
 

 
Loyola University Maryland Sex-based 
Harassment and Discrimination Policy 

The following is section 8.8 of the Loyola University Maryland’s Harassment and Discrimination Policy, which includes how 
Loyola University Maryland (the University) prevents sex-based harassment and discrimination, the process for reporting sex-
based harassment, discrimination or retaliation -of that nature for all members of the 

University community. The University will interpret and apply this policy based on any judicial orders or outcomes and in accord 
with any updated guidance regarding the implementation of Title IX regulations from the Office of Civil Rights or any updated 
guidance or laws from the state of the Maryland regarding sex-based harassment and discrimination policies. 

Scope of Sex-based Harassment and Discrimination Policy 

The 


 

 
Jurisdiction 

This Policy applies to the University’s education programs and activities (defined as including locations, events, or circumstances 
in which the University exercises substantial control over both the Respondent and the context in which the conduct occurred), 
circumstances where the University has disciplinary authority, and to misconduct occurring within any building owned or 
controlled by a University- recognized student organization. The following persons have a right to make a complaint of sex 
discrimination and sex-based harassment: a Complainant, a parent, guardian, or other authorized legal representative with the legal 
right to act on behalf of a Complainant, and the Title IX Coordinator; additionally, the University will accept complaints of sex 
discrimination other than sex-based harassment from any student or employee or other person who was participating or attempting 
to participate in the University’s education program or activity at the time of the alleged sex discrimination. A Complainant does 
not have to be a member of the University community to file a Complaint, at the discretion of the Title IX Coordinator. 

This Policy may also apply to the effects of off-campus misconduct that limit or deny a person’s access to the University’s 
education program or activities. The University may extend jurisdiction to off-campus and/or to online conduct when the conduct 
affects a substantial interest. A substantial University interest includes: 

a. Any action that constitutes a criminal offense as defined by law. This includes, but is not limited to, single or repeat 
violations of any local, state, or federal law; 

b. Any situation in which it is determined that the Respondent poses an immediate threat to the physical health or safety 
of any student or other individual; 

c. 



 

 
Related policies 

When allegations are made against an individual who is both a student and an employee, the University must make a fact-specific 
inquiry for the purposes of determining the proper procedure to apply. In making this determination, the University must consider 
whether the party’s primary relationship with the University is to receive an education and whether the allegations occurred while 
the party was performing employment-related work. 

Harassment on the basis of a protected classification (i.e. race, national origin, religion, etc.) is also prohibited by University policy 
and may be the subject of a complaint using the following policies: 

• Procedures for Resolution of Complaints Against Employees under the Harassment and Discrimination Policy 
(Employee Respondent(s); see Section 8.7)  

• Bias Process of the Community Standards (Student Respondent(s); see Section 7) 

Non-Discrimination Statement 

Loyola University Maryland does not discriminate and prohibits discrimination on the basis of race (including traits associated 
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Confidential Employee- An employee who is not a Mandated Reporter of notice of sex-based harassment, discrimination, and/or 
retaliation (irrespective of Clery Act Campus Security Authority status) because of one of the following: 

• The employee’s communications are privileged or confidential under federal or state law. The employee’s confidential status, 
for purposes of this definition, is only with respect to information received while the employee is functioning within the scope 
of their duties to which privilege or confidentiality applies; or 

• The University designated the employee as confidential under this Policy for the purpose of providing services to persons 
related to discrimination, harassment, or retaliation. If the employee also has a duty not associated with providing those 
services, the employee’s confidential status only applies with respect to information received about discrimination, 
harassment, or retaliation in connection with providing those services; or 

• The employee is conducting an Institutional Review Board-approved human-subjects research study designed to gather 
information about discrimination, harassment, or retaliation. The employee’s confidential status only applies with respect to 
information received while conducting the study. 

Consent- Affirmative indication by words and/or actions of a clear and voluntary agreement to engage in the particular sexual act 
or conduct in question. Consent for one sexual act or conduct does not constitute consent to all sexual acts or conduct. Consent can 
be withdrawn at any time, and once withdrawal of consent has been expressed, sexual activity must cease. Consent cannot be 
obtained through the use of force, threat, intimidation, or coercion. Coercion is unreasonable pressure for sexual activity and will 
be determined by the frequency, intensity, context, and duration of the pressure. Silence or absence of resistance on the part of an 
individual does not constitute their consent. Consent cannot be given by someone who is incapacitated due to consuming drugs or 
alcohol or for any other reason (including but not limited to being unconscious, asleep, or otherwise unaware that sexual activity is 
occurring). Incapacitation is a state where someone cannot make rational, reasonable decisions because they lack the capacity to 
give knowing consent (e.g., to understand the “who, what, when, where, why or how” of their sexual interaction). While 
incapacitation may result from the use of alcohol and/or drugs, incapacitation is a state beyond drunkenness or intoxication. 
Incapacitation may also exist because of a physical, mental, or developmental disability. The question of incapacitation will be 
examined objectively from the perspective of the Respondent i.e., whether a reasonable, sober person in place of the Respondent 
should have known the condition of the Complainant based on the apparent indications of incapacitation, which may include, but 
are not limited to, acting confused or incoherent, difficulty walking or speaking, and vomiting. 

Day- A calendar day regardless of whether the University is in normal operation unless otherwise specified. 

Decision-maker- Refers to the person or panel who hears evidence, determines relevance, and makes the Final Determination of 
whether Policy has been violated and/or assigns sanctions. 

Education program or activity- Locations, events, or circumstances in which the University exercises substantial control over both 
the Respondent and the context in which the conduct occurred), circumstances where the University has disciplinary authority, and 
to misconduct occurring within any building owned or controlled by a University- recognized student organization. 

Employee- Faculty, staff, and administrators, including student employees and those holding these positions temporarily.  
Employee does not include those performing services for or as an independent contractor, although such non-employed individuals 
authorized to provide aid, benefits, or services on the University’s behalf may be subject to certain rights and obligations under this 
Policy. 

Informal Resolution- A resolution agreed to by the Parties and approved by the Title IX Coordinator that occurs prior to a formal 
Final Determination in the Resolution Process. 

