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Institutional Values, Community Expectations, and Notice of Non-
Discrimination 

It is the policy of Occidental College (“Occidental” or the “College”) to maintain an environment 
for students, faculty, administrators, staff, and visitors that is free of all forms of discrimination 
and harassment. The College has enacted this Discrimination, Harassment, and Retaliation Policy 
(“
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• *+,$"(-+(): An individual who has been reported to have engaged in conduct that could 
constitute Prohibited Conduct. 

• .&/)01.&/)'+,: A complainant or respondent participating in a resolution process. 
• 2')(+,,: An individual who may have information relevant to a report of Prohibited 

Conduct. A witness may be a student, an employee, or a third party. 
 
For every report, the Civil Rights & Title IX Coordinator will review the circumstances of the 
reported conduct to determine whether the College has jurisdiction or disciplinary authority over 
the respondent or the conduct. In exercising jurisdiction over an Occidental-affiliated respondent 
for reported conduct that occurs off campus and that has no nexus to the College or a College-
related or sponsored education program or activity, the College’s ability to investigate and impose 
disciplinary action may be limited. In instances where the College does not have disciplinary 
authority over the respondent, the College will still take reasonably available steps to support a 
party through interim or supportive measures and will assist them in identifying external reporting 
mechanisms.  
 
This Policy applies to all Occidental community members, including students, faculty, 
administrators, staff, volunteers, vendors, contractors, visitors, and individuals regularly or 
temporarily employed, conducting business, studying, living, visiting, or having any official 
capacity with the College or on its property. The College strongly encourages reports of Prohibited 
Conduct regardless of who engaged in the conduct.  
 
This Policy applies to all on-campus conduct and some off-campus conduct, as described below. 
The College strongly encourages reports of Prohibited Conduct regardless of location. Even if the 
Policy does not apply to the conduct because of its location, the College, to the extent possible, 
will take prompt action to provide for the safety and well-being of the complainant and the broader 
campus community. 

• 3(4!&#$5,6!"(-57): Conduct that occurs on campus, including conduct which occurs on 
property owned or controlled by the College. 

• !"%%+8+6./"8/&#,: Conduct that occurs in the context of College employment or education 
programs or activities, including, but not limited to, Occidental study abroad or internship 
programs. 

• 3994!&#$5,6!"(-57): Conduct that occurs off-
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related activities. Allegations of discrimination or harassment involving speech must be carefully 
considered in light of students’ free speech rights under California law and the College’s 
commitment to academic freedom and free speech. As a protected right under California law, a 
currently enrolled student may not be subject to discipline on the basis of speech, unless that speech 
rises to a legal standard of being 5($/")+7)+-. 

Prohibited Conduct and Definitions 

In determining whether reported conduct violates this Policy, the College will consider the totality 
of the facts and circumstances involved in the incident, including the nature of the reported conduct 
and the context in which it occurred. This Policy prohibits the following forms of conduct, 
including attempts to commit the Prohibited Conduct defined below. 

Discrimination 
“Discrimination” can take two primary forms:  

:',$&/&)+6;/+&)#+()6:',7/'#'(&)'"(6
Disparate treatment discrimination is any unlawful distinction, preference, or detriment to an 
individual as compared to others that is based on an individual’s protected characteristic(s) and 
that: 1) excludes an individual from participation in; 2) denies the individual benefits of; 3) treats 
the individual differently in; or 4) otherwise adversely affects a term, condition, or benefit of an 
individual’s employment, education, living environment, or participation in a College program or 
activity.  

:',$&/&)+6<#$&7)6:',7/'#'(&)'"(6
Disparate impact discrimination occurs when there is sufficient evidence that policies or practices 
that are neutral on their face disproportionately exclude or adversely impact persons within a 
protected class, where the policies or practices are not: (1) job-related and consistent with business 
necessity (for employees) or (2) necessary to meet an important educational goal (for students). In 
determining whether a facially-neutral policy or practice has a disparate impact on a protected 
class, the College will consider whether there are alternative policies or practices that would meet 
the job requirements, business necessities, and/or education goals without resulting in disparate 
impact. 

