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When we promote a culture of inclusion and respect at Johns 
Hopkins University—one where all can work and learn free 

from discrimination and harassment—everyone in our large,  
vibrant, and wonderfully diverse community benefits. 

The Office of Institutional Equity (OIE) leads the university’s efforts 
to create and support that environment of inclusion by addressing 
complaints about discrimination, harassment, sexual misconduct, 

and retaliation. We also engage in preven-
tion efforts, ensure compliance with affir-
mative action and equal opportunity laws, 
and serve as the central resource for those 
with disabilities and those who require 
religious accommodation. 

Transparency and accountability sur-
rounding the topic of discrimination and 
harassment remain of paramount impor-
tance to OIE and the university. In this, our 

second OIE annual report, we provide background and specific data 
on the university's response to reports of sexual misconduct and 
other forms of discrimination and harassment during calendar year 
2018. This year we are able to present the data at an even higher level 
of resolution because of enhancements we made to our data track-
ing after the release of the inaugural annual report. With this addi-
tional information, we are better able to capture the growing com-
plexity of the cases we investigate and provide a more detailed 
picture of OIE’s work and the work to be done in our community.  

In 2018, we continued to increase OIE staffing and resources, includ-
ing by creating two additional investigator positions and another 
position to assist with disability services support. We cleared a back-
log of pending cases and introduced new protocols that improve the 
speed and efficiency of our processes, all while maintaining the high 
quality of our work. The timeliness with which we investigate  



complaints and conclude cases is a key component of a strong climate. We 
are encouraged by the improvements we have been able to make in this 
area, which you will see reflected in particular in our results from the latter 
half of 2018.

Also in 2018, after a deliberative process that included soliciting university-
wide feedback, the university launched its Discrimination and Harassment 
Policy and Procedures. Overseen by OIE, the new document supports the 
university’s strong commitment to preventing and addressing discrimina-
tion and harassment. It also provides greater clarity around the complaint 
process and related timelines, confidentiality, and the protections and 
supports available to all parties.

During 2019, the university and OIE are continuing to engage our commu-
nity in prevention, support, and accountability efforts; identify ways to 
streamline OIE’s process while optimizing the quality of our work; make the 
OIE process as clear and transparent as possible; and enhance community 
member understanding and expectations regarding the OIE process. I 
encourage you to review the information here and to learn more about OIE 
at www.oie.jhu.edu/.

Sincerely,

Joy Gaslevic 
Interim Vice Provost for Institutional Equity
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1.	 Growth at OIE
In our 2017 annual report, we noted that the number of reports received by OIE had increased 
over the course of two years. That trend continued in 2018. We continue to attribute the 
growth in reports in part to greater knowledge of OIE’s role and services. In addition, we 
believe that ongoing university education and outreach efforts and increasing societal recogni-
tion of sexual misconduct and discrimination has encouraged reporting of such concerns. 

OIE also has continued to expand in response to the growing need for our services. We in-
creased our staff of equity compliance investigators from five to seven and added an assistant 
director of workplace accommodations. More information about our staff appears at the end 
of this report and at oie.jhu.edu.

Additional Data About Multi-Party Reports

As our volume has increased, we have continued to improve and expand our data tracking for 
all OIE reports. The majority of OIE reports involve one person’s allegations against another 
person (referred to as individual reports). Indeed, as shown in the first chart on page 6, individ-
ual reports made up nearly 88 percent of OIE’s 2017 reports (360 of 410) and more than 86  
percent of OIE’s 2018 reports (531 of 616). 

However, OIE also receives reports involving multiple people (referred to as multi-party re-
ports). For example, one person may simultaneously allege concerns about two or more indi-
viduals, or multiple people may together allege misconduct by the same person or people. In 
2017, when OIE received a complaint involving multiple people, we generally tracked it as one 
report.1 As seen in the first chart, OIE received 50 multi-party reports in 2017 and 85 in 2018.

