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PROCEDURES, APPLICATIONS, AND GUIDANCE: 

Non-Discrimination and Anti-Harassment Policy 
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Iowa State University establishes this procedures, applications, and guidance document to assist 

it in carrying out its responsibilities in administering and enforcing applicable federal and state 

law and University and Board of Regents policies relating to discrimination and harassment.  

This procedures, applications, and guidance document is intended to create a process for 

reporting, responding to, addressing, investigating, and adjudicating reports of potential 

violations of ISU’s Non-Discrimination and Anti-Harassment Policy. This procedures, 

applications, and guidance document should be read in conjunction with and as a supplement to 

that policy. The policy and this procedures, applications, and guidance document are 

collectively referred to hereafter as the “Policy.”  

In keeping with its commitment to offer a fundamentally fair process for all parties involved, ISU 

reserves the right in its sole discretion to adapt certain aspects of the Policy in specific 

circumstances in order to meet the interests of all involved parties, including the University.  The 

University also reserves the right to extend the time limits described in the Policy, in its sole 

discretion, in order to ensure a fundamentally fair process and to meet the interests of all 

involved parties, including the University. 

1. Prohibited Discrimination and Harassment 

Iowa State University prohibits all forms of discrimination and harassment based on an 

individualôs Protected Status or perceived Protected Status, including as defined below, age, 

color, creed, disability, gender identity, genetic information, national origin, pregnancy, race, 

religion, sex, sexual orientation, and/or protected U.S. veteran status. Discrimination and 

Harassment are prohibited with respect to University employment, education, and the ability to 

participate in, access, and/or benefit from University programs and activities.  In addition, this 

Policy restates the Universityôs prohibition of Complicity and Retaliation.    

A. Discrimination 

i. General definition: Discrimination 
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admission, academic standing, grades, assignment, campus housing, 

discipline); 

¶ An approved volunteerôs ability to participate in, access, or benefit from  

University volunteer programs; or 

¶ A visitorôs ability to participate in, access, or benefit from University 

programs open to visitors.  

¶ This form of discrimination is identified as ñadverse treatmentò 

discrimination. 

ii. Discriminatory conduct may also include facially neutral conduct that has the 

unjustifiable effect of disproportionately impacting individuals based on their 

Protected Status.  This is identified as ñadverse impactò discrimination.  

iii. Discriminatory conduct may also include failing to provide reasonable 

accommodation, consistent with state and federal law, to qualified individuals 

based on disability and/or religion. This is identified as ñfailure to accommodateò 

discrimination.  

B. Harassment 

i. General definition: Harassment is a form of discrimination that occurs when 

unwelcome conduct based on Protected Status or perceived Protected Status is 

sufficiently severe or pervasive to unreasonably interfere with an individualôs or 

group of identifiable individualsô educational environment, employment 

environment, and/or participation in a University program or activity, thereby 

creating an environment that a reasonable person in similar circumstances and 

with similar identities would find hostile, intimidating, or abusive.  This is 

identified as ñhostile environmentò harassment.  

ii. Harassment may also include unwelcome conduct based on Protected Status 

where submission to or rejection of such conduct is used, explicitly or implicitly, 

as the basis for decisions affecting an individualôs or group of identifiable 

individualsô education, employment, or participation in a University program or 

activity.  This is identified as ñquid pro quoò harassment. 

C. Sexual and/or Gender-Based Harassment 

The University has independent obligations to comply with Title VII of the Civil Rights Act 

of 1964 which, among other items, prohibits sex discrimination with regard to any term, 

condition, or privilege of employment; Title IX of the Education Amendments of 1972 which, 

among other items, prohibits sex discrimination in education programs and activities; and the 