Harassment 
“Harassment” can take two primary forms: 

=",)'%+6>(?'/"(#+()6=&/&,,#+()6
Harassment occurs when verbal, physical, written, electronic, or other conduct based on an 
individual’s protected characteristic(s) is sufficiently severe, persistent, or pervasive that it 
unreasonably interferes with, limits, or denies that individual’s ability to participate in or benefit 
from the College’s educational program or activity, employment access, benefits, or opportunities, 
or other College programs and activities (+@8@A6campus housing, official College list-servs, College-
sponsored platforms), when viewed from both a subjective and objective perspective.
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Requests for Confidentiality 
A person may desire to report Prohibited Conduct to the College but to maintain confidentiality; 
if so, the Civil Rights & Title IX Coordinator will evaluate such requests. Where a complainant 
requests that the complainant’s name or other identifiable information not be shared with the 
respondent or that no formal action be taken, the Civil Rights & Title IX Coordinator will balance 
the complainant’s request with its obligation to provide a safe and non-discriminatory environment 
for all College community members. In making this determination, the College may consider the 
seriousness of the conduct, the respective ages and roles of the complainant and respondent, 
whether there were additional complainants or potential respondents involved, whether a weapon 
was used, evidence of predation, and whether there have been other complaints or reports of 
harassment or misconduct against the respondent, among other factors. 
 
The College will take all reasonable steps to investigate and respond to a complaint consistent with 
the request for confidentiality or request not to pursue an investigation, but its ability to do so may 
be limited based on the nature of the request by the complainant. Where the College is unable to 
honor the request of the complainant, the Civil Rights & Title IX Coordinator will inform the 
complainant about the chosen course of action, which may include the College seeking disciplinary 
action against a respondent. Alternatively, the course of action may also include steps to limit the 
effects of the alleged harassment and prevent its recurrence that do not involve formal disciplinary 
action against a respondent or revealing the identity of the complainant. 

Responsible Employees 
A “Responsible Employee” includes any employee who: (1) has the authority to take action to 
redress the harassment or (2) has the duty to report to appropriate school officials discrimination, 
harassment, retaliation, or any other misconduct. All College employees who do not have legally 
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!/'#+6F"86
All higher education institutions that have campus police forces or security departments must 
maintain a daily crime log that includes entries for all crim
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FD.:6I"/)J+&,)6:'?','"(6
Available to respond to any reports of crime or violence, including Prohibited Conduct.  
3353 North San Fernando Road Los Angeles, CA 90065 
Front desk phone number: (323) 344-5701 

Campus Reporting Options
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Students will forward any reports involving potential Prohibited Conduct to the Civil 
Rights and Title IX Office. 
Berkus Hall 
www.oxy.edu/student-life/student-affairs/dean-students 
(323) 259-2661 

Anonymous Reporting 
Any individual may make an anonymous report concerning an act of Prohibited Conduct. An 
individual may report the incident without disclosing their name, identifying the respondent, or 
requesting any action. Depending on the extent of information available about the incident or the 
individuals involved, however, the College’s ability to respond to an anonymous report may be 
limited. The Anonymous Reporting Form can be found at: 
www.oxy.edu/civil-rights-title-ix.  
 
The Civil Rights & Title IX Coordinator will receive the anonymous report and will determine any 
appropriate steps, including individual or community remedies as appropriate, and in consultation 
with the Clery Team, compliance with all Clery Act obligations. 

Reporting to External Agencies 
In addition to reporting to law enforcement or the College, students, faculty, and staff should be 
aware of the following external governmental agencies that investigate and prosecute complaints 
of prohibited discrimination and harassment: 

."%'706D$$%'7&)'"(6&(-6!"#$%'&(7+6M')J6N+-+/&%6F&M6
Inquiries or complaints concerning the College’s application of this Policy and/or 
compliance with certain federal laws (+@8@, Title IX, Title VI, Section 504, the ADA, and 
the Age Act) may be referred to the U.S. Department of Education’s Office for Civil Rights. 