In 2018, however, we noted that some of the multi-party reports we received were more  
complex than those of 2017. For example, a multi-party report may require more than one 
investigation with distinct outcomes and/or timelines with respect to the different individuals 
involved. As a result, we decided to take a finer-grain approach to tracking multi-party reports 
by separating them into their individual components in order to account for each person’s 
allegations against each other person. Thus, if Person A reported concerns about an incident 
involving Persons B and C, starting in 2018 we considered this two reports—Person A versus 
Person B, and Person A versus Person C—and we separately tracked the progress of each. To al-
low for apples-to-apples comparisons with 2017 data, OIE also went back and reviewed all 2017 
multi-party reports to extract this greater level of detail.  The result is shown in the second 
chart on page 6.

1. Consistent with FERPA and/or the Sexual Misconduct Policy and Procedures, OIE separated multi-party reports into multiple  
individualizeed reports/cases when they involved investigating student versus student sexual misconduct.
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2017                2018 

2017 v. 2018 Reports
(Multi-party reports grouped)

50

360

85

531

Total = 616 

Total = 410 

Growth  =  50.2% 

Multi-party reports grouped by date received

Individual reports

Number of Reports to the Office of Institutional Equity

A comparison of the two charts above shows that the 50 multi-party reports in 2017 separat-
ed into 142 individual components, while the 85 multi-party reports in 2018 separated into 
234 individual components. What the data show at both levels of detail—whether looking at 
multi-party reports by their whole or by their individual component parts—is growth of  
approximately 50 percent in OIE reports between 2017 and 2018.2 

Note that the more detailed 2017 data do not reflect more allegations in 2017 than previously 
reported. Rather, they provide more information about the number of individuals involved in 
the previously reported allegations, and thus the number of potential individual outcomes. 
We believe this greater level of granularity provides even more useful information about OIE’s 
work. Therefore, unless otherwise noted, OIE will be using this higher resolution data through-
out the remaining sections of this report.

2017                2018 

2017 v. 2018 Reports
(Multi-party reports split into individual components)

Total = 765 

Total = 502 

Growth  =  52.4% 

142

360

234

531

           Multi-party reports separated into individual components

Individual reports

2017 v. 2018 reports
(Multi-party reports

grouped)

2017 v. 2018 reports
(Multi-party reports separated  

into individual components)

2. For more detail on the types of multi-party reports received in 2017 and 2018, please see the Appendix.
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Growth Within All Types of OIE Reports
OIE’s growth in reports from the end of 2017 to the end of 2018 extended to reports of both sexual 
misconduct and protected-class discrimination or harassment.

	 3. In CY2018, there were 33 reports (4%) of sexual misconduct that involved a report of concurrent protected-class discrimination.  
In CY2017, there were 37 reports (7%) of sexual misconduct that involved a report of concurrent protected-class discrimination.

	 In order to best represent the number of reports to OIE, these cases are not additionally counted as “protected-class discrimination 
and harassment” reports in this table.

Growth in Reports to the Office of Institutional Equity
(Multi-party reports separated into individual components)

62

2017 2018

339

144

19

Sexual Misconduct3 Speci�ed Protected-Class
Discrimination/Harassment

No Protected Class

238

465

Sexual Misconduct includes sexual harassment, sexual assault, relationship   
violence, and stalking

Protected-Class Discrimination and Harassment includes discrimination and/or  
harassment in any university program or activity that is related to a person’s 
age, color, disability, ethnicity, gender identity or expression, immigration  
status, marital status, military status, national origin, race, religion, sexual 
orientation, veteran status, or other legally protected characteristic. Also  
includes nonsexual gender- and sex-based discrimination and pregnancy  
harassment and discrimination.

The Complainant is the reporting party. This refers to the alleged victim of  
sexual misconduct, whether reported by the alleged victim or a third party, or 
the alleged victim of other protected-class discrimination and harassment. 

