
 
 
 
 
 

Mandatory Sexual Harassment/Discrimination Prevention Training Notice  
For Student, Faculty, Staff Employees  and Volunteers  

 
As an employee of the Nevada System of Higher Education, Nevada 
Administrative Code 284.496 (1.) (2.) requires that you attend a mandatory 
Sexual Harassment/Discrimination Prevention Training within six months  of 
your initial appointment into state service.   This mandatory training is  
provided by NSHE campus Human Resources and Equal Opportunity Offices.   
Please consult with your institution about training availability.  
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A. NSHE Non-Discrimination Policy 

1. Policy Applicability and Sanctions. 

The Nevada System of Higher Education (NSHE) is committed to providing a place of work and 
learning free of discrimination on the basis of a person's age, disability, whether actual or 
perceived by others (including service-connected disabilities), gender (including pregnancy 
related condition), military status or military obligations, sexual orientation, gender identity or 
expression, genetic information, national origin, race, or religion. Where discrimination is found 
to have occurred, the NSHE will act to stop the discrimination, to prevent its recurrence, to 
remedy its effects, and to discipline those responsible. 

No employee or student, either in the workplace or in the academic environment, should be 
subject to discrimination. 

It is expected that students, faculty and staff will treat one another and campus visitors with 
respect. 

2. Policy Applicability and Sanctions. 

All students, faculty, staff, and other members of the campus community are subject to this 
policy. Students, faculty, or staff who violate this policy are subject to discipline up to and 
including termination and/or expulsion, in accordance with the NSHE Code (or in the case of 
students, any applicable student code of conduct) or, in the case of classified employees, the 
Nevada Administrative Code. Other lesser sanctions may be imposed, depending on the 
circumstances. Complaints may also be filed against visitors, consultants, independent 
contractors, service providers and outside vendors whose conduct violates this policy, with a 
possible sanction of limiting access to institution facilities and other measures to protect the 
campus community. 

3. Training. 

All employees shall be given a copy of this policy and each institution's Human Resources 
Office shall maintain documentation that each employee received the policy. New employees 
shall be given a copy of this policy at the time of hire and each institution's Human Resources 
Office shall maintain documentation that each new employee received the policy. 

• Each institution shall provide this policy to its students at least annually and may do so 
electronically. 

• Each institution shall include this policy and complaint procedure on its website and in its 
general catalog. 

• Each institution shall have an on-going non-discrimination training program and shall designate 
a person or office to be responsible for such training. 

 





B. Policy Against Sexual Harassment 

1. Sexual Harassment is Illegal Under Federal and State Law. 

The Nevada System of Higher Education (NSHE) is committed to providing a place of work and 
learning free of sexual harassment, including sexual violence. Where sexual harassment is found 
to have occurred, the NSHE will act to stop the harassment, to prevent its recurrence, to remedy 
its effects, and to discipline those responsible in accordance with the NSHE Code or, in the case 
of classified employees, the Nevada Administrative Code. Sexual harassment, including sexual 
violence, is a form of discrimination; it is illegal. 

No employee or student, either in the workplace or in the academic environment, should be 
subject to unwelcome verbal or physical conduct that is sexual in nature. Sexual harassment does 
not refer to occasional compliments of a socially acceptable nature. It refers to behavior of a 
sexual nature that is not welcome, that is personally offensive, and that interferes with 
performance. 

It is expected that students, faculty and staff will treat one another with respect. 

2. Policy Applicability and Sanctions 

All students, faculty, staff, and other members of the campus community are subject to this 
policy. Individuals who violate this policy are subject to discipline up to and including 
termination and/or expulsion, in accordance with the NSHE Code (or applicable Student Code of 
Conduct) or, in the case of classified employees, the Nevada Administrative Code. Other, lesser 
sanctions may be imposed, depending on the circumstances. 

3. Training. 

All employees shall be given a copy of this policy and each institution's Human Resources 
Office shall maintain documentation that each employee received the policy. New employees 
shall be given a copy of this policy at the time of hire and each institution's Human Resources 
Office shall maintain a record that each new employee received the policy. 

• Each institution shall provide this policy to its students at least annually and may do so 
electronically. 

• Each institution shall include this policy and complaint procedure on its website and in its 
general catalog. 