U.S. Department of Education Office for Civil Rights, San Francisco  
United Nations Plaza, Suite 50 
San Francisco, California 94102  
(415) 486-5555  
www2.ed.gov/about/offices/list/ocr/index.html 

>#$%"0#+()6:',7/'#'(&)'"(6"/6=&/&,,#+()6
Any employee may pursue any charge of discrimination or harassment with the California 
Department of Fair Employment and Housing (“DFEH”) or the federal Equal Opportunity 
Employment Commission (“EEOC”). It is unlawful to retaliate against any employee for 
opposing the practices prohibited by the California Fair Employment and Housing Act or 
comparable federal law or for filing a complaint with, or for otherwise participating in an 
investigation, proceeding, or hearing conducted by the DFEH or EEOC. 
 
Any employee may pursue any charge of discrimination or harassment with the California 
Department of Fair Employment and Housing (“DFEH”). 

California Department of Fair Employment and Housing 
320 West 4th Street 
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Los Angeles, California 90013 
(213) 439-6799  
www.dfeh.ca.gov 

 
Any employee may pursue any charge of discrimination or harassment with the federal 
Equal Opportunity Employment Commission (“EEOC”). 

Equal Opportunity Employment Commission 
255 East Temple Street,  
Los Angeles, California 90012 
(213) 894-1000 
www.eeoc.gov 

 
The Bureau for Private Postsecondary Education accepts all types of complaints related to 
the College and may refer any complaint it receives including complaints related to 
institutional policies or procedures, or both, to the College, an accrediting agency, or 
another appropriate entity for resolution.  

Bureau for Private Postsecondary Education  
2535 Capitol Oaks Drive, Suite 400  
Sacramento, CA 95833 
(916) 431-6924  
www.bppe.ca.gov 

Other Reporting Considerations 

;'#+%'(+,,6&(-6F"7&)'"(6"96<(7'-+()6
Complainants and third-party witnesses are encouraged to report Prohibited Conduct as soon as 
possible in order to maximize the College’s ability to respond promptly and effectively. The 
College does not, however, limit the time frame for reporting. If the respondent is not a member 
of the Occidental community, the College will still take steps to provide for the safety and well-
being of the complainant and the broader campus community and to address the effects of the 
reported conduct. But the College’s ability to take disciplinary action against the respondent may, 
of course, be limited. An incident does not have to occur on campus to be reported to the College.  

D#(+,)069"/6D%7"J"%6"/63)J+/6:/586O,+6"/63)J+/6!"(-57)6P'"%&)'"(,6
The College strongly encourages the reporting of Prohibited Conduct under this Policy. It is in the 
best interest of this community that as many complainants as possible choose to report to college 
officials and that participants in the grievance process are forthright in sharing information. When 
a student who participates in the procedures described in this Policy (as a complainant, respondent, 
or third-party witness) would otherwise be subject to disciplinary action by the College for 
personal consumption of alcohol or drugs or other violations of the conduct policy (not including 
this Policy or the Academic Integrity Commitment) at or near the time of the incident, the College 
will consider their participation in this Policy as a substantial mitigating factor, provided that any 
such violations did not and do not place the health or safety of any other person at risk. The College 
may, however, initiate an educational discussion or pursue other educational remedies with the 
student regarding alcohol or other drugs.  
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!""/-'(&)'"(6M')J6F&M6>(9"/7+#+()6
The College strongly encourages complainants to pursue criminal action for incidents of 
discrimination that may also be crimes under California law. The College will assist a complainant 
in making a criminal report and cooperate with law enforcement agencies if a complainant decides 
to pursue the criminal process to the extent permitted by law. The College’s Policy, definitions, 
and burden of proof may differ from California criminal law. A complainant may seek recourse 
under this Policy and/or pursue criminal action. Neither law enforcement’s determination whether 
or not to prosecute a respondent, nor the outcome of any criminal prosecution, are determinative 
of whether a violation of this Policy has occurred. 
 