The Respondent is the party about whom a report was made. This refers to the 
person alleged to have committed sexual misconduct or other protected-class  
discrimination and harassment.

OIE uses the following definitions in its work:





Report: Any information brought to OIE that may constitute an allegation of sexual mis-
conduct and/or protected class–based discrimination and harassment, including from a 
Complainant, a designated university Responsible Employee, or a third party. As set forth 
in Section 1, OIE now provides a higher level of detail about the reports it receives, count-
ing reports based on the number of individual outcomes that could result. For example, 
if Person A simultaneously raises allegations against both Persons B and C, this is con-
sidered two reports, as there will be an outcome for both Person A’s allegations against 
Person B, and Person A’s allegations against Person C.  

Case: A report becomes an OIE case when it is determined that (1) OIE has authority over 
the subject matter of the report and the respondent; (2) a complainant is engaged and 
requests some type of university response, or the information indicates that a response 
is needed even without their engagement; and (3) OIE has or is able to gather sufficient 
additional information. 

Assessment: OIE conducts an assessment of each case that moves forward from the 
report stage to determine the next steps. Some cases are closed in the assessment phase if 
they do not meet the criteria for a formal investigation and an informal resolution is not 
appropriate. See page 16 for an explanation of why a case may not proceed to an  
investigation.

Informal Resolution: If the complainant and respondent agree, certain cases may be 
resolved informally with OIE’s approval. Cases involving allegations of sexual assault are 
generally not suitable for informal resolution.

Formal Investigation: A case will typically proceed to a formal investigation when (1) it 
could constitute a violation of a policy under OIE authority; (2) a complainant is engaged 
and wishes to proceed with formal investigation (or, in rare cases, when OIE has a respon-
sibility to take further action even without the complainant’s agreement); and (3) OIE has 
sufficient information to proceed with an investigation. The investigation will determine 
whether there has been a violation of policy.

When tracking and sharing data, OIE uses the following definitions, which are reflected in the 
flow chart on page 10 and used throughout the rest of the report.

9
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4. The total number of cases closed in 2018 is 
discussed on page 18 and includes some 
cases that were reported prior to 2018.

5. These numbers do not include employees of the 
Applied Physics Lab.

6. For these 12 cases, the OIE process is complete, 
but closure is pending a decision by Human Resources,  
Student Affairs, or other departments.

Reports to 
OIE in 2018

765
(502 in 2017)

Cases

319
(190 in 2017)

Closed After
Assessment

63
Closed After 
Assessment

195
(75 in 2017)

Informal 
Resolution

19
(14 in 2017)

OIE Process 
Complete

12
(9 in 2017)

Formal 
Investigation

105
(101 in 2017)

OIE Process 
Ongoing

3
(26 in 2017)

Resolved

90
(66 in 2017)

3.	 Status of Reports Received in 2018 (as of June 1, 2019)4

As explained in Section 1, OIE now provides a higher level of detail about reports, separating 
all multi-party reports into their individual components and treating each component as its 
own individual report. This greater level of granularity is reflected in the numbers below for 
both 2017 and 2018, as well as in the remainder of this report.

Population served:
26,435 JHU students and

19,757 JHU employees5

     6
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A comparison of 2017 to 2018 shows significant growth in both reports brought to OIE (502 ver-
sus 765) and those that became cases (190 versus 319). Notably, in 2018 OIE closed 160 percent 
more reports after an assessment than we did in 2017 (195 compared to 75). This increase may 
have been due in part to OIE’s focus on streamlining its process whenever possible, including—
when appropriate—utilizing the assessment process when an investigation was not necessary.  

Even with the growth in reports and cases received in 2018, OIE increased the number of  
formal investigations we resolved while reducing the number that remained in the OIE process.

