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1. Glossary

 • Advisor means a person chosen by a party or appointed by the University to accompany the party to 
meetings related to the resolution process, to advise the party on that process, and to conduct cross-
examination for the party at the hearing, if any.

 • Complainant means an individual who is alleged to be the victim of conduct that could 
constitute harassment or discrimination based on a protected class; or retaliation for engaging 
in a protected activity.

 • Complaint (formal) means a document submitted or signed by a Complainant or signed by the Title 
IX Coordinator alleging harassment or discrimination based on a protected class or retaliation for 
engaging in a protected activity against a Respondent and requesting that the University investigate 
the allegation.

 • Confidential Resource means an employee who is not a Mandated Reporter of notice of harassment, 
discrimination, and/or retaliation. These same resources, however, may have obligations under either 
federal or state law to report certain information. For contacts of confidential reports, see page 26. 

 • Day means a business day when the University is in normal operation.

 • Directly Related Evidence is evidence connected to the complaint, but is neither inculpatory (tending to 
prove a violation) nor exculpatory (tending to disprove a violation) and will not be relied upon by the 
investigation report.

 • Education program or activity means locations, events, or circumstances where University exercises 
substantial control over both the Respondent and the context in which the sexual harassment or 
discrimination occurs and also includes any building owned or controlled by a student organization 
that is officially recognized by the University.

 • 
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 • Notice means that an employee, student, or third-party informs the Title IX Coordinator or other Official 
with Authority of the alleged occurrence of harassing, discriminatory, and/or retaliatory conduct. 

 • Official with Authority (OWA) means an employee of the University explicitly vested with the 
responsibility to implement corrective measures for harassment, discrimination, and/or retaliation on 
behalf of the University. 

 • Parties include the Complainant(s) and Respondent(s), collectively.

 • Relevant Evidence is evidence that tends to prove or disprove an issue in the complaint.

 • Remedies are post-finding actions directed to the Complainant and/or the community as mechanisms 
to address safety, prevent recurrence, and restore access to the University’s educational program.

 • Respondent means an individual who has been reported to be the perpetrator of conduct that could 
constitute harassment or discrimination based on a protected class; or retaliation for engaging in a 
protected activity.

 • Resolution means the result of an informal or Formal Grievance Process.

 • Sanction means a consequence imposed by the University on a Respondent who is found to have 
violated this policy.

 • Sexual Harassment is the umbrella category including the offenses of sexual harassment, sexual assault, 
stalking, and dating violence and domestic violence. See Section 17.b., for greater detail.

 • Title IX Coordinator is at least one official designated by the University to ensure compliance with Title 
IX and the University’s Title IX program. References to the Coordinator throughout this policy may 
also encompass a designee of the Coordinator for specific tasks.

 • Title IX Team refers to the Title IX Coordinator, any deputy coordinators, and any member of the 
Grievance Process Pool.

2. Applicable Scope

The Title IX Sexual Harassment Policy shall address complaints of Sexual Harassment as defined by the 
U.S. Department of Education under Title IX of the Education Amendments Act of 1972, and this process 
shall be limited by, among other things, conduct that occurs within the United States and conduct that 
occurs within the University’s education program or activity (a concept further defined and discussed below) 
(hereinafter Process A, i.e. Title IX Sexual Harassment). 

All students, faculty, staff, affiliates and others participating in University programs and activities in the 
United States are subject to this Process A. The Title IX regulations define “sexual harassment” to include 
three types of misconduct on the basis of sex which jeopardize the equal access to education that Title IX 
is designed to protect. These types of misconduct include: any instance of quid pro quo harassment by a 
University employee; any conduct on the basis of sex that in the view of a reasonable person is so severe and 
pervasive and objectively offensive that it effectively denies a person equal access to a University education 
program or activity; and any instance of sexual assault, dating violence, domestic violence, or stalking 
Complaints of other Sexual Misconduct not falling under the narrowed definition of Sexual Harassment 
under Title IX, shall be addressed by the Title IX Office through Process B, Sexual Misconduct (k). 

