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 SEXUAL HARASSMENT PROHIBITION 
 
 
Policy 
 
It is the policy of Moraine Valley Community College to preserve, protect and enhance the 
dignity of all college personnel and to provide a professional work environment free from sexual 
intimidation, ridicule, insult and overtones perpetuated upon or by any employee.  Moraine 
Valley Community College prohibits sexual harassment of and by any member of the college 
community including elected and appointed officials, full-time and part-time, and temporary 
employees, and agents of the college.  The college is committed to providing a safe and 
supportive environment and will strictly enforce the sexual harassment policy in order to achieve 
this goal. 
 
Sexual harassment is contrary to basic standards of conduct between individuals and is 
prohibited by Title VII of the Civil Rights Act of 1964 and the rules and regulations promulgated 
and enforced by the U.S. Equal Employment Opportunity Commission and the Illinois Human 
Rights Act and the rules and regulations promulgated and enforced by the Illinois Human Rights 
Commission.  Therefore, it constitutes a violation of college policy for any employee to engage 
in any of the acts or behaviors defined as sexual harassment.  The college shall take corrective 
action where an employee is determined to have violated this policy.  Such action includes a 
range of disciplinary measures up to and including termination from employment with the 
college. 
 
Reference:  Board policy 7242.1 
 
Sexual Harassment Defined 
 
Sexual harassment is behavior with sexual content or overtones that is unwelcome and 
personally offensive.  For the purposes of this Policy, "sexual harassment" means unwelcome 
sexual advances or requests for sexual favors or any conduct of a sexual nature, including but 
not limited to other verbal, visual, or physical conduct of a sexual nature when: 
 
1. Submission to such conduct is made either explicitly or implicitly a term or condition of 

an individual's employment, evaluation, advancement or promotion;  
 
2. Submission to or rejection of such conduct by an individual is used as the basis or any 

part of the basis affecting such individual's career, job or employment decisions and 
conditions; 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. 
 
 
Prohibited Conduct 
 
1. Sexual harassment includes conduct directed by men toward women, conduct directed 

by women toward men, conduct directed by women toward women, and conduct 
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directed by men toward men.  Sexual harassment consists of, but is not limited to, the 
following examples: 

 
 (a) Verbal behavior: unwelcome sexual innuendoes, negative or offensive 

comments, unwelcome jokes, kidding or suggestions about another employees' 
gender or sexuality, threats related to sexual conduct, repeated unwelcome 
requests for dates, statements about other employees of a sexual nature, 
obscene or lewd sexual comments; using slang names or labels that can be 
considered derogatory or too familiar, such as "honey," "sweetie," "dear," 
"darling," "boy," "girl," or other terms  people may find offensive; talking about or 
calling attention to an employee's body or characteristics in a sexually negative 
way. 

 
 (b) Nonverbal behavior; sexually suggestive or insulting sounds (whistling, catcalls, 

smacking or kissing noises), leering, or obscene or sexually suggestive bodily 
gestures. 

 
 (c) Physical behavior; touching, unwelcome physical contact such as pats, 

squeezes, hugs, kissing, pinching, purposely brushing up against another 
person's body or actual sexual assault or abuse;  

 
 (d) Other behavior that can constitute sexual harassment includes laughing at, 

ignoring or not taking seriously an employee who experiences sexual 
harassment; blaming the victim of sexual harassment for causing the problems; 
continuing the offensive behavior after a co-worker has expressed objection to 
the behavior; retaliating against an employee who rejects sexual advances by 
denying promotions or other job-related benefits; gossiping about or ridiculing a 
victim or alleged harasser with respect to the alleged harassment; demanding or 
requesting sexual favors tied to promises of better treatment or threats 
concerning employment; discriminating against an employee for refusing to "give 
in" to demands or requests for sexual favors; or rewarding or granting favors to 
one who submits to demands or requests for sexual favors. 