Formal Investigations Stemming from Reports
Received — 2017 v. 2018

90

2017 2018

12
3

26

9

66

OIE Process Ongoing OIE Process Complete Resolved

Formal Investigations Stemming From Reports
Received — 2017 v. 20187

3a.	Status of Reports Received in 2018
This section provides data on the number and type of reports OIE received in calendar year 
2018 (n = 765), and the university affiliation of those involved in the reports.8  If a report includ-
ed allegations of both sexual misconduct and protected-class discrimination or harassment, it 
has been counted as a sexual misconduct report unless otherwise stated.

0

100

200

300

400

500

2016

154

273

68 19 20

241

410

117

Sexual Misconduct 1

Sexual 
Harassment

Sexual
Assualt

Stalking

Multiple 
Forms

of Sexual
Misconduct

Domestic
Violence/

Dating 
Violence

Sexual
Misconduct

and 
Protected

Class

Retaliation

Specified
Protected-Class
Discrimination &

Harassment

No Protected Class

No Protected Class
8%

Sexual Misconduct
56%

Sexual Misconduct
and Protected-Class

4%

Protected-Class
31%

Total Reports

Growth in Reports to the O�ce of Institutional Equity

Categories of Misconduct Reported in 2018

Types of Sexual Misconduct Reported in 2017

2017 2016 2017 2016 2017 2016 2017

765

0

5%

10%

15%

20%

25%

30%

35%

40%

37%

34%

10%

7% 6% 5% .4%

Categories of Misconduct Reported in 2018

7. The data shown for 2017 include reports that were received in 2017 and became formal investigations, and indicates their status in the OIE process as of 
June 1, 2018.  The data shown for 2018 include reports that were received in 2018 and became formal investigations, and indicates their status in the OIE 
process as of June 1, 2019.

8. Due to rounding, percentages may not sum to 100% in charts and tables throughout this document.
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Thirty-eight reports of sexual misconduct (8 percent) involved claims of more than one type of 
sexual misconduct by the same respondent:

•	 27 included a report of sexual harassment
•	 18 included a report of stalking

Thirty-three sexual misconduct reports (7 percent) included both sexual and protected-class  
discrimination and harassment:

•	 18 included a report of race-based discrimination/harassment
•	 11 included a report of gender/gender expression/sex-based discrimination/ 
	 harassment
•	 5 included a report of national origin–based discrimination/harassment

Informal
resolution

3%

Did not
become cases

58%

49%
Sexual

Harassment

19%
Sexual
Assault

8%
Multiple
Forms of

Sexual Misconduct

7%
Sexual Misconduct

and Other Protected
Class

6%
Retaliation

6%
Stalking

5%
Domestic Violence/

Dating Violence

Types of Sexual Misconduct Reported in 2018 (n = 465)
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Eighty-six reports of protected-class discrimination and harassment (36 percent) involved  
multiple protected categories:

•	 49 included a report of race-based discrimination/harassment
•	 35 included a report of gender/sex–based discrimination/harassment
•	 20 included a report of retaliation
•	 19 included a report of disability-based discrimination/harassment
•	 16 included a report of age-based discrimination/harassment

Types of Protected-Class Discrimination and Harassment Reported in 2018 (n = 238)

Informal
resolution

3%

Did not
become cases

58%

11%
Disability

13%
Gender/Sex

Age = 1%
Color or Sexual

Orientation = 1%3%
Pregnancy

36%
Multiple Protected

Classes

24%
Race

5%
Religion

Race, Gender/Sex = 2%
Retaliation = 2%

National Origin = 2%
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2018 Sexual Misconduct Reports (n = 465): Affiliation of Parties
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	 Respondent Affiliation

	 Student	 Staff	 Faculty	 Multiple	 Non-Affiliate/
	 Respondent	 Respondent	 Respondent	 Affiliations	 Unknown
				    Respondent	 Respondent