Investigation Report- The Investigator’s summary of all relevant evidence gathered during the investigation. Variations include the 
Draft Investigation Report and the Final Investigation Report. 

Investigator- The person(s) authorized by the University to gather facts about an alleged violation of this Policy, assess relevance 
and credibility, synthesize the evidence, and compile this information into an investigation report. 

Knowledge- When the University receives notice of conduct that reasonably may constitute sex-based harassment, discrimination, 
and/or retaliation. 



 

 
Mandated Reporter- An employee of the University who is obligated by policy to share knowledge, notice, and/or reports of 
discrimination, sex-based harassment, and/or retaliation with the appropriate Title IX Coordinator or deputy.2  

Notice- When an employee, student, or third-party informs the Title IX Coordinator or Title IX Deputy Coordinators of the alleged 
occurrence of sex-based harassing, discriminatory, and/or retaliatory conduct.  

Parties- The Complainant(s) and Respondent(s), collectively.  

Pregnancy or related conditions- Pregnancy, childbirth, termination of pregnancy, or lactation, medical conditions related thereto, 
or recovery therefrom. 

Relevant Evidence- Evidence that may aid a decision-maker in determining whether the alleged discrimination, sex-based 
harassment, or retaliation occurred, or in determining the credibility of the Parties or witnesses. 

Remedies- Typically, post-resolution actions directed to the Complainant and/or the community as mechanisms to address safety, 
prevent recurrence, and restore or preserve equal access to the University’s educational program and activity. 

Resolution Process- The investigation and/or resolution of allegations of prohibited conduct under this Policy, including Informal 
Resolution and/or Formal Resolution. 

Respondent- An individual who is alleged to have engaged in conduct that could constitute prohibited conduct under this policy. 

Sanction- A consequence imposed by the University on a Respondent 



 

 
Title IX Coordinator will not affirmatively provide disability accommodations that have not been specifically requested by the 
participants, even where the participants may be receiving accommodations in other institutional programs and activities.  

Students with concerns about accommodations decisions may raise those concerns utilizing the 
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The sections below describe the specific forms of legally prohibited sex discrimination, sex-based harassment, and retaliation that 
are also prohibited under this Policy. When speech or conduct is protected by academic freedom, it will not be considered a 
violation of this Policy, though supportive measures will be offered to those impacted.  

All offense definitions below encompass actual and/or attempted offenses. 







 

 
�ƒ Forcing a person to take an action against that person’s will by threatening to show, post, or share information, video, audio, 

or an image that depicts the person’s nudity or sexual activity 
�ƒ Knowingly soliciting a minor for sexual activity 
�ƒ Engaging in sex trafficking 
�ƒ Knowingly creating, possessing, or disseminating child sexual abuse images or recordings 
�ƒ 
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Sydney Quantock, Assistant Director of Title IX and Bias Compliance 
105 Jenkins Hall 
410-617-2842 
squantock@loyola.edu  

 

Title IX Deputy Coordinator for Faculty, Staff, and Administrators:  

Nikia Woodard, Director Employee Relations and Organizational Development 
202J York Road Annex 
410-617-1345 
ntwoodard@loyola.edu  

 

Reports about the Title IX Coordinator violating the Sex-based Harassment and Discrimination Policy should be made to the Title 
IX Deputy Coordinator for Faculty, Staff, and Administrators or Chief Equity and Inclusion Officer. Upon a report regarding an 
allegation about the Title IX Coordinator violating the Sex-based Harassment and Discrimination Policy being filed, the Title IX 
Coordinator will be required to recuse themselves from oversight of Title IX compliance related to that complaint.  

Reports about a Title IX Deputy Coordinator violating the Sex-based Harassment and Discrimination Policy should be made to the 
Title IX Coordinator. Upon a report regarding an allegation about the Title IX Deputy violating the Sex-based Harassment and 
Discrimination Policy being filed, the Title IX Deputy will be required to recuse themselves from oversight of Title IX compliance 
related to that complaint. 

 

Inquiries may be made externally to: 

Office for Civil Rights (OCR) 
U.S. Department of Education 
400 Maryland Avenue, SW 
Washington, D.C.  20202-1100 
Customer Service Hotline #: (800) 421-3481 
Facsimile: (202) 453-6012  
TDD#: (877) 521-2172 
Email: OCR@ed.gov 
Web: http://www.ed.gov/ocr 
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Amnesty 

Students who report sex-based harassment and/or discrimination, or participate in an investigation as a witness, will not be subject 
to disciplinary action for their own personal involvement with alcohol and/or other drugs at or near the time of the incident, unless 
the involvement was reasonably likely to place the health or safety of another individual at risk. The University may initiate an 
educational discussion or pursue other educational remedies regarding the alcohol and/or other drugs.   

Time Limits on Reporting 

There is no time limitation on reporting incidents and/or filing complaints to the University. However, if the Respondent is no 
longer subject to the University’s jurisdiction and/or significant time has passed, the ability to investigate, respond, and provide 
remedies may be more limited or impossible.   

Acting on reports or complaints is significantly impacted by the passage of time (including, but not limited to, the rescission or 
revision of policy) and is at the discretion of the appropriate Title IX Coordinator (or designee), who may document allegations for 
future reference, offer supportive measures and/or remedies, and/or engage in informal or formal action, as appropriate.  

On-campus Reporting Options 

In addition to the reporting options outlined above, Reports can also be made anonymously or identified using the methods 
outlined below. It should be noted that the University’s ability to investigate or act upon anonymous reports may be limited. 

Title IX Intake Officers. 

The University has identified a diverse group of staff and administrators, called Title IX Intake Officers, to expand the pool of 
reporting options who have specific enhanced knowledge of the sex-based harassment and discrimination process and resources. 
Title IX intake officers are regularly trained and are available to meet with Complainants and other reporting parties to review their 
rights, resources, and reporting options that are available both on and off-campus, including offering and implementing supportive 
measures, regardless of whether they desire to file a complaint. Title IX Intake Officers are mandated reporters and work closely 
with the Title IX coordinator to support Complainants and assist Complainants in navigating their resources and options. The list of 
Title IX Intake Officers and their contact information can be found on the Title IX and Bias Compliance website. 

