that such behavior is 
unwelcome. However, failure to do so does not prevent the student or 
employee from filing a complaint nor does it imply exoneration of any 
harasser. 
 

b. The administration of the Pasadena Area Community College District is 
readily available and receptive to allegations of sexual harassment.  If a 
student or employee feels that he/she is being sexually harassed by an 
employee, by a student, or otherwise, he/she should immediately report the 
facts of the incident or incidents and the name(s) of the individual(s) 
involved to the immediate supervisor (if the complainant is a student worker 
or other employee) or to Student and Learning Services (if the complainant 
is a student).  If the complaining student or employee does not feel that the 
matter can be discussed with the immediate supervisor or Student and 
Learning Services, he/she should contact Human Resources to arrange for 
a meeting to discuss the complaint. 

 
c. Attached to this procedure is a list of the current names, titles, locations, 

and telephone numbers of the contact persons to whom allegations of 
sexual harassment should be reported.  An updated list will be available 
annually at the location listed in the front of the College Catalog under the 
heading “Pasadena City College Sexual Harassment Policy” located in the 
first section of the Catalog. 

 
d. Notification of sexual harassment allegations to the Pasadena Area 

Community College District is essential.  The College assures that there will 
be no penalty from the District for reporting a sexual harassment problem. 
It is unlawful to retaliate against persons who oppose practices prohibited 
by the Fair Employment and Housing Act, or Title IX, or file complaints, or 
otherwise participate in an investigation, proceeding, or hearing conducted 
by the Department of Fair Employment and Housing, or the Fair 



Employment and Housing Commission, or the Office of Civil Rights. 
Similarly, the Pasadena Area Community College District will not tolerate 
any employees or students who interfere with its own internal investigations 
and its own internal complaint procedure. 

 
e. Employees and students are reminded that the Pasadena Area Community 

College District protects employees and students from sexual harassment 
by nonemployees or nonstudents (e.g., vendors, clients).  Any employee or 
student who is the victim of any harassment by a nonemployee or 
nonstudent or observes this conduct toward another Pasadena Area 
Community College District employee or student should report such 
harassment to his or her immediate supervisor (if the complainant is a 
student worker or other employee), or to Student and Learning Services (if 
the complainant is a student), and appropriate action will be taken.  
 

4. Informal Complaints 
Any person may complain informally, in writing, or orally to any manager of the 
District of conduct believed to be sexual harassment. 

 
5. Formal Complaints 

A formal complaint of sexual harassment may be filed in writing with the Dean of 
Human Resources of the College.  Forms for filing a complaint are available in that 
office, and a copy of the form is attached to this procedure. 

 
6. The District Response to Complaints of Sexual Harassment 

a. Informal Complaints:  All informal complaints of sexual harassment will be 
promptly investigated and appropriate action taken by the manager to whom 
the complaint is made, in cooperation with the Dean of Human Resources. 
 

b. Formal Complaints: 
1) All formal complaints of sexual harassment which are

 reported to the District will be investigated immediately,
 thoroughly, objectively, completely, and as confidentially as
 possible.  The Pasadena Area Community College District, as
 part of its investigation, will make every attempt to interview
 all individuals with information relative to the complaint. 

2) Both the complaining person and the person against whom a
 formal complaint is filed may have a representative of his or
 her choice present at each step of the investigation and
 determination process. 

3) The Pasadena Area Community College District will make its
 determination and communicate that determination to the
 complaining person and to the alleged harasser.  If it is
 determined that the alleged harasser has violated District
 policies, appropriate corrective action will be taken, up to and
 including discharge or expulsion.  Furthermore, as part of the



 Pasadena Area Community College District’s attempt to
 remedy the complaining person’s concerns, the complaining
 person will be informed of remedial measures and disciplinary
 actions imposed against the violator. 

 
7. Confidentiality 

a. The confidentiality of the person who files a sexual harassment complaint 
and of the person against whom a complaint is filed will be maintained to 
the fullest extent possible, consistent with the need to conduct a reasonable, 
objective, and thorough investigation, and consistent with applicable law. 
 

b. The investigator will inform all parties who participate in a sexual 
harassment complaint investigation of the need to maintain the 
confidentiality of the allegations of the complaint, of the information 
discussed in the investigation, and of the disposition of the complaint. 

 
8. Investigating Sexual Harassment Allegations 

The Dean of Human Resources, or designee, will investigate all formal complaints 
of sexual harassment filed under this policy.  The investigation will include, but is 
not limited to, the following, provided all the involved persons cooperate in the 
process: 

a. Confidential interview(s) of the complainant with representation in the 
meetings if the complainant so desires, and including: 

1) An opportunity to provide names of potential witnesses and/or 
documentary evidence.  

 
b. Informing the person against whom the complaint has been filed of the 

nature of the complaint. 
 

c. Confidential interview(s) of the person against whom the complaint has 
been filed with representation in the meetings if he/she so desires, and 
including: 

 
1) An opportunity to respond to the complaint and provide names of 

potential witnesses and/or documentary evidence. 
 

d. Confidential interview(s) of witnesses, including, when possible, those 
whose names are provided by the complainant and the person against 
whom the complaint has been filed. 
 

e. Review of documentary evidence. 
 

f. Confidential, written report to the Superintendent-President stating the 
outcome of the investigation and recommending a final action in response 
to the complaint. 