Iowa Civil Rights Act of 1965 which, among other items, prohibits sex discrimination in the 

https://www.eoc.iastate.edu/discrimination/disability
https://www.eoc.iastate.edu/discrimination/religious
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iv. Disability: A person with a disability is any person who has a physical or mental 

impairment that substantially limits one or more major life activity; or has a 

record of such impairment; or is regarded as having such impairment. A qualified 

person with a disability must be able to perform the essential functions of the 

employment or volunteer position or the academic, athletic, or extra-curricular 

program, with or without reasonable accommodation. Under State of Iowa law, 

disability includes the condition of a person with a positive human immune-

deficiency virus test result, a diagnosis of acquired immune deficiency syndrome, 

a diagnosis of acquired immune deficiency syndrome-related complex, or any 

other condition related to acquired immune deficiency syndrome. (See Iowa Civil 

Rights Act, § 216.2) 

v. Gender Identity: The gender-related identity of a person, regardless of the 

personôs assigned sex at birth.  (See 
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xiii. Protected U.S. Veterans: Covered Veterans include Disabled Veterans, Special 

Disabled Veterans, Veterans of the Vietnam Era, Recently Separated Veterans, 

and other protected Veterans as defined by federal and state law.          

F. Complicity 

i. General definition:  Complicity is any act taken with the purpose of aiding, 

abetting, facilitating, promoting, or encouraging the commission of an act of 

discrimination or harassment by another. 

ii. Listed below are examples of conduct that may constitute complicity. This list is 

not all-inclusive and each situation must be evaluated in light of this Policy and 

the specific facts and circumstances present: 

¶ Coercing, compelling, or preventing (including attempts) an individual from 

providing a statement or relevant information relating to a complaint or 

investigation pursuant to this Policy; Removing, destroying, or altering 

(including attempt) documentation/evidence relating to a complaint or 

investigation pursuant to this Policy; Providing false or misleading 

information to University officials (or encouraging others to do so)relating to 

a complaint or investigation pursuant to this Policy; Assisting an individual in 

hiding or covering up the commission of any act of discrimination or 

harassment. 

G. Retaliation 

i. General definition:  Retaliation is adverse action or threat of adverse action taken 

against an individual because of the individualôs participation in a ñprotected 

activityò that would discourage a reasonable person from engaging in protected 

activity. Protected activity includes an individualôs good faith:   

¶ participation in the reporting, investigation, or resolution of an alleged 

violation of this Policy; 

¶ opposition to practices or actions that the individual reasonably believes are in 

violation of this Policy or applicable law; and/or 

¶ request for accommodations on the basis of religion or disability. 

ii. Retaliation is an independent violation of policy and may be present even where 

there is a finding of ñno responsibilityò on the underlying report.  

iii. The University strictly prohibits retaliation, and will take steps to prevent 

retaliation, and will impose sanctions on anyone or any group who is found to 

have engaged in retaliation. Concerns about potential retaliation in connection 

https://www.dol.gov/sites/default/files/documents/featured/equalpay/commitment/ofccp-fs-veterans-rights-march-2012.pdf
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with a report of discrimination or harassment should be immediately reported to 

the Office of Equal Opportunity.   

2.  Important Terms, Concepts, and Guidance 
The following information helps clarify important terminology and concepts as used 

throughout this Policy, as well as throughout the investigation and resolution process of 

complaints brought under the Policy. 

A. Complainant, Respondent, Witness 

This Policy uses the terms complainant, respondent, and witness as follows: 

i. Complainant ï refers to an individual(s) who reports experiencing discrimination 

or harassment or is otherwise impacted by discrimination or harassment and is 

named in a complaint filed pursuant to this Policy. The University and 

departments/units may serve as complainants in complaints filed pursuant to this 

Policy when the individual reportedly impacted by the prohibited conduct does 

not wish to participate and the University has determined that it must proceed in 

order to provide a safe and non-discriminatory campus environment and/or in 

otherwise appropriate cases as determined by OEO.   

ii. Respondent ï refers to an individual(s) who is responding to a complaint filed 

pursuant to this Policy, and is the individual who has been accused of engaging in 

prohibited conduct.  A University department/unit may be named as a respondent 

in a matter. 

iii. Witness ï refers to an individual(s) who may have information relevant to a report 

of discrimination or harassment. A witness may be a student, employee, faculty 

member, or third-party. The University encourages all individuals to report 

potential incidents of discrimination and harassment to OEO. Supervisory 

employees 
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C. Preponderance of the Evidence 

The University applies the ñpreponderance of the evidenceò standard in determining whether 

a respondent is or is not responsible for violating this Policy. An individual alleged to have 

engaged in conduct in violation of this Policy is presumed not responsible for the alleged 

conduct until a determination regarding responsibility is made at the conclusion of the 

applicable adjudicative process. 

i. General definition:  A finding of responsibility based on a preponderance of the 

evidence means that weighing all relevant evidence and reasonable inferences 

from that evidence, the greater weight of information indicates that it is more 

likely than not that the respondent violated policy. 

ii. Additional guidance:  Not all evidence and information is equally helpful in 

determining whether the preponderance of the evidence standard is met.  

