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also applies to posts on any social media site and/or electronic device, personal or business, that 
adversely affects the work environment defined by the State Policy.  
  
This policy also applies to third party harassment. Third party harassment is unwelcome behavior 
involving any of the protected categories referred to in (a) above that is not directed at an individual 
but exists in the workplace and interferes with an individual’s ability to do his/her or their job. 
Third party harassment based upon any of the aforementioned protected categories is prohibited 
by this policy.  
  
II.  PROHIBITED CONDUCT  
  
a.  Defined  
  
It is a violation of this policy to engage in any employment practice or procedure that treats an 
individual less favorably based upon any of the protected categories referred to in (a) above. This 
policy pertains to all employment practices such as recruitment, selection, hiring, training, 
promotion, transfer, assignment, layoff, return from layoff, termination, demotion, discipline, 
compensation, fringe benefits, working conditions and career development.  
  
It is a violation of this policy to use derogatory or demeaning references regarding a person's race, 
gender, age, religion, disability, affectional or sexual orientation, ethnic background, or any other 
protected category set forth in (a) above. A violation of this policy can occur even if there was no 
intent on the part of an individual to harass or demean another.  
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 Using derogatory references with regard to any of the protected categories in any 

communication;  
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 Visual contact, such as leering or staring at another's body; gesturing; displaying sexually 

suggestive objects, cartoons, posters, magazines, or pictures of scantily-clad individuals; 
or displaying sexually suggestive material on a bulletin board, on a locker room wall, or 
on a screen saver;  

  
 Explicit or implicit suggestions of sex by a supervisor or manager in return for a favorable 

employment action such as hiring, compensation, promotion, or retention;  
  

 Suggesting or implying that failure to accept a request for a date or sex would result in an 
adverse employment consequence with respect to any employment practice such as 
performance evaluation, or promotional opportunity; or  

  
 Continuing to engage in certain behaviors of a sexual nature after an objection has been 

raised by the target of such inappropriate behavior.  
  
III. EMPLOYEE RESPONSIBILITIES  
  
Any employee who believes that she/he or they have been subjected to any form of prohibited 
discrimination/harassment, or who witnesses others being subjected to such discrimination/ 
harassment, should promptly report the incident(s) to a supervisor or directly to New Jersey City 
University’s Director of Equal Employment Opportunity/Affirmative Action (EEO/AA) or to any 
other persons designated by New Jersey City University to receive workplace discrimination 
complaints.  A person who wishes to take action about prohibited sexual contact can file a criminal 
complaint with law enforcement 
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shall request that all persons interviewed, including witnesses, not discuss any aspect of the 
investigation with others, unless there is a legitimate business reason to disclose such information.  
  
X. ADMINISTRATIVE AND/OR DISCIPLINARY ACTION  
  
Any employee found to have violated any portion or portions of this policy may be subject to 
appropriate administrative and/or disciplinary action which may include, but which shall not be 
limited to: referral for training, referral for counseling, written or verbal reprimand, suspension, 
reassignment, demotion or termination of employment. Referral to another appropriate authority 
for review for possible violation of State and Federal statutes may also be appropriate.  
  
XI. TRAINING  
  
New Jersey City University shall provide all new employees with training on the policy and 
procedures set forth in this section within a reasonable period of time after each new employee’s 
appointment date.  Refresher training shall be provided to all employees, including supervisors, 
within a reasonable period of time.  New Jersey City University shall also provide supervisors with 
training on a regular basis regarding their obligations and duties under the policy and regarding 
procedures set forth in this section.  
  
State employees responsible for managing and investigating complaints of harassment or 
discrimination, in consultation with the Division of EEO/AA and another organization with 
expertise in response to and prevention of sexual violence, such as the Department of Law and 
Public Safety and the New Jersey Coalition Against Sexual Assault, shall receive additional 
training.  Each State employee who receives such additional training shall complete a refresher 
course every three years.   
  
Issued: December 16, 1999  
Revised: June 3, 2005  
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