• Each institution shall have an on-going sexual harassment training program for employees. 

4. Sexual Harassment Practices. 

Under this policy, unwelcome sexual advances, requests for sexual favors, and other visual, 
verbal or physical conduct of a sexual or gender bias nature, constitute sexual harassment when: 







Complaints of discrimination or sexual harassment should be filed as soon as possible with the 
supervisor, department chair, dean, or one of the administrators listed above and/or designated by 
the president to receive complaints of alleged sexual harassment or discrimination. 

1. Employees. 
1. An employee who believes that he or she has been subjected to discrimination or sexual 

harassment by anyone is encouraged-but it is neither necessary nor required, 
particularly if it may be confrontational-to promptly tell the person that the conduct is 
unwelcome and ask the person to stop the conduct. An employee is not required to do 
this before filing a complaint. A person who receives such a request must immediately 
comply with it and must not retaliate against the employee. 

2. The employee may file a discrimination or sexual harassment complaint with his or her 
immediate supervisor, who will in turn immediately contact one of the officials listed 
above. 

3. If the employee feels uncomfortable about discussing the incident with the immediate 
supervisor, the employee should feel free to bypass the supervisor and file a complaint 
with one of the other listed officials or with any other supervisor. 

4. After receiving any employee's complaint of an incident of alleged discrimination or 
sexual harassment, 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 
that supervisor. 

2. Students. 
1. a. A student who believes that he or she has been subjected to discrimination or sexual 

harassment by anyone is encouraged-but it is neither necessary nor required 
particularly if it may be confrontational-to promptly tell the person that the conduct is 
unwelcome and ask the person to stop the conduct. A student is not required to do this 
before filing a complaint. A person who receives such a request must immediately 
comply with it and must not retaliate against the student. 

2. b. The student may file a complaint with his or her major department chair or director of 
an administrative unit, who will in turn immediately contact one of the officials listed 
above. 

3. c. If the student feels uncomfortable about discussing the incident with the department 
chair or director of an administrative unit, the student should feel free to bypass the 
person and file a complaint with one of the above officials or to any chair, dean, or 
director of an administrative unit who will in turn immediately contact one of the 
officials 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 that person. 

3. Non-Employees and Non-Students 

Individuals who are neither NSHE employees nor NSHE students and who believe they have 
been subjected to discrimination or sexual harassment by a NSHE employee during the 
employee's work hours or by a NSHE student on campus or at a NSHE-sponsored event may 
utilize any of the complaint processes set forth above in this section. 



4. Investigation and Resolution. 

1. After receiving a complaint of the incident or behavior, the Primary Officer, or designee, will 
initiate an investigation to gather information about the incident. If the Primary Officer is unable 
to initiate an investigation, due to a conflict or for any other reason, the President shall 
designate another individual to act as Primary Officer for the matter. Each institution may set 



imposed on the student who was found to have engaged in harassment when the sanction 
directly relates to the harassed student. 

5. Prompt Attention. 

Complaints of discrimination or sexual harassment are taken seriously and will be dealt with 
promptly, thoroughly, impartially, and equitably. Where discrimination is found to have 
occurred, the NSHE institution or unit where it occurred will act to stop the discrimination or 
sexual harassment, to prevent its recurrence, to remedy its effects, if any, and to discipline those 
responsible. 

6. Confidentiality. 

The NSHE recognizes that confidentiality is important. However, confidentiality cannot be 
guaranteed. The administrators, faculty or staff responsible for implementing this policy will 
respect the privacy of individuals reporting or accused of discrimination or sexual harassment to 
the extent reasonably possible and will maintain confidentiality to the extent possible. Examples 
of situations where confidentiality cannot be maintained include, but are not limited to, necessary 
disclosures during an investigation, circumstances where the NSHE is required by law to 
disclose information (such as in response to legal process), or when an individual is in harm's 
way. 

7. Retaliation 

Retaliation against an individual who in good faith complains of alleged discrimination or sexual 
harassment or provides information in an investigation about behavior that may violate this 
policy is against the law, will not be tolerated, and may be grounds for discipline. Retaliation in 
violation of this policy may result in discipline up to and including termination and/or expulsion. 
Any emp





• Refraining from participation in, or encouragement of actions that could be perceived as 
discrimination or harassment (verbal or otherwise); 

• 


