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The Chancellor and each President shall designate an administrator to serve as the Title IX
Coordinator, whose duties shall include overseeing all Title IX complaints and identifying
and addressing any patterns or systemic problems that arise during the review of such
complaints.

Inquiries concerning the application of Title IX may be referred to each member
institution's Title IX Coordinator or the O�ce of Civil Rights of the United States
Department of E�





Determining what constitutes discrimination under this policy will be accomplished on a
case by case basis and depends upon the speci�c facts and the context in which the
conduct occurs. Some conduct may be inappropriate, unprofessional, and/or subject to
disciplinary action, but would not fall under the de�nition of discrimination. The speci�c
action taken, if any, in a particular instance depends on the nature and gravity of the conduct
reported, and may include non-discrimination related disciplinary processes as stated above.
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Sexual harassment may take many forms — subtle and indirect, or blatant and overt. For
example,
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a dismissal;

a transfer;

frequent changes in working hours or workdays;

an unfair grade;

an unfavorable reference letter;

denial of campus services;

denial of educational opportunities or programs
a. Employees

I. An employee who believes that he or she has been subjected to retaliation may
�le a retaliation complaint with his or her immediate supervisor, who will in
turnimmediately contact one of the o�cials listed above.

II. If the employee feels uncomfortable about discussing the alleged retaliation with
the immediate supervisor, the employee should feel free to bypass the supervisor
and �le a complaint with one of the other listed o�cials or with any
othersupervisor.

III. After receiving any employee’s complaint of an incident of alleged retaliation, the
supervisor will immediately contact any of the individuals listed above to forward
the complaint, to discuss it and/or to report the action taken. The supervisor has
a responsibility to act even if the individuals involved do not report to
thatsupervisor.

b. Students
i. A student who believes that he or she has been subjected to retaliation may �le a

retaliation complaint with his or her major department chair or director of an
administrative unit, who will in turn immediately contact one of the o�cials listed
above.

ii. If the student feels uncomfortable about discussing the alleged retaliation with
the department chair or director of an administrative unit, the student should feel
free to bypass the person and �le a complaint with one of the above o�cials or to
any chair, dean, or director of an administrative unit who will in turn immediately
contact one of the o�cials listed above to forward the complaint, to discuss it
and/or to report the action taken. The chair, dean or director of an administrative
unit has a responsibility to act even if the individuals involved do not report to
thatperson.

iii. Students who believe that he or she has been subjected to retaliation by the
Institution, or any of its o�cials, may also �le a complaint with the U.S.
Department of Education’s O�ce for Civil Rights regarding an alleged violation of



Title IX by visiting the U.S. Department of Education’s website or calling (800)421-
3481.

iv. Complaints of retaliation under Title IX must be immediately provided to the Title
IX Coordinator.

�. Gbmtf!Sfqpsut
a. Because discrimination and sexual harassment frequently involve interactions between

persons that are not witnessed by others, reports of discrimination or sexual
harassment cannot always be substantiated by additional evidence. Lack of
corroborating evidence or "proof" should not discourage individuals from reporting
discrimination or sexual harassment under this policy. However, individuals who make
reports that are later found to have been intentionally false or made maliciously without
regard for truth, may be subject to disciplinary action under the applicable University
and Board of Regents disciplinary procedures. This provision does not apply to reports
made in good faith, even if the facts alleged in the report cannot be substantiated by
subsequent investigation.

9. Tvqfswjtpst(!Sftqpotjcjmjujft
a. Every supervisor has responsibility to take reasonable steps intended to prevent acts of

discrimination or sexual harassment, which include, but are not limited to:

Monitoring the work and school environment for signs that discrimination or
harassment may be occurring;

Refraining from pary
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a. The NSHE is committed to the principles of free inquiry and free expression. Vigorous
discussion and debate are fundamental rights and this policy is not intended to sti�e
teaching methods or freedom of expression. Discrimination or sexual harassment,
however, is neither legally protected expression nor the proper exercise of academic
freedom; it compromises the integrity of institutions, the tradition of intellectual
freedom and the trust placed in the institutions by their members.