Student	 114	 34	 36	 2	 80
Complainant

Staff	 6	 68	 15	 3	 27
Complainant

Faculty	
0	 3	 6	 3	 4Complainant

Multiple
Affiliations		  1	 4	 0	 0	 1
Complainant

Non-Affiliate/
Unknown		  11	 20	 7	 2	 18
Complainant

2018 Protected-Class Discrimination/Harassment Reports (n = 238): Affiliation of Parties
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	 Respondent Affiliation

	 Student	 Staff	 Faculty	 Multiple	 Non-Affiliate/
	 Respondent	 Respondent	 Respondent	 Affiliations	 Unknown
				    Respondent	 Respondent

Student	 16	 35	 40	 2	 8
Complainant

Staff	 0	 76	 9	 0	 6
Complainant

Faculty	
0	 2	 14	 0	 4Complainant

Multiple
Affiliations		  1	 0	 0	 1	 0
Complainant

Non-Affiliate/
Unknown		  1	 14	 1	 1	 7
Complainant
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3b.	 Resolution of Reports Received in 2018
When OIE receives a report of sexual misconduct and/or other protected-class discrimination 
or harassment, staff members reach out to the person making the complaint—whether they are 
directly involved or reporting for someone else—to provide information about the complaint 
process, obtain additional details, offer resources and support, and discuss options, including 
interim measures available to help all individuals feel safe and supported while OIE reviews the 
matter. 

Some reports do not proceed for a number of reasons noted below. Even when a report does not 
proceed, OIE preserves the records of that report. When a complainant is known, we continue 
to offer resources and support. Reports that do not proceed generally may be reopened at any 
time based on new information and/or a request by the complainant for further assessment. 

If a report proceeds, it becomes a case and is assessed by appropriate OIE staff members,  
who may interview witnesses and review evidence. A formal investigation typically will proceed 
if it is determined that the reported allegations could violate university policy under OIE  
authority, OIE has sufficient information to proceed with an investigation, and the com-
plainant is engaged and desires a formal investigation (or, in rare situations, where OIE has a 
responsibility to investigate even without the complainant’s agreement). If the reported allega-
tions do not meet these criteria, the case is closed.

0
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154

273

68 19 20

241

410

117

Sexual Misconduct 1

Sexual 
Harassment
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Assualt
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Multiple 
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Misconduct

Domestic
Violence/

Dating 
Violence

Sexual
Misconduct

and 
Protected

Class

Retaliation

Specified
Protected-Class
Discrimination &
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No Protected Class

Informal
resolution

3%

Did not
become cases

58%

Open investigations
2%

Closed after 
assessment or 

formal investigation
37%

Total Reports

Growth in Reports to the O�ce of Institutional Equity

Categories of Misconduct Reported in 2018

Types of Sexual Misconduct Reported in 2017

2017 2016 2017 2016 2017 2016 2017
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0
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10%
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20%
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30%

35%

40%

37%

34%

10%

7% 6% 5% .4%

Resolution of Reports Received in 2018
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Of the 765 reports received by OIE, 446 (58 percent) did not become cases. The average time it 
took OIE to resolve these 446 reports was 29 days, and the median was 17 days.

As shown above, there are two primary reasons why a report did not become a case. One is 
that the complainant did not want to move forward (29 percent). This means that the com-
plainant indicated to OIE that they did not want to move forward with any OIE process; that 
OIE considered this request in light of the known circumstances; and OIE granted the request 
consistent with the wishes of the complainant. The second is that the complainant did not 
engage (27 percent). This means that OIE contacted the complainant to follow up on a report-
ed concern but, after multiple OIE communications, the complainant either never responded 
at all or at some point ceased to respond. Even when a complainant did not engage, OIE still 
provides information about the services it offers and other resources. In addition, OIE makes 
clear that the complainant can come back to OIE at a later point if they wish.