 
2. Each employee has the responsibility to refrain from sexual harassment in the 

workplace.  An individual employee who sexually harasses a fellow worker is liable for 
his/her own individual conduct.  No employee shall directly or indirectly: 

 
 (a) Threaten or insinuate that another employee's refusal to submit to sexual 

advances will adversely affect that employee's relationship with the college, work 
status, title, evaluation, wages, advancement, assigned duties, significant change 
in benefits, or any other condition or employment;  

 
 (b) Promise, imply or grant preferential treatment in connection with another 

employee engaging in sexual conduct; or  
 
 (c) Abuse the dignity of another employee through insulting or degrading sexual 

remarks or conduct. 
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Supervisor Responsibility 
 
All supervisors should act promptly when sexual harassment complaints are brought to them.  
Failure to act is a violation of college policy and may subject the supervisor and the college to a 
serious liability risk.  A supervisor should contact the Human Resources Office if he or she 
becomes aware of any conduct which may be sexual harassment.  Supervisors and the college 
may be held responsible for not acting to stop sexual harassment if they are aware it is 
happening, even if no one has complained to them.  Specifically:  
 
1. Each supervisor of a department is responsible for maintaining the workplace free from 

sexual harassment.  This is best accomplished by promoting a professional environment 
and treating sexual harassment the same as other forms of employee misconduct. 

 
2. A supervisor is to address an observed incident of sexual harassment or complaint with 

seriousness and take prompt action to end it by reporting it to Human Resources or the 
Vice President of Administrative Services.  This also applies where an employee informs 
a supervisor about behavior considered to be sexual harassment but does not want to 
make a formal complaint.  In all cases, the supervisor must maintain strict confidentiality. 

 
3. A supervisor is to ensure that no retaliation will result against an employee making a 

sexual harassment complaint. 
 
Notification 
 
Employees are encouraged to report incidents of sexual harassment and/or ask questions about 
conduct that may be considered sexual harassment in confidence and without fear of retaliation.  
Employees should immediately report incidents of sexual harassment in the manner set forth 
below.  This includes employees who think they have witnessed another employee being 
sexually harassed.  Any employee bringing a good faith sexual harassment complaint will not be 
adversely affected in terms and conditions of employment, nor discriminated against or 
terminated because of the complaint or assistance, even if the complaint made in good faith is 
not substantiated.  In addition, any witness will be protected from retaliation.  Any employee who 
has questions about this policy should contact the Director of Human Resources.  All inquiries 
will be handled in strictest confidence. 
 
Confidentiality 
 
The college will make every effort to ensure confidentiality throughout the process.  The 
disclosure of allegations of sexual harassment shall be restricted to those individuals who have 
a "need to know."  The complaint shall not be discussed with anyone other than those directly 
involved in the incident or the investigation process.  It is important to protect the confidentiality 
rights of the person alleged to have engaged in harassment as it is the right of the complainant.  
Documentation and records will be maintained in the Human Resources Office. 
 
Discipline 
 
Complaints and cases of sexual harassment will be dealt with promptly.  Employees who 
sexually harass others and/or supervisors who knowingly allow such activities to go on, subject 
themselves to the full range of disciplinary procedure, including reprimand, suspension, or 
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termination, depending on the seriousness and/or frequency of the violation(s).  In the most 
severe cases employees are subject to immediate termination. 
 
Procedures for Reporting Complaints 
 
Generally, any employee who has reason to believe that he or she has been subjected to 
sexual harassment should contact his or her supervisor, the Vice President of Administrative 
Services & College Facilities, or the Director of Human Resources as soon as possible so that 
appropriate action may be taken.   
 
1. Initial Step 
 

An employee who believes he or she is being sexually harassed may first identify the 
offensive behavior to the offending party as directly and firmly as possible and request 
that it stop.  Employees are encouraged to take this step if they believe that the offensive 
conduct may be unintentional.  However, if the employee does not feel comfortable 
confronting the offending party, or feels threatened or intimidated by the situation, or if 
the behavior does not cease after confrontation with the offending party, the matter 
should be reported as set forth below. 