Mandated Reporters 

All University employees, including faculty, staff, administrators, and undergraduate and graduate student employees, other than 
those deemed Confidential Employees, are Mandated Reporters. Mandated Reporters are expected to promptly report all known 
details of actual or suspected sex discrimination, sex-based harassment, retaliation, and/or 
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Classroom disclosures. 

When mandated reporters become aware of conduct that may reasonably constitute sex discrimination, sex-based harassment, 
retaliation, and/or Other Prohibited Conduct in academic settings, such as through writing assignments, discussions, or group 
presentations, they are considered to have notice and are expected to promptly report all known details of actual or suspected 
behavior. 

Public Awareness events. 

Mandated reporters who learn of conduct that may reasonably constitute sex discrimination, sex-based harassment, retaliation, 
and/or Other Prohibited Conduct during a public event, which is sponsored by and hosted on property or platforms controlled by 
the University, to raise awareness about sex-based harassment, are required to promptly report all known details of the actual or 
suspected sex discrimination, sex-based harassment, retaliation, and/or Other Prohibited Conduct to the Title IX Coordinator or 
designee. However, in order to protect the sanctity of public awareness events, as permitted by federal law, the University is not 
obligated to act in response to the information, unless it indicates an imminent and serious threat to the health or safety of a 
Complainant, any students, employees, or other persons. Nonetheless, the University will use reported information to inform its 
efforts to prevent sex-based harassment, including by providing tailored training to address alleged sex-based harassment in a 
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• Employee Assistance Program8: 

1-800-765-0770 
24-hour resource for employees to identify confidential resource 

• Jesuits 
Individuals wishing 



 

 
violence is uninsured, Mercy Medical Center can discuss options for financial assistance. IPV exams cannot be listed anonymously 
in the same way SAFEs can. The contact information for the hospital in Baltimore City is: 

Mercy Medical Center  
300 St. Paul Street  
Baltimore, MD  
410-332-9477   

Preserving evidence 

The preservation of evidence in incidents of sexual assault and stalking is critical to potential criminal prosecution and to 







 

 
Conduct, or the appropriate Title IX Coordinator (or designee) and for incidents by employees, they should be reported to the 
appropriate Title IX Coordinator.  Incidents of retaliation are considered a serious violation. Allegations of retaliation through the 
Resolution Process as outlined in this Policy. 

Charging an individual under the appropriate disciplinary process under the student code of conduct for students and the Staff and 
Administrator Policy Manual for employees and the Faculty Handbook for faculty for making a materially false statement in bad 
faith in the course of a grievance proceeding under this policy and procedure does not constitute retaliation, provided that a 
determination regarding responsibility, alone, is not sufficient to conclude that any party has made a materially false statement in 
bad faith. 

Recordkeeping  

The University will maintain for a period of at least seven years records of its Resolution Process, including: 

1. Each discrimination, harassment, and retaliation resolution process, including any Final Determination regarding 
responsibility or appeal, and any audio or audiovisual recording or transcript required under federal regulation. 

2. Any disciplinary sanctions imposed on the Respondent. 
3. 



 

 
so, another Pool member will be assigned, and the impact of the bias or conflict, if any, will be remedied. If the source of the 
conflict of interest or bias is the Title IX Coordinator, concerns should be raised with Title IX Deputy Coordinator for Faculty, 
Staff, and Administrators or Chief Equity and Inclusion Officer. 

Pool Member Roles. 

Members of the Pool are trained annually, and can serve in the following roles, at the discretion of the Title IX Coordinator: 

• Appropriate intake of and initial guidance pertaining to Complaints 
• Advisor to Parties 
• Informal Resolution Facilitator 
• Perform or assist with initial evaluation 
• Investigator 
• Hearing Facilitator 
• Decision-maker for challenges to emergency removal and supportive measures 
• Decision-maker  
• Appeal of Dismissal Decision-maker 
• Appeal Decision-maker 

Pool Member Appointment. 

The Title IX Coordinator, in consultation with senior administrators as necessary, appoints the Pool, which acts with independence 
and impartiality. Although members of the Pool are typically trained in a variety of skill sets and can rotate amongst the different 
roles listed above in different Complaints, the University can also designate permanent roles for individuals in the Pool. 

Training of Resolution Process Pool Officials. 

Resolution Process Pool members receive annual training related to their respective roles. This training may include, but is not 
limited to:  

• The scope of the University’s Sex-based Harassment and Discrimination Policy  
• The University’s Resolution Process 
• How to conduct investigations and hearings that protect the safety of Complainants and Respondents, and promote 

accountability 
• Treating Parties equitably 
• Reporting, confidentiality, and privacy requirements 
• Applicable laws, regulations, and federal regulatory guidance 
• How to implement appropriate and situation-specific remedies 
• How to investigate in a thorough, reliable, timely, and impartial manner  
• Trauma-informed practices pertaining to investigations and resolution processes 
• How to uphold fairness, equity, and due process 
• How to weigh evidence  
• How to conduct questioning  
• How to assess credibility 
• 



 

 
• How to serve impartially by avoiding prejudgment of the facts at issue, conflicts of interest, and bias against 

Respondents and/or for Complainants, and on the basis of sex, race, religion, and other protected characteristics  
• Any technology to be used at a live hearing 
• Issues of relevance of questions and evidence 
• Issues of relevance and creating an Investigation Report that fairly summarizes relevant and not impermissible evidence 
• How to determine appropriate sanctions in reference to all forms of harassment, discrimination, and/or retaliation 

allegations 
• Recordkeeping 

Additional Training Elements Specific to Title IX.  