 



g. Written notice of the outcome of the investigation from the Superintendent-
President to the complainant and to the person against whom the complaint 
was filed. 

 
9. Seriousness of Sexual Harassment Allegations 

While the Pasadena Area Community College District vigorously defends its 
employees’ and students’ right to work in an environment free of sexual 
harassment, it also recognizes that false accusations of sexual harassment can 
have serious consequences.  Accordingly, any individual who is found, through the 
Pasadena Area Community College District’s investigation, to have falsely 
accused another person of sexual harassment will be subject to appropriate 
disciplinary action, up to and including discharge or expulsion. 

 
10. Other Agencies For Formal Complaints 

a. Employees who believe that they have been sexually harassed may, within 
one year of harassment, also file a complaint of discrimination with the 
California Department of Fair Employment and Housing.  The Department 
of Fair Employment and Housing may also investigate and process the 
complaint.  Violators are subject to penalties and remedial measures that 
may include sanctions, fines, injunctions, reinstatement, back pay, and 
damages.  The current address and telephone number of the local office of 
the California Department of Fair Employment and Housing is found on the 
attached contact list. 
 

b. Students who believe that they have been sexually harassed may, within 
one year of the occurrence, also file a complaint of discrimination with the 
Office of Civil Rights.  The Office of Civil Rights may also investigate and 
process the complaint.  Violators are subject to penalties and remedial 
measures that may include sanctions, fines, injunctions, reinstatement, 
back pay, and damages. The current address and telephone number of the 
local United States Office of Civil Rights is found on the attached contact 
list. 

 
11. Summary 

The Pasadena Area Community College District entrusts all employees and 
students with the responsibility for maintaining a positive working and learning 
environment free of sexual harassment.  The Pasadena Area Community College 
District encourages employees and students to raise questions regarding sexual 
harassment with the immediate supervisor, the department/division head, Student 
and Learning Services, or Human Resources. 
 

 
The perceived potential for conflicts of interest created by consensual relationships is of 
serious concern to the College. These relationships may lead to charges of sexual 
harassment that violate College policy.   Consensual relationships may lead to an abuse 
of power, coercion, exploitation, or unfair treatment of others. 



 
1. Definition of Consensual Relationship 

A consensual relationship, for purposes of this policy, is defined as one in which 
two individuals are involved by mutual consent in a romantic, physically intimate, 
and/or sexual relationship.  A consensual relationship that might be appropriate in 
other circumstances is inappropriate when it occurs between members of the 
College community if one individual has power or authority over the other. 

 
The College recognizes that a consensual relationship may exist prior to the time 
an individual is assigned to a supervisor.  An individual shall not accept direct 
authority over someone with whom she/ or he has a consensual relationship. 
However, an individual may accept direct authority over someone with whom he/ 
or she had (but no longer has) a consensual relationship preceding the 
assignment, provided appropriate actions are taken to mitigate the potential 
conflict of interest, including obtaining the agreement of the individual’s supervisor 
and the agreement of the other person involved in the relationship. 

 
2. Types of Consensual Relationships Subject to this Policy 

Examples of consensual relationships subject to this policy include, but are not 
limited to, the following types of relationships: 

a. Between supervisor and supervisee 
b. Between faculty and students 
c. Between academic managers and faculty 

 
3. Prohibited Relationships Between Students and members of the College 

Community 
In addition to the concern over the potential for conflicts of interest arising out of 
consensual relationships, the College has a special responsibility towards students 
as members of the College community.  The academic success of students is 
central to the College’s Mission.  The unequal institutional power inherent between 
students and particular members of the College community must be protected from 
influences or activities that can interfere with learning consistent with the goals and 
ideals of the College. Accordingly, relationships of the following nature are strictly 
prohibited: 

a. Between an academic manager and any student with whom the manager is 
required to interact in an official capacity. 

b. Between an instructor, coach, counselor, or individual in any other position 
of instructive, evaluative, or advisory authority over students and any 
student for whom the instructor, coach, counselor, or individual has direct 
instructive, evaluative, or advisory authority. 

c. Between a direct supervisor and a student. 
 

Exceptions to the above restrictions may be approved by the College President, in 
consultation with the President of the Academic Senate, Classified Senate, or 
Management Association, as appropriate, in extraordinary circumstances. 
 



4. Failure to Comply with this Policy  
Failure to comply with this policy may result in disciplinary action.  Violations of this 
policy may be addressed through existing District policies or negotiated 
agreements for complaint resolution and/or disciplinary procedures as appropriate 
for faculty, student, staff, or management individuals. 

 
5. Coordination with the Sexual Harassment Policy 

Incidents that involve unwelcome conduct of a sexual nature may be a violation of 
the College’s Sexual Harassment Policy and may be addressed through the 
processes outlined in that policy. 

 
6. Education 

The College President and the Area Vice Presidents shall provide educational 
opportunities for faculty, students, staff, and managers to promote an 
understanding of and compliance with this policy  
 

 

Date Approved:  5/19/1999 and 2/2/2005  

(Replaces current PCC Procedures 2200.10 and 6022.10; PCC Procedure 2200.10 titled Sexual Harassment approved on May 19, 

1999 and current PCC Procedure 6022.10 titled Conflicts of Interest Arising from Consensual Relationships approved on 
February 2, 2005. ) 

 

 