 
2. Reporting 
 

An employee who either observes or believes that he or she is or has been the victim of 
sexual harassment should deal with the incident(s) as directly and firmly as possible by 
clearly communicating his or her position, either verbally or in writing, in confidence, to 
the supervisor responsible for the department, the Vice President of Administrative 
Services & College Facilities, or the Director of Human Resources.  Upon receipt of a 
complaint, the college president will be notified.  The complaint must be made within one 
hundred twenty (120) days of the alleged sexual harassment.  It is not necessary for 
sexual harassment to be directed at the person making the complaint.  Every effort will 
be made to promptly investigate any allegations of sexual harassment.  Persons 
receiving complaints shall secure in written form the following information:  

 
 (a) Name, department and position of complainant;  
 
 (b) Name(s) of person(s) alleged to be in violation of this policy, if known; 
 
 (c) The specific action or series of acts or actions constituting the behavior allege to 

be sexual harassment;  
 
 (d) The length of time such behavior has transpired, and the date(s) of the 

incident(s);  
 
 (e) The implied or actual employment action (i.e., failure to promote, job 

assignments, refusal to hire, etc.) that may have occurred. (NOTE:  Sexual 
harassment does not necessarily have to be linked to the grant or denial of an 
economic "quid pro quo."  Sexual harassment leading to an non-economic injury 
is also prohibited); and 
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 (f) The names of any witnesses or others with knowledge of such behavior and/or 
incident(s). 

 
3. Disclosure 
 

The college is obligated to investigate allegations of sexual harassment.  For this 
reason, the college may be obligated to move forward with an investigation even when a 
person with a complaint simply wants to be heard but does not want a formal 
investigation.  The allegations may have to be pursued to protect the well being of the 
parties or others in the college and to fulfill compliance obligations.  The complainant 
shall be assured of confidentiality in the investigation to the extent possible.  The 
complainant should be made aware that in order to investigate the complaint to its fullest 
extent, it may be necessary to make his or her name known and/or necessary for the 
complainant to confront the person alleged to have engaged in the sexual harassment.  
Disclosure of the allegation of sexual harassment shall be restricted to individuals who 
have a "need to know" in order to conduct a proper investigation. 

 
4. Investigation/Disposition of Complaint 
 
 (a) Generally.  The Human Resources Office shall investigate complaints alleging 

violations of this policy.  Upon receiving a complaint, the Human Resources 
Office will conduct a fact-finding investigation which will include, at a minimum, a 
review of the complaint and interviews with the complainant, respondent, and 
other appropriate individuals.  This investigation shall be prompt, thorough, and 
impartial.  Upon completion of the investigation, the Human Resources Office will 
submit its findings and recommendations to the president, if appropriate.  The 
president will accept, reject, or modify the recommendations and notify the 
Human Resources Office of such.  The Resources Office will then provide a 
written response to the complainant. 

 
If the investigation confirms the allegation, appropriate corrective action will be 
taken.  Evidence which is collateral to the allegations of sexual harassment and 
which is obtained during an investigation may be used in subsequent grievance 
or disciplinary procedures. 

 
 (b) Specific Steps.  
 

1. The Human Resources Office shall conduct an interview with the 
employee registering the complaint.  The intent of the interview is to 
determine a true and complete account of the complaint.  The following 
information should be sought during the interview process: 

 
   (i) The severity of conduct;  
 
   (ii) The number and frequency of acts of alleged harassment;  
 
   (iii) The apparent intent of the person alleged to have engaged in 

sexual harassment;  
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   (iv) The relationship of the parties;  
 
   (v) The response of the complainant at the time of the incident(s); and  
 
   (vi) The relevant work environment. 
 
  2. To the extent practicable, the Human Resources Office shall interview all 

other individuals who witnessed or may have witnessed the incident or 
who may have knowledge of the incident. 

 
  3. The Human Resources Office shall interview the person alleged to have 

engaged in sexual harassment and inform the individual that a complaint 
has been made against him or her, and allow the person to respond to 
the complaint.  The person alleged to have engaged in sexual 
harassment shall be informed that the incident is not to be discussed with 
coworkers and that retaliatory action against the complainant will not be 
tolerated. 