All investigators, Decision-makers, and other persons who are responsible for implementing the University’s Title IX policies and 
procedures will receive training related to their duties under Title IX promptly upon hiring or change of position that alters their 
duties under Title IX or this part, and annually thereafter. Materials will not rely on sex stereotypes. Training topics include, but are 
not limited to:  

• How to conduct a sex discrimination resolution process consistent with the Sex-based Harassment and Discrimination 
Procedures, including issues of disparate treatment, disparate impact, sex-based harassment, quid pro quo, hostile 
environment harassment, and retaliation 

• The meaning and application of the term “relevant” in relation to questions and evidence, and the types of evidence that 
are impermissible regardless of relevance under the Title IX Regulations 

• Training for Informal Resolution facilitators on the rules and practices associated with the University’s Informal 
Resolution process  

• The role of the Title IX Coordinator 
• Supportive Measures 
• Clery Act/VAWA requirements applicable to Title IX 
• the University’s obligations under Title IX  
• How to apply definitions used by the University with respect to consent (or the absence or negation of consent) 

consistently, impartially, and in accordance with Policy  
• Reasonable modifications and specific actions to prevent discrimination and ensure equal access for pregnancy or related 

conditions  
• Any other training deemed necessary to comply with Title IX 

Requests to Inspect Training Materials. 

The University will maintain copies of the materials from all Title IX training for the Resolution Process Pool members and 
employees. Individuals may request to inspect these materials by contacting the Title IX Coordinator. Trainings occurring prior to 
August 1, 2024, are posted online on the Title IX and Bias Compliance website. 

Notice/Complaint 

Upon receipt of Notice, a Complaint, or Knowledge of an alleged Policy violation, the Title IX Coordinator will initiate a prompt 
initial evaluation to determine the University’s next steps. The Title IX Coordinator will contact the Complainant/source of the 
Notice to offer supportive measures, provide information regarding resolution options, and determine how they wish to proceed.  

The Resolution Process begins with a complaint, which is an oral or written request to the University that can objectively be 
understood as a request for the University to investigate and make a determination about alleged Policy violation(s). Such a 
Complaint may be made at any time (including during non-business hours) by using the telephone number, email address, or by 
mail to the Office of Title IX and Bias Compliance and/or Title IX Coordinator or designee. The complaint should include 
sufficient details known at the time including the identities of the parties involved in the incident, if known, the conduct allegedly 
constituting sex-based harassment, and the date, time and location of the alleged incident, if known. If a complaint is submitted in a 





 

 
If the Complainant indicates (either verbally or in writing) that they do not want any action taken, no Resolution Process will be 
initiated (unless deemed necessary by the Title IX Coordinator), though the Complainant can elect to initiate one later, if desired. 

Title IX Coordinator Authority to Initiate a Complaint. 

To initiate a formal resolution under the Sex-based Harassment and Discrimination Policy, a Complainant would need to file a 
complaint. The University understands that some Complainants may seek confidentiality with respect to a report of sex-based 
harassment and/or discrimination, including requesting that they not be identified to the Respondent.  Due to the usually private 
nature of these actions and the need to ensure a fair process for all involved, the University may not be able to pursue charges of 
sex-based harassment and/or discrimination unless the Complainant is willing to be identified. 

In cases in which the Complainant requests confidentiality or no formal resolution and the circumstances allow the University to 
honor that request, the University will offer supportive measures and remedies to the Complainant and the community but will not 
otherwise pursue formal resolution. Additionally, if the Complainant initially elects to take no action, they can change that decision 
if they decide to pursue a complaint at a later date. However, delays in filing a complaint may cause limitations on access to 
evidence, or present issues with respect to the status of the parties. Upon making a complaint, a Complainant has the right, and can 
expect, to have allegations taken seriously by the University, and to have the incidents investigated and properly resolved through 
these procedures.  

If the Complainant does not wish to file a Complaint, the Title IX Coordinator, who has ultimate discretion as to whether a 
Complaint is initiated, will offer supportive measures and determine whether to initiate a Complaint themselves. In cases where 
there is a witness to the alleged violation, or in cases where pursuing the case is necessary to protect the University community, the 
University reserves the right to pursue a case to its conclusion. The Title IX coordinator or designee will evaluate a Complainant’s 
request for confidentiality considering the University’s obligation to maintain a safe campus environment for all.  While rare, when 
the Title IX coordinator or designee determines there is a serious and imminent threat to someone's safety or if the University 
cannot ensure equal access without initiating a Complaint, the Title IX coordinator or designee may determine that the 
Complainant’s request for confidentiality cannot be complied with fully and will initiate a complaint. The goal is to provide the 
Complainant with as much control over the process as possible, while balancing the University’s obligation to protect its 
community. 

The Title IX Coordinator will consider the following non-exhaustive factors to determine whether to file a Complaint: 

• The Complainant’s request not to initiate a Complaint. 
• The Complainant’s reasonable safety concerns regarding initiating a Complaint. 
• The risk that additional acts of discrimination would occur if a Complaint were not initiated. 
• The severity of the alleged discrimination, including whether the discrimination, if established, would require the 

removal of a Respondent from campus or imposition of another disciplinary sanction to end the discrimination and 
prevent its recurrence. 

• The age and relationship of the Parties, including whether the Respondent is a University employee. 
• The scope of the alleged discrimination, including information suggesting a pattern, ongoing discrimination, or 

discrimination alleged to have impacted multiple individuals. 
• The availability of evidence to assist a Decision-maker in determining whether discrimination occurred. 
• Whether the University could end the alleged discrimination and prevent its recurrence without initiating its resolution 

process. 

If deemed necessary, the Title IX Coordinator may consult with appropriate the University employees to aid their determination 
whether to initiate a Complaint. 

When the Title IX Coordinator initiates a Complaint, they do not become the Complainant. The Complainant is the person who 
experienced the alleged conduct that could constitute a violation of this Policy. When the University proceeds, the Complainant (or 
their advisor) may have as much or as little involvement in the process as they wish. The Complainant retains all rights of a under this 
policy irrespective of their level of participation.  



 

 
Advisors in the Resolution Process 

Who can serve as an advisor. 

Except as noted below, the Complainant and Respondent may each have no more than two people, defined as advisors, present 
throughout the entire Resolution Process. The advisor may be a personal supporter of the party’s choice, a licensed attorney, an 
advocate, or an advocate supervised by an attorney. The advisor of choice can also include parents or others who are not full-time 
members of the University community. Advisors are not permitted for witnesses during hearings, meetings, or proceedings. The 
Parties may select whomever they wish to serve as their Advisor as long as the Advisor is eligible and available9. In matters 
involving employee Respondents, both the 

https://mhec.maryland.gov/Pages/Title-IX-Campus-Sexual-Assault-Proceedings---Attorney-List.aspx
https://mhec.maryland.gov/Pages/Title-IX-Campus-Sexual-Assault-Proceedings---Attorney-List.aspx


 

 
Records Shared with Advisors. 