Proceedings under this Policy may be carried out prior to, simultaneously with, or following civil 
or criminal proceedings off campus. The College may not delay conducting its own investigation 
unless specifically requested by the law enforcement (e.g., LAPD). In the event of such a specific 
request, the College will defer its investigation only during the time that law enforcement is 
gathering evidence, which should not exceed ten days absent extenuating circumstances. The 
College will nevertheless communicate with the complainant and respondent (if appropriate) 
regarding rights, procedural options, and the implementation of supportive measures to assure 
safety and well- being. The College will promptly resume fact-gathering as soon as it is informed 
that law enforcement has completed its initial investigation. 

N&%,+6*+$"/),6
The College takes the accuracy of information very seriously, as a report of Prohibited Conduct 
may have severe consequences. A good-faith complaint that results in a finding of no responsibility 
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Education and Housing Services will be informed of the need to assist with a housing change as 
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Steward-Cleland Hall Lower Lounge 
survivoradvocate@oxy.edu  
(323) 259-4750 

399'7+69"/6*+%'8'"5,6T6L$'/')5&%6F'9+6
Provides spiritual guidance to students, faculty, and staff in the context of ordained clergy, 
confidential support. 
Herrick Interfaith Center 
www.oxy.edu/student-life/resources-support/orsl 
(323) 259-2621 

>#$%"0++6D,,',)&(7+6./"8/&#6
Occidental College’s Employee Assistance Program (EAP) is designed to help maximize 
employees’ health and effectiveness at home and at work. Administered by Ability Assist 
by Hartford, the EAP offers employees confidential, personal support for a wide range of 
issues, from everyday concerns to serious problems. The Employee Assistance Program is 
available to employees and their family members at no cost. 
www.guidanceresources.com 
(800) 96-
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Initial Assessment 
After receiving a report of Prohibited Conduct, the Civil Rights and Title IX Office will gather 
information about the reported conduct and respond to any immediate health or safety concerns 
raised by the report. The Civil Rights and Title IX Office will assess the complainant’s safety and 
well-being, offer the College’s immediate support and assistance, and assess the nature and 
circumstances of the report to determine whether the reported conduct raises a potential Policy 
violation, whether the reported conduct is within the scope of this Policy, and the appropriate 
manner of resolution under this Policy. As part of the initial assessment, the Civil Rights and Title 
IX Office will: 

• assess the nature and circumstances of the report;  

• 
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• Proceed with the Adaptable Resolution process as outlined in Appendix B. This will always 
require the consent of the complainant. The consent of the respondent is also required when 
the form of resolution involves the respondent. 

• If outside the scope of this Policy, refer the matter to another appropriate office, committee, 
or department for resolution under the relevant policy.  

• Close the report with the option to re-open it at another time if the complainant requests 
resolution or if the College subsequently determines there is a need to further investigate 
the alleged misconduct.  

Requests for Confidentiality, Not to Investigate, or Not to Discipline 
A complainant may request that their name or other personally identifiable information not be 
shared with a respondent, that no investigation be pursued, or that no disciplinary action be taken. 
In these instances, before taking any further investigative steps, a member of the Civil Rights and 
Title IX Office will discuss any concerns with the complainant and seek to address and remedy 
barriers to reporting and/or participation based upon concerns about retaliation or other lack of 
clarity in understanding procedural options and potential outcomes. In reaching a determination 
on whether to honor a complainant’s request for confidentiality or no investigation or discipline, 
the Civil Rights & Title IX Coordinator will balance the complainant’s request against the 
following factors:  
 

• the totality of the known circumstances;  
• the nature and scope 
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The Civil Rights & Title IX Coordinator will consider what steps may be possible or appropriate 
when a respondent is unknown or the complainant requests anonymity, and what other measures 
or remedies might be considered to address any effects of the reported behavior on the campus 
community. The Civil Rights & Title IX Coordinator will make a determination regarding the 
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Handbook, or Staff Handbook, the College will have the right, within its sole discretion, to 
consolidate those other allegations within one investigation and/or hearing.  
 