Evidence and information must be weighed, with the more credible, trustworthy, 

reliable, and probative evidence and information being given more weight. 

D. Consensual Relationship 

The University recognizes that consenting individuals should be free to enter into personal 

relationships of their choice. However, certain consensual relationships risk the fundamental 

interest of community members to participate in University employment and educational 

programs and activities free from conflicts of interests, favoritism, and/or exploitation. 

i. General definition: As defined and detailed in the Universityôs Consenting 

Relationships Policy and Section 7.2.2.1.1 (Consenting Relationship)and 

https://policies.utexas.edu/policies/consensual-relationships
https://policies.utexas.edu/policies/consensual-relationships
http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook


https://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
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programs include information on how and where to report concerns, res
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ISU is committed to protecting the safety of and offering support and services to 

individuals potentially impacted by conduct prohibited by this Policy. Upon receipt of a 

report or complaint under this Policy, OEO will discuss with appropriate administrator(s) 

reasonable and appropriate interim measures designed to preserve the partiesô 

employment and educational experiences; protect the parties during an investigation; 

address possible safety concerns for the parties involved and for the broader community; 

maintain the integrity of the investigation/adjudication process; and/or to deter retaliation.  

Interim measures that may be appropriate and reasonable considering the specific facts 

and circumstances include but are not limited to: lateral transfers of one or more of the 

parties in an employment setting and a comparable move if a classroom setting is 

involved; arrangement that academic and/or employment evaluations concerning 

complainants or others be made by an appropriate individual other than the respondent; 

and implementing mutual restricted contact requirements between parties, which require 

parties not to contact each other without proper authorization. Parties should identify and 

discuss with OEO interim measures that they believe may be appropriate and reasonable. 

In situations involving particularly serious allegations, appropriate administrator(s) in 

consultation with OEO may, pending the final outcome of the investigation, implement 

administrative leave procedures or partially restrict from employment any employee 

accused of violations of this Policy and/or interim suspend or partially restrict from 

educational programs and activities any student accused of violations of this Policy. The 

applicable employee, faculty, and/or student handbook, policy, or code of conduct 

governs the implementation of such interim measures. 

E. Participation in the Investigation and Resolution Process   

University community members (complainants, respondents, and witnesses) may be 

required to meet with appropriate University officials to receive notice of allegations and 

receive information about the Policy and the resolution process. At such meetings, parties 

may elect to make no statement. However, it is understood that if a party declines to 

make a statement, the University may proceed without their participation. Not 

participating may impact the Universityôs ability to respond fully to a matter, including 

pursuing disciplinary action. In all matters, the University will render a decision based on 

the totality of the relevant information available.   

Providing false or misleading information, or submitting a report or complaint in bad 

faith, may subject an individual to discipline under this Policy. All parties and witnesses 

involved in OEO procedures are urged to respect the integrity of the procedures and the 

legitimate privacy interests of the parties and witnesses. This does not prohibit an 

individual from consulting with or obtaining support from family members, counselors, 

therapists, clergy, medical providers, attorneys, or similar resources. 
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Contact Notice; Restriction from participation in certain clubs and/or 

organizations; Restriction from participation in particular events; and/or 

Educational programming and/or training. 

¶ Training and Education:  OEO offers multiple opportunities for training and 

education for individuals, departments, and units, in multiple platforms and 

formats on a wide range of topics.  To request a presentation, please visit: 

https://www.eoc.iastate.edu/training--learning-and-development/training-

request-form  

¶ In cases of complaints against members of the faculty, the faculty conduct 

policy provides for mediation by a third party to resolve a charge of 

misconduct outside of a hearing process. For more information, see the 

Faculty Handbook, Faculty Conduct Policy, Mediated Process (§7.2.4). 