Advisors are entitled to the same opportunity as their advisee to access relevant evidence, and/or the same written investigation 
report that accurately summarizes this evidence.  

Advisors are expected to maintain the confidentiality of the records the University shares with them, per Section 17 of the Policy 
addressing Confidentiality. Advisors may not disclose any the University work product or evidence the University obtained solely 
through the Resolution Process for any purpose not explicitly authorized by the University.  

Accordingly, Advisors (and parties) will be asked to sign agreements regarding access to evidence. The University may decline to 
share materials with any Advisor who has not executed the agreement. The University may restrict the role of any Advisor who 
does not respect the sensitive nature of the process or who fails to abide by the University’s confidentiality expectations. 

Advisor Expectations.



 

 
them as a Respondent under this Policy, the University reserves the right to complete the Resolution Process and/or not rehire the 
employee in the future. 

Appeal of dismissal. 

The Complainant may appeal a dismissal of their Complaint. The Respondent may also appeal the dismissal of the Complaint if 
dismissal occurs after the Respondent has been made aware of the allegations. All dismissal appeal requests must be filed to the 
Title IX coordinator or designee, who will serve as the Dismissal Appeal Officer. If the Title IX Coordinator made the decision to 
dismiss the complaint, the Title IX Deputy for Students, for student Respondents, or the Title IX Deputy for Faculty, Staff, and 
Administrators, for employee Respondents, will decide the appeal.  

Throughout the dismissal appeal process, the University will:  

• Implement dismissal appeal procedures equally for the Parties. 
• Assign a trained Dismissal Appeal Officer who did not take part in an investigation of the allegations or dismissal of the 

Complaint. 
• Provide the Parties a reasonable and equal opportunity to make a statement in support of, or challenging, the dismissal. 
• Notify the Parties of the result of the appeal and the rationale for the result. 

The appeal must be submitted within three (3) business days of the notification of the dismissal. If a party does not appeal the 
decision within this period, they have waived a right to appeal. The grounds for dismissal appeals are limited to: 

• Procedural irregularity that would change the outcome;   
• New evidence that would change the outcome and that was not reasonably available when the dismissal was decided;  
• 



 

 
Counter-complaints determined to have been reported in good faith will be processed using the Resolution Process below. At the 
Title IX Coordinator’s discretion, investigation of such claims may take place concurrently or after resolution of the underlying 
initial Complaint. 

Informal Resolution 

The purpose of an informal resolution is to take appropriate action to address and remedy the alleged behavior, its effects, and/or 
the Complainant’s concerns short of the formal resolution process, such as by imposing individual and community interventions 
and remedies designed to maximize the Complainant’s access to educational, extra-curricular, and/or employment activities at the 
University; and/or to address the effects of the Respondent’s alleged conduct on the larger University community. To initiate 
Informal Resolution, a Complainant or Respondent may make such a request to the Title IX Coordinator at any time prior to a final 
determination, or the Title IX Coordinator may offer the option to the Parties. However, reports of sexual assault may not be 
resolved through mediation or informal resolution.  It is not necessary to pursue Informal Resolution first in order to pursue a 
Formal Resolution. The Facilitator of the Informal Resolution must be trained and cannot be the Investigator, Decision-maker, or 
Appeal Decision-maker.  

The University will obtain voluntary, written confirmation that all Parties wish to resolve the matter through Informal Resolution 
before proceeding and will not pressure the Parties to participate in Informal Resolution. Either party may decide not to proceed 
with or to end informal resolution in favor of formal resolution at any time. The appropriate Title IX Coordinator (or designee) has 
the discretion to determine whether a complaint is appropriate for an informal resolution and retains discretion to terminate an 
ongoing informal resolution process at any time before agreeing to a resolution. The parties may agree, as a condition of engaging 
in Informal Resolution, that information disclosed during the informal resolution process may not be used as evidence during 
a Formal Resolution for the same complaint or another formal complaint involving the same parties and arising from the same 
allegations unless all parties consent. 

If an investigation is already underway, the Title IX Coordinator has discretion to determine if an investigation will be paused, if it 
will be limited, or if it will continue during the Informal Resolution process.  

The timeframe for informal resolutions is generally 30 business days to address and resolve the matter.  Any reasonable delays or 
extensions must be supported by good cause and will be communicated to the parties.   

Notice of Informal Resolution and Allegations (NOIRA). 

Before initiation of an Informal Resolution process, the University will provide the Parties with a NOIRA that explains:  

• The allegations. 
• The requirements of the Informal Resolution process. 
• That, prior to agreeing to a resolution, any party has the right to withdraw from the Informal Resolution 

process and to initiate or resume the University’s Resolution Process. 
• That the Parties’ agreement to a resolution at the conclusion of the Informal Resolution Process will preclude 

the Parties from initiating or resuming the Resolution Process arising from the same allegations. 
• The potential terms that may be requested or offered in an Informal Resolution agreement, including 

notification that an Informal Resolution agreement is binding only on the Parties. 
• What information the University will maintain, and whether and how it could disclose such information for use 

in its Resolution Process. 

Informal Resolution Options. 

The University offers three categories of Informal Resolution: 

1) Educational Conversation. The Complainant(s) may request that the Title IX Coordinator address their 
allegations by meeting (with or without the Complainant) with the Respondent(s) to discuss concerning 
behavior and institutional policies and expectations. Such a conversation is non-disciplinary and non-punitive. 
Respondent(s) are not required to attend such meetings, nor are they compelled to provide any information if 
they attend. The conversation will be documented as the Informal Resolution for the matter, if it takes place. In 
light of this conversation, or the Respondent’s decision not to attend, the Title IX Coordinator may also 



 

 
implement remedial actions to ensure that policies and expectations are clear and to minimize the risk of the 
recurrence of any behaviors that may not align with Policy. 