When a complaint of discrimination on the basis of sex is received by the Title IX Co-Coordinator or OWA, 
the Title IX Co-Coordinator shall make the determination as to whether the incident shall be resolved 
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5. Administrative Contact Information

mailto:OCR@ed.gov
http://www.ed.gov/ocr
mailto:OCR.SanFrancisco@ed.gov
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Any person who believes an organization has violated HIPAA (Health Insurance Portability and 
Accountability Act) may file a complaint by contacting: 

https://www.hhs.gov/hipaa/filing-a-complaint/index.html
mailto:ocrmail@hhs.gov
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6. Notice/Complaints of Discrimination, Harassment, and/or Retaliation

Notice or complaints of discrimination, harassment, and/or retaliation may be made using any of the 
following options:

 1) File a complaint with, or give verbal notice to, the Title IX Coordinator or deputy/deputies/Officials 
with Authority.

Title IX Coordinator
Dr. Joshua Arnold
Title IX Coordinator
Student Affairs - 1st Floor Lawson Fulton Student Center
2500 E. Nutwood Ave, Fullerton, CA, 92831
714-879-3901 ext. 1211 | jarnold@hiu.edu

Deputy Coordinators
John Turek
Director of Athletics
Athletics - 2nd Floor Lawson Fulton Student Center
714-879-3901 ext. 5400 | jturek@hiu.edu

Esperanza Free
Human Resource Director
Business Office - Nutwood East 
714-879-3901 ext. 2281 | efree@hiu.edu

Such a report may be made at any time (including during non-business hours) by using the telephone 
number or email address, or by mail to the office address, listed for the Title IX Coordinator or any 
other official listed.
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described in this section. As used in this paragraph, the phrase “document filed by a Complainant” means 
a document or electronic submission (such as by electronic mail) that contains the Complainant’s physical 
or digital signature, or otherwise indicates that the Complainant is the person filing the complaint, and 
requests that the University investigate the allegations.

If notice is submitted in a form that does not meet this standard, the Title IX Coordinator will contact the 
Complainant to ensure that it is filed correctly.

7. Obtaining Help and Support

When feasible, The University will enter into memoranda of understanding, agreements, or collaborative 
partnerships with on-campus and community-based organizations to assist and/or provide services to 
Complainants and Respondents. This includes referrals and services related to counseling, health, mental 
health, advocacy, and legal resources. For more information, please contact the Title IX Coordinator or 
pick up a Title IX or VAWA brochure located in most common areas around campus.

8. Prevention and Outreach Programs

Hope International University offers prevention and education programs in an effort to address and 
prevent sex offenses including sexual assault, domestic violence, dating violence and stalking within the 
University community. Programming consists of primary prevention and awareness programs for all 
incoming students and new employees and ongoing awareness and prevention campaigns for students and 
employees that:

 • Provides an overview of the Annual Security report in compliance with the Clery Act. 

 • Provides information on risk reduction so that students and employees may recognize warning signs 
of abusive behavior and how to avoid potential attacks.

 • Provide safe and positive options for bystanders’ intervention.

 • Defines what behavior and action constitutes domestic violence, dating violence, sexual assault 
and stalking. 

 • Identifies domestic violence, dating violence, sexual assault and stalking ads prohibited conduct. 

Educational programs include:

 • Bystander training to reduce power-based personal violence on campus by teaching students to 
recognize warning signs of abuse and provide them with safe and effective options for intervening.

 • Student Leadership Training - All student leaders are required to attend a two-day student leadership 
training time entitled “Synergy”. Students are provided with practical information to help them aid 
fellow students in reducing the risk of sexual assault and violence in a social setting. 

 • Student Orientation - During fall and spring orientation Student Affairs personnel address the issues 
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academic/occupational impact on the parties as possible. The University will implement measures in a way 
that does not unreasonably burden the other party.

These actions may include, but are not limited to:

 • Referral to counseling, medical, and/or other healthcare services

 • Referral to law enforcement

 • Referral to the Employee Assistance Program

 • Referral to community-based service providers

 • Visa and immigration assistance

 • Student financial aid counseling

 • Altering campus housing assignment(s)

 • Altering work arrangements for employees or student-employees

 • 



12



13

12. Privacy

Every effort is made by the University to preserve the privacy of reports.3 The University will not share the 
identity of any individual who has made a report or complaint of harassment, discrimination, or retaliation; 
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13. Jurisdiction of the University

This policy applies to the education program and activities of the University, to conduct that takes place 
on the campus or on property owned or controlled by the University, at University-sponsored events, or in 



15

14. Time Limits on Reporting

There is no time limitation on providing notice/complaints to the Title IX Coordinator. 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 notice/complaints significantly impacted by the passage of time (including, but not limited to, 
the rescission or revision of policy) is at the discretion of the Title IX Coordinator, who may document 
allegations for future reference, offer supportive measures and/or remedies, and/or engage in informal or 
formal action, as appropriate.