Notably, 272 of these 446 reports (61 percent) came to OIE from a Responsible Employee10 
rather than directly from the complainant reporting to OIE. In such situations, when OIE 
reached out to the complainants to follow up on the Responsible Employee report, almost 40 
percent of the complainants declined to move forward or chose not to engage with OIE at all, 
perhaps because they did not intend for, or expect, OIE to become involved. However, more 
than one-third of Responsible Employee reports in 2018 became cases, resulting in an OIE 
assessment, an investigation, or an informal resolution.

9. For 54 of the 446 reports that did not become cases, more than one of the situations applied. OIE categorized such reports under the primary 
reason they did not become a case.
  
10. A Responsible Employee is an employee of the university who is required to inform OIE if they learn information or allegations about sexual  
misconduct, protected-class discrimination or harassment, or retaliation. Responsible  Employees include faculty, coaches, resident advisers,  
human resources personnel, supervisory employees, and  others designated by university policy. See https://sexualassault.jhu.edu/policies-laws/.

Reports That Did Not Become Cases, Reported in 20189 (n = 446)

Complainant did not want to move forward	 131	 29%

Complainant did not engage	 119	 27%

OIE referred the matter to another department	 76	 17%

OIE did not have enough information to move forward	 66	 15%

JHU had no authority over the Respondent	 28	 6%

No protected class	 24	 5%

Other	 2	 0%

Total Reports That Did Not Become Cases	 446	  100%
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3c.	Cases Addressed by OIE From Reports Received in 2018
Of the 765 reports OIE received in 2018, 319 became cases that moved on to assessment, 
informal resolution, or formal investigation. Of those, 181 were related to sexual misconduct 
and 138 were related to protected-class discrimination and/or harassment.

At the end of its assessment or investigation of a case, OIE prepares an assessment summary 
or investigative report. After a formal investigation, OIE’s final report provides either a finding 
on whether there has been a violation of university policy (in cases of protected-class discrimi-
nation or harassment) or a recommendation of such a finding (in cases of sexual misconduct). 
Depending on whether the respondent is a student, member of the faculty, or staff member, 
OIE provides its report to a three-person resolution panel organized by Student Affairs (for stu-
dents), the respondent’s academic division (for faculty), or the respondent’s management and 
Human Resources (for staff). OIE also provides a recommendation for action, if needed. The 
relevant entity then reviews and makes any decision on sanctions or other responsive actions. 
Even where OIE does not find a policy violation, the office may recommend a particular action, 
for example, training for an individual or group.

Resolution of Reports Received From Responsible Employees in 2018 (n = 415)

272 Responsible
Employee Reports
(65.5%) Were
Closed Without
Becoming Cases

143 Responsible
Employee Reports
(34.5%) Became
Cases

	 Closed after assessment or formal investigation	   130	 31%

	 Informal resolution	   11	 3%

	 Open investigations (both with OIE and 
	 external decision maker)	   2	 0.5%

	 Complainant did not engage	   85	 20%

	 Complainant did not want to move forward	   80	 19%

	 OIE did not have enough information to move forward	   41	 10%

	 OIE referred to other department 	   33	 8%

	 JHU did not have authority over respondent	   20	 5%

	 No protected class	   11	 3%

	 Other	   2	 0.5%

Total Responsible Employee Reports	 415	 100%
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Nineteen cases of sexual misconduct (10 percent) involved claims of more than one type of 
sexual misconduct by the same respondent:

•	 15 included a complaint of sexual harassment
•	 8 included a complaint of stalking
•	 5 included a complaint of dating/domestic violence

Thirteen sexual misconduct cases (7 percent) included both sexual and protected-class  
discrimination and harassment: 

•	 7 included a report of race-based discrimination/harassment
•	 5 included a report of gender/gender expression discrimination/harassment

Types of Cases Related to Sexual Misconduct in 2018 (n = 181)