2) Accepted Responsibility. The Respondent may accept responsibility for any or all of the alleged Policy 
violations at any point during the Resolution Process. If the Respondent indicates an intent to accept 
responsibility for all alleged Policy violations, the ongoing process will be paused, and the Title IX 
Coordinator will determine whether Informal Resolution is an option. If Informal Resolution is available, the 
Title IX Coordinator will determine whether all Parties and the University are able to agree on responsibility, 
restrictions, sanctions, restorative measures, and/or remedies. If so, the Title IX Coordinator provides a written 
copy of the agreement to the Parties,  implements the accepted finding that the Respondent is in violation of the 
University Policy, implements agreed-upon restrictions and remedies, and determines the appropriate 
responses in coordination with other appropriate administrator(s), as necessary. This resolution is not subject to 
appeal once all Parties indicate their written agreement to all resolution terms. When the Parties cannot agree 
on all terms of resolution, the Resolution Process will either continue or resume. When a resolution is reached, 
the appropriate sanction(s) or responsive actions are promptly implemented to effectively stop the 
discrimination or harassment, prevent its recurrence, and remedy the effects of the discriminatory conduct, 
both on the Complainant and the community. 

3) Alternative Resolution. The institution offers a variety of alternative resolution mechanisms (which could 
include, but is not limited to, shuttle mediation, restorative practices, facilitated dialogue, etc.) to best meet the 
specific needs of the Parties and the nature of the allegations. With an Alternative Resolution, neither party is 
required to accept responsibility for the alleged conduct in order to proceed with an informal resolution (but 
certain restorative justice resolution options may require an 



 

 
The Title IX Coordinator has the authority to determine whether alternative resolution is available or successful, to facilit



 

 
Notice of Investigation and Allegations (NOIA). 

Once a complaint has been filed, the appropriate Title IX Coordinator (or designee) shall provide the Complainant and Respondent 
with timely written NOIA. For climate/culture investigations that do not have an identifiable Respondent, the NOIA will be sent to 
the department/office/program head for the area/program being investigated. 

The NOIA typically includes: 

• A meaningful summary of all allegations 
• The identity of the involved Parties (if known) 
• The precise misconduct being alleged 
• The date and location of the alleged incident(s) (if known) 
• The specific policies/offenses implicated 
• A description of, link to, or copy of the applicable procedures 
• A statement that the burden of gathering evidence sufficient to reach a determination regarding responsibility rests with 

the University and not on the parties.   
• A statement that the Parties are entitled to an equal opportunity to access the relevant and not otherwise impermissible 

evidence 
• The name(s) of the Investigator(s), once known, along with a process to notify the Title IX Coordinator of any conflict of 

interest that the Investigator(s) may have in advance of the interview process 
• A statement that the University presumes the Respondent is not responsible for the reported misconduct unless and until 

the evidence supports a different determination 
• A statement that determinations of responsibility are made at the conclusion of the process and that the Parties will be 

given an opportunity during the review and comment period to inspect and review all relevant evidence  
• A statement that retaliation is prohibited  
• Information about the confidentiality of the process, including that the Parties and their Advisors (if applicable) may not 

share the University work product obtained through the Resolution Process 
• A statement that the Parties may have up to two Advisors of their choice who may accompany them through all steps of 

the Resolution Process, as detailed in Advisor in the Resolution Process Section 
• 



 

 
Relevant Evidence is that which may aid in determining whether the allegation occurred, or whether the behavior constitutes a 
violation of Policy.   

Impermissible evidence is defined as: 

• Evidence that relates to the Complainant’s sexual interests or prior sexual conduct/history unless 1) evidence 
about the Complainant’s prior sexual conduct/history is offered to prove that someone other than the 
Respondent committed the alleged conduct, 2) is evidence to provide the source of an injury, or 3) is evidence 
about specific incidents of the Complainant’s prior sexual conduct with the Respondent that is offered to prove 
consent.  

• Evidence that is protected under a privilege as recognized by Federal or State law or evidence provided to a 
confidential employee, unless the person to whom the privilege or confidentiality is owed has voluntarily 
waived the privilege or confidentiality. 

• A party’s or witness’s records that are made or maintained by a physician, psychologist, or other recognized 
professional or paraprofessional in connection with the provision of treatment to the party or witness, unless 
the University obtains that party’s or witness’s voluntary, written consent for use in the University’s resolution 
process. This includes a student’s history of mental health counseling, treatment, or diagnosis; 

The fact of prior consensual sexual conduct occurred between the Complainant and Respondent does not by itself demonstrate or 
imply the Complainant’s consent or preclude a determination that sex-based harassment occurred. 

Previous disciplinary action of any kind involving the Respondent may not be considered unless there is an allegation of a pattern 
of misconduct. Such information may also be considered in determining an appropriate sanction upon a determination of 
responsibility. Barring a pattern allegation, this information is only considered at the sanction stage of the process and is not shared 
until then. 

Within the limitations stated above, the investigation and determination can consider character evidence, if offered, but that 
evidence is unlikely to be relevant unless it is fact evidence or relates to a pattern of conduct. 

Investigation Procedures. 

This section outlines the process of the investigation for a formal resolution. 

Investigator Appointment. 

Following notice to the parties, the appropriate Title IX Coordinator (or designee) will designate an impartial investigator(s) and 
coordinate the logistics of the investigation process. These Investigators may be members of the Resolution Process Pool, or any 
other properly trained Investigator, whether internal or external to the University’s community. 

Witness Role and Participation in Investigation. 

Employees (not including Complainant and Respondent) are required to cooperate with and participate in the University’s 
investigation and Resolution Process. Student witnesses and witnesses from outside the University community cannot be required 
to participate but are encouraged to cooperate with the University investigations and to share what they know about a Complaint.  



 

 
The Investigator(s) typically take(s) the following steps, if not already completed and not necessarily in this order: 

• Commence a thorough, reliable, and impartial investigation by identifying issues and developing a strategic investigation 
plan, including a witness list, evidence list, intended investigation timeframe, and order of interviews for the Parties and 
witnesses.  

• When participation of a party is expected, provide that party with written notification of the date, time, and location of 
the meeting, as well as the expected participants and purpose.  