When notice/complaint is affected by significant time delay, the University will typically apply the policy 
in place at the time of the alleged misconduct and the procedures in place at the time of notice/complaint.

15. Online Harassment and Misconduct

The policies of University are written and interpreted broadly to include online manifestations of any of the 
behaviors prohibited below, when those behaviors occur in or have an effect on the University’s education 
program and activities or use University networks, technology, or equipment.

Although University may not control websites, social media, and other venues in which harassing 
communications are made, when such communications are reported to University, it will engage in a 
variety of means to address and mitigate the effects.

Members of the community are encouraged to be good digital citizens and to refrain from online 
misconduct, such as feeding anonymous gossip sites, sharing inappropriate content via social media, 
unwelcome sexual or sex-based messaging, distributing or threatening to distribute revenge pornography, 
breaches of privacy, or otherwise using the ease of transmission and/or anonymity of the Internet or other 
technology to harm another member of the University community.

Any online posting or other electronic communication by students, including cyber-bullying, cyber-
stalking, cyber-harassment, etc., occurring completely outside of the University’s control (e.g., not on 
University networks, websites, or between University email accounts) will only be subject to this policy when 
such online conduct can be shown to cause a substantial in-program disruption or infringement on the 
rights of others.

Otherwise, such communications are considered speech protected by the First Amendment. Supportive 
measures for Complainants will be provided, but protected speech cannot legally be subjected to discipline.
Off-campus harassing speech by employees, whether online or in person, may be regulated by the University 
only when such speech is made in an employee’s official or work-related capacity.
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16. Policy on Nondiscrimination

The University adheres to all federal and state civil rights laws and regulations prohibiting discrimination 
in private institutions of higher education.

The University does not discriminate against any employee, applicant for employment, student, or applicant 
for admission on the basis of:

 • Race,

 • Religion,

 • Hearing status,

 • Personal appearance

 • Color,

 • Sex,

 • Pregnancy (including childbirth, breastfeeding, and related medical conditions),

 • Political affiliation,

 • Source of income,

 • Place of business,

 • Residence,

 • Religion4,

 • Creed,

 • Ethnicity,

 • National origin (including ancestry),

 • 
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 • Veteran or military status (including disabled veteran, recently separated veteran, active duty wartime or 
campaign badge veteran, and Armed Forces Service Medal veteran),

 • Medical condition (including cancer),

 • Predisposing genetic characteristics,

 • Domestic violence victim status,

 • Height,

 • Weight

 • or any other protected category under applicable local, state, or federal law, including protections for 
those opposing discrimination or participating in any grievance process on campus, with the Equal 
Employment Opportunity Commission, or other human rights agencies.

This policy covers nondiscrimination in both employment and access to educational opportunities. 
Therefore, any member of the University community whose acts deny, deprive, or limit the educational 
or employment or residential and/or social access, benefits, and/or opportunities of any member of the 
University community, guest, or visitor on the basis of that person’s actual or perceived membership in the 
protected classes listed above is in violation of the University policy on nondiscrimination.

When brought to the attention of the University, any such discrimination will be promptly and fairly 
addressed and remedied by the University according to the appropriate grievance process described below.

17. Policy on Disability Discrimination and Accommodation

The University is committed to full compliance with the Americans With Disabilities Act of 1990 (ADA), 
as amended, and Section 504 of the Rehabilitation Act of 1973, which prohibit discrimination against 
qualified persons with disabilities, as well as other federal and state laws and regulations pertaining to 
individuals with disabilities.

Under the ADA and its amendments, a person has a disability if they have a physical or mental impairment 
that substantially limits a major life activity.
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Grievances related to disability status and/or accommodations will be addressed using the procedures below:

 a. Students with Disabilities

  The University is committed to providing qualified students with disabilities with reasonable 
accommodations and support needed to ensure equal access to the academic programs, facilities, and 
activities of the University.