51%
Sexual

Harassment

14%
Retaliation

13%
Sexual
Assault

10%
Multiple Forms of

Sexual Misconduct

4%
Stalking

1%
Domestic Violence/

Dating Violence
7%

Sexual Misconduct
and Protected

Class
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Types of Cases Related to Protected-Class 
Discrimination and Harassment in 2018 (n = 138)

Informal
resolution

3%

Did not
become cases

58%

48%
Multiple Protected

Classes

26%
Race

7%
Disability

11%
Gender/Sex

2%
Age

Pregnancy = 1%
Race, Gender/Sex = 1%

Retaliation = 1%
Religion = 1%

National Origin = 1%
Sexual Orientation = 1%

Sixty-six cases of protected-class discrimination and harassment (48 percent) involved claims 
of discrimination/harassment based on more than one protected class:

	•	 37 included a report of race-based discrimination/harassment
	•	 19 included a report of national origin–based discrimination/harassment
	•	 24 included a report of gender/sex-based discrimination/harassment
	•	 13 included a report of age-based discrimination/harassment
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2018 Sexual Misconduct Cases (n = 181): Affiliation of Parties
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	 Respondent Affiliation

	 Student	 Staff	 Faculty	 Multiple	 Non-Affiliate/
	 Respondent	 Respondent	 Respondent	 Affiliations	 Unknown
				    Respondent	 Respondent

Student	 45	 12	 20	 1	 12
Complainant

Staff	 6	 34	 12	 2	 12
Complainant

Faculty	
0	 2	 5	 1	 1Complainant

Multiple
Affiliations		  0	 1	 0	 0	 0
Complainant

Non-Affiliate/
Unknown		  3	 7	 4	 1	 0
Complainant

2018 Protected-Class Discrimination/Harassment Cases (n = 138): Affiliation of Parties

Co
m
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on

	 Respondent Affiliation

	 Student	 Staff	 Faculty	 Multiple	 Non-Affiliate/
	 Respondent	 Respondent	 Respondent	 Affiliations	 Unknown
				    Respondent	 Respondent

Student	 8	 19	 26	 1	 1
Complainant

Staff	 0	 52	 8	 0	 3
Complainant

Faculty	
0	 2	 7	 0	 1Complainant

Multiple
Affiliations		  1	 0	 0	 1	 0
Complainant

Non-Affiliate/
Unknown		  0	 6	 1	 0	 1
Complainant
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4.	 Outcomes of Cases Closed in 2018
During 2018, OIE closed 299 cases of sexual misconduct and protected-class discrimination/
harassment following an assessment, an informal resolution, or a formal investigation—104 
more cases than it closed in 2017. The total included 171 cases (57 percent) related to sexual 
misconduct and 128 cases (43 percent) related to protected-class discrimination and harass-
ment. Of these 299 cases, 84 were received prior to 2018 and continued into 2018.

Informal Resolution

Formal Investigation
Policy Violation

Assessment

Formal Investigation
No Policy Violation

96 17149
51%

13
14%

11
11%

23
24%

2017                                                                                    2018  

23
13%

22
13%

114
67%

12
7%

Outcomes of Sexual Misconduct Cases Closed in 2017 v. 2018

Formal Investigation
Policy Violation

Formal Investigation
No Policy Violation

34 45
68%

32%

49%

51%

2017                                                                                       2018  

Outcomes of Sexual Misconduct 
Formal Investigations Closed in 2017 v. 2018
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Outcomes of Protected-Class Discrimination and  
Harassment Cases Closed in 2017 v. 2018

Informal Resolution

Formal Investigation
Policy Violation

Assessment

Formal Investigation
No Policy Violation

99 128

1
1%

28
28%

9
9%

61
62%

2017                                                                                    2018  

3
2%

56
44%

65
51%

4
3%

Outcomes of Protected-Class Discrimination and  
Harassment Formal Investigations Closed in 2017 v. 2018

Formal Investigation
Policy Violation

Formal Investigation
No Policy Violation

70 69

87%

13%

94%

6%

2017                                                                                       2018  