G. Formal Complaint Resolution 

A formal complaint under this Policy involves an impartial investigation of the 

complainantôs allegations by OEO. Generally, formal investigations involve interviewing 

the complainant, providing written notice to the complainant and the respondent of the 

filing of the complaint, interviewing the respondent regarding the specifics of the 

allegations and giving the respondent an opportunity to respond fully to the allegations, 

interviewing any relevant witnesses, and the collection and review of information 

material to the allegation(s). The purpose of a formal investigation is to determine 

whether the respondent is or is not responsible for a violation of the Policy, considering 

the context and the totality of the information presented using a preponderance of the 

evidence standard of proof. Formal investigations may lead to formal discipline against 

faculty, staff, students, and third-parties to the extent the University exercises control 

over the party. 

i. Requirements for Formal Complaints:  Formal complaints are not considered filed 

unless submitted in writing to OEO. Formal complaints must contain the 

following information, if known or reasonably available: 

¶ The full name, contact information, and signature (physical or electronic) of 

the complainant; 

¶ The name of the respondent(s), if known; 

¶ The name (and if known contact information) of any individuals who may 

have information material to the complaint; and 

¶ The basis for the complaint, including a description of the conduct alleged to 

be in violation of this Policy. 

https://www.eoc.iastate.edu/training--learning-and-development/training-request-form
https://www.eoc.iastate.edu/training--learning-and-development/training-request-form
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ii. Failure to meet the requirements of a formal complaint:  OEO has the discretion 

to not formally investigate a complaint.  Legitimate reasons for not formally 

investigating a filed formal complaint include but are not limited to: 

¶ The conduct described in the complaint is not covered by the Policy. 

¶ The conduct described in the complaint, even if proven true, would not 

constitute a violation of the Policy or applicable local, state, or federal law. 

¶ There is sufficient evidence suggesting that the complaint is not made in good 

faith. 

¶ The conduct described in the complaint is already the subject of an internal or 

external investigation or litigation. 

¶ An appropriate resolution or remedy has already been achieved, or has been 

offered and rejected. 

¶ The timeliness of the complaint renders formal investigation impracticable. 

¶ The complaint does not satisfy the required elements of a written formal 

complaint. 

¶ The complainant declines/refuses to cooperate in OEOôs investigation. 

¶ The complaint is withdrawn. 

If OEO determines that it will not proceed with a formal complaint investigation 

under this Policy, OEO will send written notification explaining the reason(s) to the 

complainant. The notification will also include a statement informing the complainant 

that, within ten (10) calendar days of the notification, the complainant may seek to 

correct their complaint or otherwise satisfy the requirements of a formal complaint.  

OEO may elect to proceed under a different policy, if applicable.    

iii. Formal Investigation Process:  The significant steps of the formal investigation 

process include: 

(1) Submission of Formal Complaint: As detailed above, the complainant must 

provide OEO with a signed written complaint. 

(2) Intake Interview: At or soon after the time a complainant files a formal complaint, 

an OEO investigator will conduct an interview with the complainant.  The OEO 

investigator will explain the Policy, review the formal investigation process, and 

explore the details surrounding the complaint.  

(3) Preliminary Review:  The OEO investigator will conduct a preliminary review of 

the complaint. The 
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opportunity to identify potential witnesses. The investigator may also seek 

evidence from other sources. 

(7) Amending the Complaint: If, during the course of an investigation, the OEO 

investigator determines that more information is required to enable a meaningful 

investigation, the investigator may request the complainant to clarify or amplify 

allegations in the complaint.  Any additions or clar
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involved, and the chief administrative officer responsible for the area in which the 

respondent is involved or their designee (e.g., the Provost in a complaint filed 

against a faculty member; UHR and the senior vice presid

http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
https://www.hr.iastate.edu/careers/classification/merit-system-rules
https://www.policy.iastate.edu/policy/personnel-conduct-human-relations
https://www.grad-college.iastate.edu/handbook/chapter.php?id=9
https://www.grad-college.iastate.edu/handbook/chapter.php?id=9
https://www.policy.iastate.edu/policy/SDR
http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
https://www.hr.iastate.edu/careers/classification/merit-system-rules
https://www.policy.iastate.edu/policy/personnel-conduct-human-relations
https://www.grad-college.iastate.edu/handbook/chapter.php?id=9
https://www.grad-college.iastate.edu/handbook/chapter.php?id=9
https://www.policy.iastate.edu/policy/SDR
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v. Contractors, visitors, and third-parties may file an appeal in writing with OEO.  

