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V. Definitions 

 
A. This policy incorporates by reference all other definitions contained in the University’s Title 

IX Policy. 
 

B. In addition to these definitions, the following definitions are included under the purview of 
this policy: 

 
1. Responsible Employee - means an employee who has the authority to take 

action to redress sexual harassment or provide supportive measures to students, or 
who has the duty to report sexual harassment to an appropriate school official who 
has that authority. Responsible Employee includes but is not limited to any of the 









 
 

B. Evidentiary Standard – A





 
D. The University does not require as a condition of enrollment or continuing enrollment, or 

employment or continuing employment, or enjoyment of any other right, waiver of the right to 
an investigation and adjudication of Formal Complaints of sexual harassment under this 
policy. The University shall not require the parties to participate in an informal resolution 
process. 

 
X. Procedural Steps for Investigation of Complaints 

 
A. Notice of Investigation - The University’s Title IX Coordinator initiates the investigation 

process by providing written notification to both parties that  is conducting a formal 
investigation into the complaint (a Formal Complaint, as defined in the Title IX Policy is not 
required). This written notification shall contain the following: 

1. This policy; 
2. Notice of the allegations of prohibited conduct as defined in this policy, including 

sufficient details known at the time and with sufficient time to prepare a response 
before any initial interview. Sufficient details include the identities of the parties 
involved in the incident, if known, the conduct allegedly constituting sexual 
harassment under this policy, and the date and location of the alleged incident, if 
known; 

3. Identification of the alleged institutional policy violations under review; 
4. A statement that the Respondent is presumed not responsible for the alleged 

conduct and that a determination regarding responsibility is made at the conclusion 
of the grievance process; 

5. Notification to the parties that they may have an advisor of their choice, who may 
be, but is not required to be, an attorney; 

6. Notice to the parties regarding appropriate counseling resources developed and 
maintained by the University for parties in misconduct matters involving sexual 
harassment; 

7. Notification to the parties that they may inspect and review evidence, as set forth 
in this policy; and 

8. A statement (or reference to any provision in the University’s code of conduct) 
that the University prohibits knowingly making false statements or knowingly 
submitting false information during the grievance process. 
 

B. Consolidation of Related Complaints - Where multiple complaints arise out of the same 
set of factual allegations or where multiple policies may be implicated by the same set of 
factual allegations, the University 



 
 
E. When investigating a complaint, the University shall, within 30 days of notifying the parties of 

the investigation, unless unusual or complex circumstances exist: 
 

1. Engage in fact-gathering of all relevant facts. Credibility resolutions and fact-
finding shall be conducted in the live hearing phase of the grievance process; 

2. Provide both parties an equal opportunity to inspect and review any evidence 
obtained as part of the investigation that is directly related to the allegations raised in 
the complaint, including the evidence upon which the University does not intend to 
rely in reaching a determination regarding responsibility and inculpatory or 
exculpatory evidence whether obtained from a party or other source, so that each 
party can meaningfully respond to the evidence prior to conclusion of the 
investigation; 

3. Prior to completion of the investigative report, send to each party and the party’s 
advisor, if any, the evidence subject to inspection and review in an electronic format 
or a hard copy, and the parties must have at least ten (10) days to submit a written 
response, which the investigator will consider prior to completion of the investigative 
report; 

4. Make all such evidence subject to the parties’ inspection and review available at 
any hearing to give each party equal opportunity to refer to such evidence during the 
hearing, including for purposes of cross-examination; and 

5. Create an investigative report that fairly summarizes relevant evidence.



 
whether to select an alternate upon a challenge from a party. If using a Review Panel, the 
Title IX Coordinator will appoint a member of the Review Panel to be Chair of the Review 
Panel. 





 
Within ten (10) days receiving the written determination, either party may appeal from a 
determination of responsibility, and from the University’s dismissal of a complaint or any 
allegations therein, on the following grounds: 

1. Procedural irregularity that affected the outcome of the matter; 
2. New evidence that was not reasonably available at the time the determination 

regarding responsibility or dismissal was made that could affect the outcome of the 
matter; and 

3. The Title IX Coordinator, investigator(s), and/or decision-makers had a conflict of 
interest or bias for or against complainants or respondents generally or the individual 
complainant or respondent that affected the outcome of the matter. 