  All accommodations are made on an individualized basis. A student requesting any accommodation 
should first contact the Vice President of Student Affairs, who coordinates services for students with 
disabilities.

  The Vice President of Student Affairs reviews documentation provided by the student and, in 
consultation with the student, determines which accommodations are appropriate for the student’s 
particular needs and academic program(s) in accordance with University’s applicable policies.

 b. Employees with Disabilities

  Pursuant to the ADA, University will provide reasonable accommodation(s) to all qualified employees 
with known disabilities when their disability affects the performance of their essential job functions, 
except when doing so would be unduly disruptive or would result in undue hardship to the University.

  An employee with a disability is responsible for submitting a request for an accommodation to the 
Director of Human Resources, Esperana Free, and providing necessary documentation. The Director of 
Human Resources, Esperana Free, will work with the employee’s supervisor to identify which essential 
functions of the position are affected by the employee’s disability and what reasonable accommodations 
could enable the employee to perform those duties in accordance with University’s applicable policies.

18. Policy on Discriminatory Harassment

Students, staff, administrators, and faculty are entitled to an employment and educational environment 
that is free of discriminatory harassment. The University’s harassment policy is not meant to inhibit or 
prohibit educational content or discussions inside or outside of the classroom that include germane, but 
controversial or sensitive subject matters protected by academic freedom.

The sections below describe the specific forms of legally prohibited harassment that are also prohibited 
under University policy. When speech or conduct is protected by academic freedom and/or the First 
Amendment, it will not be considered a violation of University policy, though supportive measures will be 
offered to those impacted. All policies encompass actual and/or attempted offenses.

 a. Discriminatory Harassment

  Discriminatory harassment constitutes a form of discrimination that is prohibited by University 
policy. Discriminatory harassment is defined as unwelcome conduct by any member or group of the 
community on the basis of actual or perceived membership in a class protected by policy or law.

  The University does not tolerate discriminatory harassment of any employee, student, visitor, or guest. 
The University will act to remedy all forms of harassment when reported, whether or not the harassment 
rises to the level of creating a “hostile environment.”
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  When discriminatory harassment rises to the level of creating a hostile environment, University may also 
impose sanctions on the Respondent through application of the appropriate grievance process below.

  The University reserves the right to address offensive conduct and/or harassment that 1) does not rise to 
the level of creating a hostile environment, or 2) that is of a generic nature and not based on a protected 
status. Addressing such conduct will not result in the imposition of discipline under University policy, 
but may be addressed through respectful conversation, remedial actions, education, effective Alternate 
Resolution, and/or other informal resolution mechanisms.

  For assistance with Alternate Resolution and other informal resolution techniques and approaches, 
employees should contact the Director of Human Resources, and students should contact the Vice 
President of Student Affairs.

 b. Sexual Harassment
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 3) Sexual assault, defined as:

 a. Sex Offenses, Forcible: 7

 • Any sexual act directed against another person8,

 • without the consent of the Complainant,

 • including instances in which the Complainant is incapable of giving consent.

  A ‘sexual act” is specifically defined by federal regulations to include one or more of the 
following: Forcible Rape:

 • Penetration,

 • no matter how slight,

 • of the vagina or anus with any body part or object, or

 • oral penetration by a sex organ of another person,

 • without the consent of the Complainant. Forcible Sodomy:

 • Oral or anal sexual intercourse with another person,

 • forcibly,

 • and/or against that person’s will (non-consensually), or

 • not forcibly or against the person’s will in instances in which the Complainant is incapable 
of giving consent because of age or because of temporary or permanent mental or physical 
incapacity. Sexual Assault with an Object:

 • The use of an object or instrument to penetrate,

 • however slightly,

 • the genital or anal opening of the body of another person,

 • forcibly,

 • and/or against that person’s will (non-consensually),

 • or not forcibly or against the person’s will in instances in which the Complainant is 
incapable of giving consent because of age or because of temporary or permanent 
mental or physical incapacity. Forcible Fondling:

 • The touching of the private body parts of another person (buttocks, groin, breasts),

 • for the purpose of sexual gratification,

 • forcibly,

 • and/or against that person’s will (non-consensually),

 • or not forcibly or against the person’s will in instances in which the Complainant is 
incapable of giving consent because of age or because of temporary or permanent 
mental or physical incapacity. 