 <()+/&7)'"(6M')J6V/'+?&(7+6./"7+-5/+,6O(-+/6!"%%+7)'?+6W&/8&'('(86D8/++#+(), 

If a unio
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death, illness, or other excusable circumstances;  (2) the unavailability of a party because of death, 
illness, or other excusable circumstances;  (3) the unavailability of an advisor because of death, 
illness, or other excusable circumstances; (4) concurrent law enforcement activity; and (5) the need 
for language assistance or accommodation of disabilities. Although reasonable attempts will be 
made to schedule proceedings consistent with an advisor’s availability, the process will not be 
delayed to schedule the proceedings at the convenience of the advisor. The complainant and 
respondent will be notified in writing of any extension, the reasons for it, and projected new 
timelines.  

./+,5#$)'"(6"96I"(4*+,$"(,'E'%')06
The decision to proceed with an investigation is not a determination that the respondent has 
engaged in the conduct as alleged. The respondent is presumed not responsible for the conduct that 
is the subject of the investigation, unless and until a decision of responsibility has been made upon 
the completion of the investigation process. 

*+,$"(-+()Y,6./'"/6!"(-57)6=',)"/06
Where there is evidence of a pattern of conduct similar in nature by the respondent, either prior, 
or subsequent, to the conduct in question, this information may be deemed relevant and probative 
to the decision-maker’s determination of responsibility, and/or the determination of sanction. The 
Civil Rights & Title IX Coordinator will make a determination of relevance based on an 
assessment of whether the previous incident was substantially similar to the conduct cited in the 
report and indicates a pattern of behavior and the College, through the Civil Rights & Title IX 
Coordinator, may choose to provide this information to the Investigator or Decision-Maker, with 
appropriate notice to the parties. The Civil Rights & Title IX Coordinator will assess the relevance 
of this information and determine if it is appropriate for inclusion in the investigation report. 

D-?',"/6
Throughout any investigation or resolution, each party has the right to consult with an advisor of 
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<()+8/')06"96./"7++-'(86
These procedures are entirely administrative in nature and are not considered legal proceedings, 
but rather procedures designed to address policy violations. No party may audio or video record 
the proceedings.  

*+7"/-6*+)+()'"(6
The Civil Rights & Title IX Coordinator will retain records of all reports and complaints, 
regardless of whether the matter is resolved by means of Initial Assessment, Adaptable Resolution 
or Disciplinary Resolution. Complaints resolved by means of an Initial Assessment or Adaptable 
Resolution are not part of a student’s conduct file or academic record. Affirmative findings of 
responsibility in matters resolved through Disciplinary Resolution are part of a student’s conduct 
record. Such records will be used in reviewing any further conduct, or developing sanctions, and 
will remain a part of a student’s conduct record. In addition to records kept by the Civil Rights & 
Title IX Coordinator, the conduct files of students who have been suspended or expelled from the 
College are maintained in the Dean of Students Office indefinitely. Conduct files of students who 
have not been suspended or expelled are maintained in the Dean of Students Office for no fewer 
than seven years from the date of the incident. For faculty or staff respondents, ce
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Appendix A: Disciplinary Resolution Procedures 

Appendix A outlines the disciplinary resolution procedures the College follows in resolving a 
grievance that a person has been subjected to Prohibited Conduct by a student, administrator, staff 
member, or faculty member in violation of the College’s Discrimination, Harassment, and 
Retaliation Policy. 

Notice of Investigation  
If (1) the Civil Rights & Title IX Coordinator determines that the complainant’s report must 
proceed through Disciplinary Resolution; (2) either the complainant or respondent declines to 
pursue Adaptable Resolution; or (3) either the complainant or respondent fails to respond to the 
Civil Rights & Title IX Coordinator’s inquiry regarding Adaptable Resolution, the Civil Rights & 
Title IX Coordinator will notify both parties, in writing, that the complaint will proceed through 
Disciplinary Resolution. The Civil Rights & Title IX Coordinator’s written notification to the 
respondent and complainant will include: 

• The complainant’s name; 

• Nature of the complaint; 
• Specific policy violations alleged (e.g., discrimination on the basis of race, harassment on 

the basis of religion, retaliation); 
• Date(s) of alleged policy violation(s); 
• Location(s) of alleged policy violation(s); 

• 
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• An overview of the procedural options and process, including Adaptable Resolution and 
Disciplinary Resolution. 