OEO will then deliver the appeal for review and response to the Vice President for 

Diversity and Inclusion, or designee. 

Violations of this Policy may lead to discipline up to and including termination or 

separation from the University.  If the respondent is a unit or department, discipline may include 

changes to policies or processes, or other appropriate remedial actions.  If the respondent is a 

third-party, discipline may include the inability to contract or partner with the University, or 

other appropriate remedial actions.      

5. Respect for Privacy 

A. University’s Expectation to Respect Privacy 

i. ISU is committed to protecting the privacy of all individuals involved in the 

reporting, investigation, and/or adjudication of incidents of discrimination and 

harassment. ISU is also committed to providing assistance and resources to help 

all campus community members gain information about this Policy and make 

informed choices.  In all cases, the University will disclose the details of reports 

or complaints of potential violations of this Policy only with individuals who have 

a legitimate administrative or legal reason to be so informed, and records will not 

be disclosed outside the University unless required by policy, law, or legal 

subpoena. 

ii. Persons seeking general information or guidance about discrimination or 

harassment may be concerned about whether the information they share with 

another person will be kept private or confidential. Legal and policy obligations 

may require the university to take some action once it has knowledge of potential 

discrimination or harassment within its employment and/or educational programs 

and activities. Because of their positions of authority, certain University personnel 

including, central administrators, deans, directors, department chairs, supervisors, 

and managers are obligated to take action and notify the Office of Equal 

Opportunity (OEO) when they are aware of or otherwise receive reports of 

discrimination or harassment. In addition, Responsible Employees have an 

obligation to notify OEO when they receive notice of potential discrimination or 

harassment. Individuals should seek out a confidential resource if they wish to 

discuss a potential incident of discrimination or harassment without putting the 

University on official notice of the concern.  

B. Parties’ Expectation to Respect Privacy 
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i. Complainants, respondents, and all other participants in the complaint resolution 

process are expected to respect the privacy of the proceedings and circumstances 

giving rise to the complaint. Until resolution has been achieved, participants 

should be careful not to undermine or interfere with the investigation and/or 

engage in any conduct that may be interpreted as retaliatory in nature.  

ii. Dissemination of documents relating to complaints of discrimination and 

harassment and/or to the investigation of such complaints, other than as necessary 

to acquire support, counsel, or advice or pursue an appeal, grievance, or other 

legal or administrative proceeding, is prohibited. 

6. 

https://www.sdr.dso.iastate.edu/student/homepage.html
https://www.sdr.dso.iastate.edu/grievance
https://www.sdr.dso.iastate.edu/grievance/student-accommodation-grievance-appeal-process
http://www.hrs.iastate.edu/hrs/node/80
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https://www.eoc.iastate.edu/discrimination/religious
http://www.policy.iastate.edu/policy/SDR#4.2
https://www.grad-college.iastate.edu/handbook/
https://www.policy.iastate.edu/policy/relationships
http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
http://www.policy.iastate.edu/policy/violence/
http://www.policy.iastate.edu/policy/nonretaliation/
http://www.police.iastate.edu/clery
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¶ Reporting Responsibility - Violations 

o Explains the responsibility of students, employees, and visitors to report potential 

or suspected violations of policies, regulations, and laws 

o Overseen by the Office of University Counsel 

¶

http://www.policy.iastate.edu/policy/reporting/
http://www.provost.iastate.edu/faculty-and-staff-resources/faculty-handbook
http://www.hrs.iastate.edu/hrs/node/68
http://catalog.iastate.edu/academics/#academicgrievancesappealstext
https://www.legis.iowa.gov/docs/ACO/IAC/LINC/07-20-2005.Rule.681.9.1.pdf
http://www.policy.iastate.edu/policy/ps/ethics
http://www.policy.iastate.edu/policy/volunteers
http://www.policy.iastate.edu/policy/youthprograms