7The following sexual offenses may later be charged if a report of sexual assault is made to law enforcement: sexual battery, 
assault with intent to commit rape (forcible, while prevented from resisting by intoxicating/controlled substance, unconscious or 
asleep, by threat to retaliate), unlawful sexual intercourse with person under 18, rape of a spouse, rape committed in concert with 
others, forcible sodomy, forcible oral copulation, foreign object penetration. 
8This would include having another person touch you sexually, forcibly, or without their consent.
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 b. Sex Offenses, Non-forcible:

 • Incest:

 a. Non-forcible sexual intercourse,

 b. between persons who are related to each other,

 c. within the degrees wherein marriage is prohibited by California law.

 • Rape:

 a. Non-forcible sexual intercourse,

 b. with a person who is under the statutory age of consent of [18 years of age in California].

 4) Dating Violence, defined as:

 a. violence,

 b. on the basis of sex,

 c. committed by a person,

 d. who is in or has been in a social relationship of a romantic or intimate nature with the 
Complainant.

 i. The existence of such a relationship shall be determined based on the Complainant’s 
statement and with consideration of the length of the relationship, the type of relationship, 
and the frequency of interaction between the persons involved in the relationship. For the 
purposes of this definition—

 ii. 
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 6) Stalking, defined as:

 a. engaging in a course of conduct,

 b. on the basis of sex,

 c. directed at a specific person, that

 i. would cause a reasonable person to fear for the person’s safety, or

 ii. 
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someone makes clear that they do not want to engage in certain sexual activity, that they want to stop, 
or that they do not want to go past a certain point of sexual interaction, continued pressure beyond that 
point can be coercive.

  Consent10 is:

 • knowing, and

 • voluntary, and

 • clear permission

 • by word or action

 • to engage in sexual activity.

  Affirmative consent means affirmative, conscious, and voluntary agreement to engage in sexual activity. 
Individuals may experience the same interaction in different ways. Therefore, it is the responsibility of 
each party to determine that the other has consented before engaging in the activity.

  If consent is not clearly provided prior to engaging in the activity, consent may be ratified by word or 
action at some point during the interaction or thereafter, but clear communication from the outset is 
strongly encouraged.

  For consent to be valid, there must be a clear expression in words or actions that the other individual 
consented to that specific sexual conduct. Reasonable reciprocation can be implied. For example, if 
someone kisses you, you can kiss them back (if you want to) without the need to explicitly obtain their 
consent to being kissed back.

  Consent to some sexual contact (such as kissing or fondling) cannot be presumed to be consent for 
other sexual activity (such as intercourse). A current or previous intimate relationship is not sufficient 
to constitute consent.

  Proof of consent or non-consent is not a burden placed on either party involved in an incident. Instead, 
the burden remains on the University to determine whether its policy has been violated. The existence 
of consent is based on the totality of the circumstances evaluated from the perspective of a reasonable 
person in the same or similar circumstances, including the context in which the alleged incident 
occurred and any similar, previous patterns that may be evidenced.

  In assessing consent, the Respondent’s belief is not a valid excuse for a lack of consent where:

 • Respondent’s belief arose from the Respondent’s own intoxication, being under the influence of 
drugs, alcohol, or medication, and/or recklessness; or

 • Respondent did not take reasonable steps, in the circumstances known to the Respondent at the 
time, to ascertain whether the Complainant affirmatively consented; or

 • Respondent knew or a reasonable person should have known that the Complainant was unable 
to consent because the Complainant could not understand the fact, nature, or extent of the sexual 
activity because they were asleep or unconscious; incapacitated due to the influence of drugs, 
alcohol, or medication; or unable to communicate due to a mental or physical condition.

10California Education Code Section 67386 /SB 967 establishes an affirmative consent standard in the determination of whether 
consent was given by both parties to sexual activity.
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  Incapacitation: A person cannot consent if they are unable to understand what is happening or is 
disoriented, helpless, asleep, or unconscious, for any reason, including by alcohol or other drugs. As 
stated above, a Respondent violates this policy if they engage in sexual activity with someone who is 
incapable of giving consent.