• Explain that the student has a right to an advisor of their choice during the process and 
provide a list of College employees trained as advisors upon request. 

• The College’s alcohol and drug amnesty policy. 
• The College’s policy prohibiting retaliation. 

 
Concurrently, the Civil Rights & Title IX Coordinator will select a trained internal or external 
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Preliminary Report 
The Investigator will prepare a Preliminary Report summarizing all the evidence gathered that is 
directly related to the allegation(s). This will include both inculpatory and exculpatory evidence. 
Where applicable, the report will have attached as appendices the testimonial and documentary 
evidence from the investigation. The Investigator will provide each party the opportunity to review 
the Preliminary Report and will make it available to them in a secure manner (e.g. by providing 
view-only access to hard copy materials or through a view-only web portal). Neither the 
complainant nor the respondent nor any of their advisors or third parties may copy, remove, 
photograph, print, image, record, or otherwise duplicate or remove the information provided. Any 
student or employee who fails to abide by this may be subject to discipline. Any advisor who fails 
to abide by this may be subject to discipline and/or may be excluded from further participation in 
the process.  
 
The parties may provide a written response to the Preliminary Report within ten (10) business days 
of being notified of their opportunity to review the Preliminary Report. The parties’ written 
response(s) may include, without limitation, requests for follow-up interview(s) to clarify or 
provide additional information, requests to consider new evidence, and written, relevant questions 
that a party would like the Investigator to ask of any party or witness (at the discretion of the 
Investigator). Any request for additional investigation shall explain the reason for the request. The 
Investigator will consider any written response(s) provided in preparing the Final Report and may 
conduct additional investigation consistent with the procedures outlined above, as the Investigator 
deems necessary based on the parties’ response(s), if any. If the Investigator conducts additional 
investigation based on the parties’ written responses, any new, relevant evidence (including 
answers to clarifying questions) will be made available for revie
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Coordinator has confirmed that the Final Report is complete, the Civil Rights & Title IX 
Coordinator will provide a copy of the Final Report to the parties in a secure manner.  

Appeals  
Appeals of a determination regarding responsibility may be filed by either party and must be sent 
to the Civil Rights & Title IX Coordinator within five (5) business days of receipt of the Final 
Report. Appeals may only be made 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 Final Report was issued, and that could affect the outcome of the matter; or (3) conflict of 
interest or bias on the part of the Investigator.  
 
When an appeal is filed, the other party will be notified, in writing, and will then have five (5) 
business days to respond to the appeal. Any party’s decision not to submit a reply to an appeal is 
not evidence that the non-appealing party agreed with the appeal. The appeals process is 
documentary only, and no hearing is held. The Civil Rights & Title IX Coordinator will appoint 
the Appeal Officer from a member of the trained Appeal Panel and will notify the parties of that 
appointment in writing. The Appeal Officer will not have any actual conflict of interest or bias, 
and cannot be the Investigator or the Civil Rights & Title IX Coordinator. The parties will have 
five (5) business days to object to the Appeal Officer’s selection on the basis of bias or conflict of 
interest. Any objection is to be in writing and sent to the Civil Rights & Title IX Coordinator. 
Should the Civil Rights & Title IX Coordinator determine that there is a bias or conflict of interest, 
the Civil Rights & Title IX Coordinator will remove the appeals officer and appoint another. The 
Appeal Officer will determine whether any grounds for the appeal are substantiated. The Appeal 
Officer may deny the appeal, stating the grounds for denial in writing; or if one or more of the 
appeal grounds have been met, may return the case to the Investigator or Civil Rights & Title IX 
Coordinator for reconsideration. The parties will generally be notified in writing of the outcome 
of the appeal within ten (10) business days of receipt of the non-appealing party’s response 
statement. The Appeal Officer’s decision is final and is not subject to appeal. 