 
  4. To the extent practicable, the Human Resources Office shall review any 

other relevant information or evidence and/or interview any other relevant 
witnesses. 

 
  5. A written record of the investigation shall be made, inclusive of all notes 

made of interviews, conversations or verbal responses to questions 
posed by the Human Resources Office to the complainant, witnesses or 
respondent, and any other aspects of the investigation.  The entire written 
record and report, including a written summary of the findings of the 
investigation, shall be provided to the president within twenty (20) working 
days from the date the allegations were first reported.  Where 
appropriate, the written report shall include any recommendations for 
discipline. 

 
  6. The president shall, based upon the investigative report, evidence and all 

known circumstances, make a determination as to whether the 
individual(s) charged committed sexual harassment. 

 
  7. If the determination is that sexual harassment has occurred, the president 

shall take immediate and appropriate disciplinary actions consistent with 
the nature and severity of the offense. 

 
   (i) Disciplinary action shall be in accordance with the rules and 

regulations of the college and any other applicable law, regulation 
or rule. 

 
   (ii) The discipline imposed shall reflect the severity of the improper 

conduct, taking into consideration the nature of the conduct, the 
frequency of the conduct, the relationship of the parties involved, 
the intent of the offending party, and any other relevant matters. 
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   (iii) Available discipline for sexual harassment includes, but is not 
limited to, verbal reprimand, written reprimand, transfer, 
reassignment of duties, demotion, suspension or termination, 
including immediate termination if the case of sexual harassment 
is sufficiently severe and blatant to make it in the best interests of 
the college that the employee be immediately termination. 

 
  8. In all instances, whether a violation of this policy is determined to have 

occurred or to not have occurred, the complainant shall be notified of the 
results of the investigation and the discipline imposed, if any.  A person 
alleged to have engaged in sexual harassment shall not retaliate in any 
way against the complainant, witnesses or any other person involved in 
the investigation. 

 
  9. Complaints alleging violations of this policy by: 
 
   (i) An elected official of the college. 

 
If any elected official of the college is found to have violated this 
policy, the investigative report and findings shall be presented to 
the President and Board of Trustees, excluding the member 
alleged to have violated this policy.  If members concur with the 
findings, they shall impose appropriate discipline. 

 
   (ii) Non-employees. 
 

In instances of sexual harassment alleged to have been 
committed in the workplace or in a work-related situation by a non-
employee, the college shall take all lawful action to ensure the 
safety and of the employee and to end the incidence of 
harassment. 

 
Appeals 
 
If either party (complainant or the person alleged to have engaged in sexual harassment) is 
dissatisfied with the outcome of the investigation and/or the discipline imposed, that party may 
notify the Human Resources Office within seven (7) days of being informed of the results of the 
investigation and the discipline, if any was imposed.  The Human Resources Office shall 
forward the timely request for appeal to the president for further review. 
 
Other Remedies 
 
The filing of a sexual harassment complaint with the appropriate college office under this policy 
does not limit, extend, replace, or delay the right of any person to file a similar charge or 
complaint with any federal or state agency having authority to hear matters of sexual 
harassment complaints, including the Illinois Department of Human Rights and the U.S. Equal 
Employment Opportunity Commission.  A complaint must be filed with the Illinois Department of 
Human Rights within 180 days of the alleged incident(s) unless it is a continuing offense.  A 
complaint with the U.S. Equal Employment Opportunity Commission must be filed within 300 
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days of the alleged incident(s). 
 
False Statements 
 
Knowingly providing false information pursuant to filing a complaint or during the investigation of 
a complaint is prohibited.  Individuals who knowingly provide false statement shall be subject to 
discipline up to and including termination. 
 
Retaliation 
 
The college prohibits any official, supervisor, or any other employee of the college to retaliate 
against an employee because the employee opposed conduct which he or she reasonably and 
in good faith believed to be sexual harassment, or because the employee has made a charge, 
filed a complaint, testified, assisted or participated in an investigation, proceeding or hearing 
pursuant to this policy or under the Illinois Human Rights Act or Title VII of the Civil Rights Act of 
1964. 
 
   
 
 
 