  It is a defense to a sexual assault policy violation that the Respondent neither knew nor should have 
known the Complainant to be physically or mentally incapacitated. The question of whether the 
Respondent knew or should have known of the Complainant’s lack of consent or incapacity to give 
affirmative consent is an objective inquiry as to what a reasonable person, exercising sober judgment, 
would have known, in the same or similar circumstances.

  Incapacitation occurs when someone cannot make rational, reasonable decisions because they lack the 
capacity to give knowing/informed consent (e.g., to understand the “who, what, when, where, why, or 
how” of their sexual interaction).

  Incapacitation is determined through consideration of all relevant indicators of an individual’s state 
and is not synonymous with intoxication, impairment, blackout, and/or being drunk.

  This policy also covers a person whose incapacity results from a temporary or permanent physical or 
mental health condition, involuntary physical restraint, and/or the consumption of incapacitating drugs.

19. Title IX and other Sexual Misconduct (Process B) 

In addition to the forms of sexual harassment described above, which are covered by Title IX, Sexual 
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 h) Misappropriation of another person’s identity on apps, websites, or other venues designed for dating or 
sexual connections 

 i) 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

 j) Knowingly soliciting a minor for sexual activity 

 k) 
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The University and any member of University’s community are prohibited from taking or attempting to 
take materially adverse action by intimidating, threatening, coercing, harassing, or discriminating against 
any individual for the purpose of interfering with any right or privilege secured by law or policy, or because 
the individual has made a report or complaint, testified, assisted, or participated or refused to participate in 
any manner in an investigation, proceeding, or hearing under this policy and procedure.

Filing a complaint within Process B could be considered retaliatory if those charges could be applicable 
under Process A, when the Process B charges are made for the purpose of interfering with or circumventing 
any right or privilege provided afforded within Process A that is not provided by Process B. Therefore, the 
University vets all complaints carefully to ensure this does not happen, and to assure that complaints are 
tracked to the appropriate process.

The exercise of rights protected under the First Amendment does not constitute retaliation.

Charging an individual with a code of conduct violation 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.

22. Mandated Reporting

All University employees (faculty, staff, administrators) are expected to report actual or suspected 
discrimination or harassment to appropriate officials immediately, though there are some limited exceptions 
including confidential resources. See confidential resources below.

In order to make informed choices, it is important to be aware of confidentiality and mandatory reporting 
requirements when consulting campus resources. On campus, some resources may maintain confidentiality 
and are not required to report actual or suspected discrimination or harassment. They may offer options 
and resources without any obligation to inform an outside agency or campus official unless a Complainant 
has requested the information be shared.

If a Complainant expects formal action in response to their allegations, reporting to any Mandated 
Reporter can connect them with resources to report crimes and/or policy violations, and these employees 
will immediately pass reports to the Title IX Coordinator (and/or police, if desired by the Complainant), 
who will act when an incident is reported to them.

The following sections describe the reporting options at the University for a Complainant or third-party 
(including parents/guardians when appropriate):
 a. Confidential Resources
If a Complainant would like the details of an incident to be kept confidential, the Complainant may 
speak with:
 • Confidential Resources:
 • Hope Counseling Center
  714-879-3901 ext. 1266

 • Kelly Dagley - Assistant Professor of Biblical Studies
  Nutwood West Offices
  714-879-3901 ext. 1229
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 • Stacey Gerhart - Director of Career Development
  1st Floor Lawson - Fulton Student Center
  714-879-3901 ext. 2309

 • On-campus licensed professional counselors and staff

 • On-campus members of the clergy/chaplains working within the scope of their licensure or ordination

 • Off-campus (non-employees):
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 c. 
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Requests for Confidentiality

Complainants have the right to decide if they want to make a report to the police and/or speak with the 
police. The University will honor requests for confidentiality. Campus and local law enforcement agencies are 
prohibited from disclosing information about most sexual assaults if the Complainant requests anonymity. 
When information is shared with law enforcement, such reports will include (when the Complainant has 
consented to being identified):

 • The name and characteristics of the alleged victim;

 • The name and characteristics of the alleged perpetrator if known;

 • Description of the incident, including location and date and time; and

 • Any report number assigned to the police incident report documenting the investigation being 
conducted by the jurisdictional agency.