Sanctions 
Where the Investigator concludes that a violation of this Policy has occurred, the appropriate 
College officers will take prompt and appropriate remedial action, including disciplinary action, 
as described in Appendix C 
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Appendix B: Adaptable Resolution Procedures 

Adaptable resolution is a voluntary, remedies-based, structured interaction between or among 
affected parties that balances support and accountability without taking formal disciplinary action 
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Adaptable Resolution Options 
The 
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Adaptable Remedies or Interventions for the College Community 
In addition to interventions applied to the respondent, and regardless of whether the College 
pursues an Disciplinary Resolution or takes other formal disciplinary action, the Civil Rights & 
Title IX Coordinator may find it helpful or necessary to request or require the respondent or others 
to undertake specific steps designed to eliminate the misconduct, prevent its recurrence, and/or 
remedy its effects. Examples include, but are not limited to, the following: 

• Requesting or requiring a College entity to provide training for its staff or members; 
• Requesting or requiring the respondent to receive training; 

• Continuing any of the protective and supportive measures previously established; 
• 

!
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Appendix C: Student Sanctioning Procedures 

If a report proceeds through Disciplinary Resolution and the respondent is found responsible for 
one or more violations of the College’s antidiscrimination policies, the College will issue sanctions 
commensurate with the violation(s). The Civil Rights & Title IX Coordinator will designate three 
trained staff or faculty members to serve on a three-person panel (“Review Panel”) to determine 
sanctions. The Civil Rights & Title IX Coordinator will notify the parties, in writing, of the name 
of the designated Review Panelists at least five (5) business days prior to the hearing. The parties 
will have three (3) business days to object to any Review Panelist on the basis of actual bias or 
conflict of interest. If any party objects, the Civil Rights & Title IX Coordinator will evaluate 
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The Civil Rights & Title IX Coordinator also has the discretion to review any interim protective 
or remedial measures to determine whether they should be changed or are no longer applicable. 
The Review Panel will issue a determination on sanctions and the parties will receive notice of the 
determination within five (5) business days of the Review Panel’s receipt of all materials in the 
case.  
 
Any one or more of the sanctions listed here may be imposed on a respondent who is found 
responsible for a violation of the College’s Policy. Sanctions are assessed in response to the 
specific violation(s) and any prior discipline history of the respondent. Sanctions are effective 
immediately. If the respondent appeals the findings contained in the Final Report, the sanctions 
will continue in effect during the appeal. The sanctions may be lifted only if, as a result of the final 
outcome of the appeal, the respondent is found not responsible for one or more of the original 
policy violations submitted to the Review Panel. 
 
List of Possible Sanctions 
Any one or more of the sanctions listed below may be imposed on a respondent who is found 
responsible for a violation of the College’s Discrimination, Harassment, and Retaliation Policy. 
Sanctions not listed here may be imposed in cilu Cey ieuCCC ieu
Cey ig VmCCem m q@ “ iSu Vey i u Vpy ey ig VmCCem m q@ “ iSu Vey i u Vpy eireu Ceey  ey Eced iiu CeyfCey,i2u ) qP Xq 9eu
Ceyx C C Ceyx myeyxpd pNfefmxE /* vq pC C C pCc ipC N u VpCN q* ,qqy m q@
“rovu CeyfCe ilu Ceypy eireub iy u cecVey i u V ieu Ceypy 