• Interview the Complainant and the Respondent and conduct any necessary follow-up interviews with each.  
• Interview all available, relevant witnesses and conduct follow-up interviews as necessary. 
• Provide each interviewed party and witness an opportunity to review and verify the Investigator’s summary notes of the 

relevant evidence/testimony from their respective interviews and meetings. The Investigator will permit the parties and 
witnesses to suggested changes, edits, or clarifications. If the Parties or witnesses do not respond within the time period 
designated for verification, objections to the accuracy of the summary will be deemed to have been waived, and no 
changes will be permitted. 

• Allow each party the opportunity to suggest witnesses and questions they wish the Investigator(s) to ask of another party 
and/or witnesses. Document which questions were asked with a rationale for any changes or omissions in the 
investigation report.  

• Where possible, complete the investigation promptly and without unreasonable deviation from the intended timeline. 
• Provide the Parties with regular status updates throughout the investigation. 
• Write a draft investigation report that gathers, assesses, and synthesizes the evidence, accurately summarizes the 

investigation, and party and witness interviews, and provides all relevant evidence.  
• Provide the Parties and their respective Advisors an electronic copy of the draft investigation report as well as an 



 

 
not be objected toward them based on previous interactions. A request for removal must state with specificity the grounds for 
removal. The Title IX Coordinator (or designee) shall review the merits of a request for removal, including discussing with the 
challenged panel member(s) whether the member(s) could serve objectively. The Title IX Coordinator (or designee) shall make the 
final decision regarding removal.  Once the lists have been given to the parties and request for removal, if any, have been reviewed 
and decided upon, the Title IX Coordinator or designee will select the decision-maker. 



 

 
• Provide the Parties at least five (5) business days to review the relevant portions of the new witness’s statements, if 

such statements are submitted. 
• Remand the Complaint back to the Investigator for further investigation or verification. 
• Allow the Parties to review and comment on the testimony of the new witness.  

If the evidence is deemed not relevant or impermissible, the Decision-maker may proceed with the hearing absent the new 
witness’s participation. 

Pre-hearing Conference (applicable to student involved complaints).  

A pre-hearing conference will be scheduled with each party, and their advisors may be present if the party chooses.  At least two 
business days prior to the pre-hearing conference, parties may submit questions or topics they wish to have the panel ask or discuss 
at the hearing, so that the Chair can determine relevancy of the question or topic to avoid any improper evidentiary introduction in 
the hearing or to provide recommendations for more appropriate phrasing. The Chair will share their rationale for any exclusion or 
inclusion at this pre-hearing conference. This advance review opportunity does not preclude the Parties from submitting a question 
at the hearing for the first time or asking for a reconsideration on a Decision-maker’s pre-hearing decision based on any new 
information or testimony offered at the hearing. 

The Decision-maker will work with the Parties to confirm a witness list for the hearing, and the Title IX Coordinator will notify 
any witnesses of the hearing’s logistics. The Decision-maker, only with the agreement of all Parties, may decide in advance of the 
hearing that certain witnesses do not need to be present if their testimony can be adequately summarized by the Investigator(s) in 
the Final Investigation Report or during the hearing, and their presence is not essential to assess their credibility.  

Pre-hearing meeting(s) will not be recorded. The pre-hearing meetings will typically be conducted as separate meetings with each 
party/Advisor, and can be done remotely, or as a written communication exchange. The Decision-maker will work with the Parties 
to establish the format and timing of the meetings and will circulate a summary of any rulings made to ensure all Parties and 
Advisors are aware. 

 All participants are expected to maintain confidentiality regarding the proceedings, except that the Complainant and 
Respondent may not be required to maintain confidentiality as to the outcome of the proceedings, and any directives regarding 
confidentiality shall not impede the parties’ ability to obtain and present evidence or otherwise support or defend their interests, to 
communicate with law enforcement, to communicate with legal counsel or another advisor under this Policy, or to seek counseling 
or support. Questions regarding confidentiality in a particular case should be directed to the Office of Title IX and Bias 
Compliance.  

Hearing Process (applicable to student involved complaints). 

All hearings will be conducted in a live hearing format which means all parties and the hearing panel may be physically present in 
the same geographic location, or at the request of either party or the University, the parties may be located in separate rooms with 
technology enabling the hearing panel and parties to see and hear the party or the witness answering questions.  All hearings are 
closed to the public.  

 At the hearing, the Decision-maker has the authority to hear and make determinations on all allegations of prohibited 
conduct under the Sex-based Harassment and Discrimination Policy and may also hear and make determinations on any additional 
alleged policy violations that have occurred in concert with the Sex-based Harassment and Discrimination, even though those 
collateral allegations may not specifically fall within the policy. The Decision-maker (or Chair if applicable) 



 

 
maker must agree to admit it into the record. If the evidence is deemed not relevant or impermissible, the 
Decision-maker may proceed with the hearing absent the new evidence. 
The new relevant evidence will be admitted to the record if: 
o All Parties and the Decision-maker assent to the new evidence being included in the hearing without 

remanding the Complaint back to the investigator, and 
o The evidence is not duplicative of evidence already in the record, and 
o It is not impermissible, and 
o The new evidence was either not reasonably available prior to the conclusion of the Final 

Investigation Report, or the failure to provide it in a timely manner was not the result of bad faith by 
the Parties, witnesses, or others. 

If the above criteria are not met, but the evidence is deemed materially relevant and not duplicative, the 
Decision-maker may, at their discretion, engage in any of the following actions:  

o Delay the hearing. 
o 



 

 
In order to aid the Decision-maker in questioning parties and assessing credibility, after each party 
answers questions from the panel, the Decision-maker will allow the other party to suggest questions to 
the Decision-maker to ask. After a witness answers questions from the panel, the Decision-maker will 
allow the Complainant and Respondent to suggest questions to the panel to ask.  The Decision-maker will 
determine the method by which the Parties will submit their questions to the Decision-maker for their 
review and, if approved, to be posed. The Decision-maker (or Chair if applicable) will share their 
rationale for any exclusion or inclusion after the party suggests the questions. 