Mandatory Reporting Requirements for Health Practitioners in California:

Any licensed health care provider in the State of California providing services in a health facility, clinic or 
physician’s office is required to make a report if they provide medical treatment for a physical condition to 
a patient whom they know or reasonably suspect is the victim of assaultive or abusive conduct or a firearm 
injury. The health practitioner is required to make a report by telephone as soon as practically possible and 
send a written report to a local law enforcement agency within two working days. The report must be made 
to the enforcement agency that has jurisdiction over the location in which the injury was sustained. 

24. When a Complainant Does Not Wish to Proceed

If a Complainant does not wish for their name to be shared, does not wish for an investigation to take 
place, or does not want a formal complaint to be pursued, they may make such a request to the Title IX 
Coordinator, who will evaluate that request in light of the duty to ensure the safety of the campus and to 
comply with state or federal law.

The Title IX Coordinator has ultimate discretion over whether the University proceeds when the 
Complainant does not wish to do so, and the Title IX Coordinator may sign a formal complaint to initiate 
a grievance process upon completion of an appropriate violence risk assessment.

The Title IX Coordinator’s decision should be based on results of the violence risk assessment that show a 
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be appointed as proxy for the Complainant throughout the process, acting to ensure and protect the rights 
of the Complainant, though this does not extend to the provision of evidence or testimony.

Note that the University’s ability to remedy and respond to notice may be limited if the Complainant does 
not want the University to proceed with an investigation and/or grievance process. 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.

In cases in which the Complainant requests confidentiality/no formal action and the circumstances allow 
the University to honor that request, the University will offer informal resolution options (see below), 
supportive measures, and remedies to the Complainant and the community, but will not otherwise pursue 
formal action.

If the Complainant elects to take no action, they can change that decision if they decide to pursue a formal 
complaint at a later date. Upon making a formal 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. Please consider that delays may cause limitations on access to evidence, 
or present issues with respect to the status of the parties.

25. Federal Timely Warning Obligations

Parties reporting sexual assault, domestic violence, dating violence, and/or stalking should be aware that 
under the Clery Act, the University must issue timely warnings for incidents reported to them that pose a 
serious or continuing threat of bodily harm or danger to members of the campus community.

The University will ensure that a Complainant’s name and other identifying information is not disclosed, 
while still providing enough information for community members to make safety decisions in light of the 
potential danger.

26. False Allegations and Evidence

Deliberately false and/or malicious accusations under this policy are a serious offense and will be subject 
to appropriate disciplinary action. This does not include allegations that are made in good faith but are 
ultimately shown to be erroneous or do not result in a policy violation determination.

Additionally, witnesses and parties knowingly providing false evidence, tampering with or destroying 
evidence, or deliberately misleading an official investigating can be subject to discipline under 
University policy.

27. Amnesty for Complainants and Witnesses

The University community encourages the reporting of misconduct and crimes by Complainants and 
witnesses. Sometimes, Complainants or witnesses are hesitant to report to University officials or participate 
in grievance processes because they fear that they themselves may be in violation of certain policies, such 
as underage drinking or use of illicit drugs at the time of the incident. Respondents may hesitate to be 
forthcoming during the process for the same reasons.
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It is in the best interests of the University community that Complainants choose to report misconduct 
to University officials, that witnesses come forward to share what they know, and that all parties be 
forthcoming during the process.

To encourage reporting and participation in the process, University maintains a policy of offering parties 
and witnesses amnesty from minor policy violations – such as underage consumption of alcohol or the use 
of illicit drugs – related to the incident.

Amnesty does not apply to more serious allegations such as physical abuse of another or illicit drug 
distribution. The decision not to offer amnesty is based on neither sex nor gender, but on the fact that 
collateral misconduct is typically addressed for all students within a progressive discipline system, and the 
rationale for amnesty – the incentive to report serious misconduct – is rarely applicable to Respondent 
with respect to a Complainant.

Students: Sometimes, students are hesitant to assist others for fear that they may get in trouble themselves 
(for example, an underage student who has been drinking or using marijuana might hesitate to help take an 
individual who has experienced sexual assault to Campus Safety.)