Civil d ii iRiu Cey ightu Cey isu VCey i d ii i&u Cey i u ) qP Xq 9 q Ceyx C C Ceyx myeyxpd pNfefmxE
/* vq pC C C pC ypCpccyE q* ,qqy m q@ “ iTu Cey iiu CeyVey i u  ilu Ceyibeu
Cey  iIXu VCey  iCoordiu Cey incu Cey itu Cey  iru ) qP Xq 9 q Ceyx C C Ceyx myeyxpd pNfefmxE
/* vq pC C C pc
VcdfEf u ccyE q* ,qqy m qy
i. u qL Xq 9
q Ceyx C C Ceyx myeyxpd pNfefmxE
/* vq pC C C pcNNcdfEf u ccyE q* ,qqy m qypy u qL Xq 9
q Ceyx C C Ceyx myeyxpd pNfefmxE
/* vq pC C C pxmyCCcxpCN q* ,meyx m q@ “1s i2u VCeyI iplu VCey icVceVpf1 io2u
VCey i2u VCeyp iitu Ceyuitu CeypaCu Cey9y 
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its transcripts and degrees or to deny a student participation in graduation ceremonies and 
privileged events. 
*+#"?&%69/"#6!&#$5,6="5,'(8Q Students may be removed from College housing and/or 
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Appendix D: Faculty or Staff Member Sanctioning Procedures 

If the respondent is found responsible for a violation of the College’s Discrimination, Harassment, 
and Retaliation Policy, the Disciplinary Resolution process concludes with the imposition of 
discipline. If the respondent is found not to have violated any policy, the Disciplinary Resolution 
has concluded. If, however, the respondent is found not to have violated the Discrimination, 
Harassment, and Retaliation Policy, but is found to have engaged in inappropriate or 
unprofessional conduct which violates the College’s Standards of Conduct and Performance 
policy, the appropriate College officers will take prompt and appropriate remedial action, 
including disciplinary action, limited to the actions set forth below.  

*+#+-'+,6
Remedies may include but are not limited to offering to remove the complainant or the respondent 
from a hostile environment; changes in classes; changes in residence arrangements; changes in 
schedules or work hours; changes in work assignment/location; a “no contact” order. 

:',7'$%'(+6
Persons who violate one or more of the College’s antidiscrimination policies will be disciplined. 
The particular form of discipline will depend on the nature of the offense. Such discipline will be 
imposed consistently with any and all applicable College rules, policies and procedures. A person 
against whom such discipline is imposed will have any rights to contest the imposition of discipline 
as may otherwise exist under applicable College rules, policies, or procedures. 
 
If there is a violation of this Policy, discipline against a staff member or administrator will be 
imposed by the Operative Vice President in consultation with the Director of Human Resources or 
the Civil Rights & Title IX Coordinator. In the event that the Operative Vice President is the 
respondent in the case, the President of the College will consult with the Director of Human 
Resources or the Civil Rights & Title IX Coordinator if there is a violation of this Policy. The 
Operative Vice President has the discretion to implement a variety of disciplinary actions. The 
Civil Rights & Title IX Coordinator will notify the parties of the disciplinary actions within five 
(5) business days of receipt of the Operative Vice President’s Decision.  Discipline against a 
faculty member will be imposed in accordance with the disciplinary procedures in the Faculty 
Handbook as set forth below (for Tenured and Tenure-Track Faculty) or applicable collective 
bargaining agreement (for Non-Tenure Track Faculty). 
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Possible disciplinary actions for Non-Tenure Track Faculty and staff include, but are not limited 
to the following actions, which will be imposed in a manner that is consistent with the discipline 
and discharge provisions of any applicable collective bargaining agreement:  

Warning: Verbal Notice, with documentation in the personnel file, that continuation or 
repetition of Prohibited Conduct may be cause for additional disciplinary action.  
Reprimand: 
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violated the Policy. The parties will have the opportunity to submit an Impact Statement to 
the Hearing Committee, and the Hearing Committee will review the parties’ Impact 
Statements, and all other materials in the case (redacted as necessary and appropriate), 
including the Final Report and attached appendices, in assessing the appropriate sanction.  

The Hearing Committee’s review is documentary only and no hearing is held. Following 
standard practice, the Civil Rights & Title IX Coordinator will be available throughout 
deliberations to address questions about the Policy and related procedures. Any decision to 
warn, reprimand, or dismiss a faculty member requires a two-thirds majority of the 
members conducting the hearing, 