 
The appeal must be made in writing and sent to the Title IX Coordinator. 
 
B. Response to Appeals 
 
As to all appeals, the Title IX Coordinator (or designee) shall: 

1. Notify the other party in writing immediately when an appeal is filed and 
implement appeal procedures equally for both parties; 

2. Ensure that the decision-maker(s) for the appeal are not the same person as the 
decision-maker(s) that reached the determination regarding responsibility or 
dismissal, the investigator(s), or the Title IX Coordinator. 

3. Ensure that the decision-maker(s) for the appeal complies with the standards set 
forth in this policy; and 

4. Give the non-appealing party an opportunity to submit a written statement in 
response to the appeal within ten (10) days of receipt of the appeal, which shall be 
transmitted within two (2) business days to the appeal decision-maker(s). 
 

C. Decision on Appeal 
 
Within twenty (20) days of receiving the appeal and the response, the appeal decision-maker(s) 
shall issue a written decision describing the result of the appeal and the rationale for the result; 
and provide the written decision simultaneously to both parties. The appeal decision-maker(s) 
may deny the appeal or, if the appeal ground(s) has or have been met, may return the case to 
the initial decision-maker(s) for reconsideration, or convene a new hearing. If a case is returned 
to the initial decision-maker(s), the appeal decision-maker(s) shall identify which aspects merit 
further review. 
 

XIII. Remedies and Sanctions 
 

A. Remedies must be designed to restore or preserve equal access to the University’s 
education program or activity.  
 

B. A student found responsible for a violation of this policy will be subject to sanction(s) 
regardless of whether legal proceedings involving the same incident are underway or 
anticipated. An employee found responsible for a violation of this policy will be subject to 
sanction(s) up to and including termination of employment.  

 
C. Possible sanctions and remedies that the University may implement following any 

determination of responsibility against a student may include: expulsion, withdrawal of an 
awarded degree, a no contact order, written warning, suspension, a fine, restitution, 
community service, probation, reference to counseling, termination of employment, and 
notation in the respondent’s official student or personnel file of the fact of the violation and 
the sanction. 

 
D. The Title IX Coordinator is responsible for effective implementation of any remedies. 



 
 

XIV. Confidentiality 
 
A. Consistent with the requirements of this policy, the University shall keep confidential the 

identity of any individual who has made a report or complaint of sex discrimination, including 
any individual who has made a report or filed a complaint of sexual harassment, any 
complainant, any individual who has been reported to be the perpetrator of sex 
discrimination, any respondent, and any witness, except as may be permitted by the FERPA 
statute, 20 U.S.C. 1232g, or FERPA regulations, 34 CFR part 99, or as required by law, or 
to carry out the purposes of 34 CFR part 106, including the conduct of any investigation, 
hearing, or judicial proceeding arising thereunder. This means that the University will protect 
the party’s privacy consistent with this Policy but may disclose information to those who 
have a legitimate need to know, and, in order to process complaints under this policy. 
 
Confidentiality is not absolute, however. Where criminal conduct has occurred, or where the 
health and/or safety of others in the community may be in danger, it may be necessary for 
the University to take appropriate steps to protect the safety of its students and employees, 
including the person who has reported the misconduct 
 
Counselors and medical providers working at or on behalf of the University are Confidential 
Resources. In most cases, Confidential Resources at the University will not share the 
substance of any such communications or that such communications occurred without 
consent. Individuals who wish to talk about issues related to sexual harassment or sexual 
misconduct confidentially, with the understanding that the University will not take any action 
based on such confidential communications, are encouraged to contact one of these 
Confidential Resources. 
 
Confidential resources may, however, have an obligation to disclose otherwise-privileged 



 
XV. Training 

 
The University provides training to all non-confidential responsible employees, as defined 
above, relating to sexual harassment. the University requires all non-confidential responsible 
employees, as defined below, to report sexual harassment and has provided direction and 
training as to the reporting of sexual harassment.  
 
All employees of  



 
XVII. Effective Date 
 
This policy is effective as of January 1, 2022.  
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