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Sex discrimination prohibited by this Policy is defined as the exclusion from participation 
in, denial of benefits from, or subjection to unfavorable treatment in any University 
educational or employment-related program or activity on the basis of gender, sexual 
orientation, gender identity, or gender expression. 
 
 
B. SEXUAL HARASSMENT:  

Sexual harassment prohibited by this Policy is defined as conduct based on gender, sexual 
orientation, gender identity or gender expression, which may include acts of aggression, 
intimidation, or hostility, whether verbal or non-verbal, graphic, physical, or otherwise, 
even if the acts do not involve conduct of a sexual nature, that satisfy one  or more of the 
following: 

1. A University employee makes submission to or rejection of 
unwelcome sexual conduct, either explicitly or implicitly, a term or 
condition of a person’s employment, academic standing, or 
participation in any University programs and/or activities or is used 
as the basis for University decisions affecting the individual (often 
referred to as “quid pro quo” harassment); or 

 
2. Unwelcome conduct based on sex, gender, sexual orientation, 

gender identity or gender expression that is determined by a 
reasonable person to be so severe, pervasive, and objectively 
offensive that it effectively denies a person equal access to the 
University’s educational programs or activities or creates a hostile 
working environment1; or 

 
3. Sexual assault, dating violence, domestic violence, or stalking as 

those terms are defined below. 

C. SEXUAL VIOLENCE 
 

                                                
1  A “hostile environment” exists when the conduct is sufficiently severe, pervasive and objectively offensive that it unreasonably 
interferes with, limits, or deprives an individual from participating in or benefitting from the University’s education or employment 
programs and/or activities. In evaluating whether a hostile environment exists, the University will consider the totality of known 
circumstances, including, but not limited to: 

• The frequency, nature, and severity of the conduct;  
• Whether the conduct was physically threatening; 
• The effect of the conduct on the Complainant’s mental or emotional state; 
• Whether the conduct was directed at more than one person; 
• Whether the conduct arose in the context of other discriminatory conduct; 
• Whether the conduct unreasonably interfered with the Complainant’s educational or work performance and/or University 

programs or activities; and 
• Whether the conduct implicates concerns related to academic freedom or protected speech. 

 
 