The Decision-maker will limit or disallow questions they deem not appropriate on the basis that they are 
irrelevant, unduly repetitious (and thus irrelevant), seek or pertain to impermissible evidence, or are 
abusive. The Decision-maker will give a party an opportunity to clarify or revise their question if it is 
unclear or abusive.  The Decision-maker has final say on all questions and determinations of relevance 
and appropriateness. The Decision-maker then poses the questions deemed relevant, not impermissible, 
and appropriate to the party and/or witness. 

After the Complainant, Respondent, and witnesses (if any) have answered questions by the panel, the 
Complainant and Respondent will have the opportunity to share a closing statement. 

Hearing Recordings (applicable to student involved complaints). 

The University records hearings (but not deliberations) for purposes of review in the event of an appeal. No unauthorized audio or 
video recording of any kind is permitted during the hearing.  

The Decision-maker, the Parties, their Advisors, Appeal Decision-makers, and other appropriate the University officials will be 
permitted to review the recording or review a transcript of the recording upon request to the Title IX Coordinator. No unauthorized 
disclosure, including sharing, copying, or distribution of the recording or transcript, is permitted.  

Decision Procedures (employee only complaints). 

The following section details the decision procedures for formal resolutions of sex-based harassment complaints for incidents 
where an employee is the Complainant and Respondent, and there are no student Complainant or Respondents. In recognition of 
the unique nature of sexual misconduct cases, the procedures specified in this policy supersede any conflicting provisions of other 
University policy and procedures.  

Decision-Maker Review and Selection (applicable to employee only complaints). 

Prior to the decision-maker being selected, both the Complainant and Respondent will receive the list of Resolution Pool members 



 

 
met. The Decision-maker will permit the party or witnesses with whom the meeting was held to suggest changes, edits, 
or clarifications. If the party or witness with whom the meeting was held does not respond within the time period 
designated for verification, objections to the accuracy of the summary will be deemed to have been waived, and no 



 

 
o Continuation/modification of supportive measures  
o Core advisor notification 
o Educational project 
o Fine 
o Loss of room selection privileges 
o 



 

 
Resolution Pool members. In cases involving an Employee Respondent



 

 
based on other grounds, the Appeal Decision-maker that hears the appeal can take the following actions: affirm the original 
decision; affirm the original decision of responsibility for some or all of the charges and change the sanction (sanction may be 
reduced or increased); reverse the original decision of responsibility for some or all of the charges and affirm or change the 
sanction (sanction may be reduced or increased); or remand the matter to the original hearing panel for further consideration.  
Upon remand, if the original hearing panel affirms its prior decisions regarding responsibility and sanctions, the Appeal Decision-
maker shall continue its review and render a decision on the original appeal(s). If the original hearing panel reverses or modifies its 
original decisions regarding responsibility and/or sanctions, each party shall have a right to appeal to the University Board on 
Discipline.  

Except in cases involving the discovery of new evidence, the Appeal Decision-maker may consider, as appropriate given the 
grounds for appeal, the hearing record, the appeal letter and response, and the decision and rationale of the hearing panel. In cases 
where the appeal is based in whole or in part on a claim of newly discovered evidence, the Appeal Decision-maker will first 
determine if the offered evidence was not known nor reasonably available at the time of the hearing and if it might impact the 
decision of responsibility or determination of sanction.  If the Appeal Decision-maker determines that the evidence was not known 
nor reasonably available at the time of the hearing and that it would change the decision of responsibility or determination of 
sanction, the Appeal Decision-maker will remand the case to the original hearing panel for review. Upon review, the original 
hearing panel will issue a new decision letter taking into account the newly discovered evidence. All decisions made by the appeal 
panel will be made based on the considerations as described above without a hearing. In cases where the appeal is based in whole 
or in part on a claim of conflict of interest or bias, the Appeal Decision-maker may require a new hearing with a different Decision-
maker. 

Appeal outcome. 

A Notice of Appeal Outcome letter (“Appeal Outcome”) will be sent to all Parties simultaneously. The Appeal Outcome will 
specify the finding on each appeal ground, any specific instructions for remand or reconsideration, all sanction(s) that may result 
which the University is permitted to share according to federal or state law, and the rationale supporting the essential findings to 
the extent the University is permitted to share under federal or state law.  

Written notification will be emailed to the Parties’ University-issued email or otherwise approved account. Once emailed, the 
Appeal Outcome will be presumptively delivered. 

Once an appeal is decided, the outcome is final and constitutes the Final Determination; further appeals are not permitted, even if a 
decision or sanction is changed on remand (except in the case of a new determination). When appeals result in no change to the 
finding or sanction, that decision is final. When an appeal results in a new finding or sanction, that finding or sanction can be 
appealed one final time on the grounds listed above and in accordance with these procedures.  

If a remand results in a new determination that is different from the appealed determination, that new determination can be 
appealed, once, on any of the four (4) available appeal grounds.  

Remedies 

Following the conclusion of the Resolution Process, and in addition to any sanctions implemented or Informal Resolution terms, 
the Title IX Coordinator may implement additional long-term remedies or actions with respect to the Parties and/or the University 
community that are intended to stop the discrimination, harassment, and/or retaliation, remedy the effects, and prevent recurrence. 
At the discretion of the Title IX Coordinator, certain long-term supportive measures may also be provided to the Parties even if no 
Policy violation is found. When no Policy violation is found, the Title IX Coordinator will address any remedies the University 
owes the Respondent to ensure no effective denial of educational access. The University will maintain the confidentiality of any 
long-term remedies/actions/measures, provided confidentiality does not impair the University’s ability to provide these services. 



 

 
If government laws or regulations change or court decisions alter the requirements in a way that impacts this document, this 
document will be construed to comply with the most recent government laws, regulations, or court holdings. The Title IX 
Coordinator or designee will be responsible for determining what adjustments need to be made to the policy or the process applied 
to comply with the most recent government laws, regulations, or court holdings. 

This document does not create legally enforceable protections beyond the protections of the background state and federal laws that 
frame such policies and codes, generally. 

This Policy is effective 08-01-2024. 

 

 

 

 

Aspects of this policy were adapted from ATIXA 2024 One Policy, One Process Model. 
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