The University maintains a policy of amnesty for students who offer help to others in need. Although policy 
violations cannot be overlooked, the University may provide purely educational options with no official 
disciplinary finding, rather than punitive sanctions, to those who offer their assistance to others in need.

Employees: Sometimes, employees are hesitant to report harassment or discrimination they have 
experienced for fear that they may get in trouble themselves. For example, an employee who has violated 
the consensual relationship policy and is then assaulted in the course of that relationship might hesitate to 
report the incident to University officials. 

The University may, at its discretion, offer employee Complainants amnesty from such policy violations 
(typically more minor policy violations) related to the incident. Amnesty may also be granted to Respondents 
and witnesses on a case-by-case basis.

28. Federal Statistical Reporting Obligations

Certain campus officials – those deemed Campus Security Authorities – have a duty to report the following 
for federal statistical reporting purposes (Clery Act):

 a) 
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Except in the event the person who is the subject of the potential criminal act is a minor, the name of this 
individual should not be released to the Campus Safety without the individual’s consent. All personally 
identifiable information is kept private, but statistical information must be shared with campus safety 
regarding the type of incident and its general location (on or off-campus or in the surrounding area, but no 
addresses are given) for publication in the Annual Security Report and daily campus crime log.

Campus Security Authorities include: student affairs/student conduct staff, campus safety, local police, 
coaches, athletic directors, residence life staff, student activities staff, human resources staff, advisors to 
student organizations, and any other official with significant responsibility for student and campus activities.

29. Preservation of Evidence

The preservation of evidence in incidents of sexual assault is critical to potential criminal prosecution and to 
obtaining restraining orders, and particularly time-sensitive. The University will inform the Complainant 
in writing of the importance of preserving evidence by taking the following actions:

 1. Seek forensic medical assistance at St Jude Medical Center ideally within 120 hours of the incident 
(sooner is better).

 2. Avoid showering, bathing, washing hands or face, or douching, if possible, but evidence may still be 
collected even if you do. Try not to urinate.

 3. If oral sexual contact took place, refrain from smoking, eating, drinking, or brushing teeth.

 4. If clothes are changed, place soiled clothes in a paper bag (plastic destroys evidence) or secure 
evidence container.

 5. Seeking medical treatment can be essential even if it is not for the purposes of collecting forensic evidence.

During the initial meeting between the Complainant and the Title IX Coordinator, the importance of 
taking these actions will be reiterated, if timely.

INTERIM RESOLUTION PROCESS FOR ALLEGED VIOLATIONS OF THE POLICY ON EQUAL 
OPPORTUNITY, HARASSMENT, AND NONDISCRIMINATION (KNOWN AS PROCESS “A”)

30. Overview (Process A)

The University will act on any formal or informal notice/complaint of violation of the policy on Equal 
Opportunity, Harassment, and Nondiscrimination (“the Policy”) that is received by the Title IX Coordinator14 
or any other Official with Authority by applying these procedures, known as “Process A.”

The procedures below apply to all allegations of harassment or discrimination on the basis of protected 
class status involving students, staff, administrators, or faculty members. A set of technical dismissal 
requirements within the Title IX regulations may apply as described below, but when a technical dismissal 
under the Title IX allegations is required, any remaining allegations will proceed using these same grievance 
procedures, clarifying which policies above are applicable. Although the effect of the Title IX regulations 
can be confusing, these grievance procedures apply to all policies above.

14Anywhere this procedure indicates “Title IX Coordinator,” the University may substitute a trained designee.
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Process B can also apply to sexual harassment (including sexual assault, dating violence, domestic violence, 
and stalking, as defined above) when jurisdiction does not fall within Process A, as determined by the Title 
IX Coordinator(s).

The procedures below may be used to address collateral misconduct arising from the investigation of 
or occurring in conjunction with reported misconduct (e.g., vandalism, physical abuse of another). All 
other allegations of misconduct unrelated to incidents covered by the Policy will be addressed through 
procedures described in the student, faculty, and staff handbooks in coordination with the Vice President 
for Student Affairs, the President, and Human Resources as fits.

31. Notice/Complaint

Upon receipt of a complaint or notice to the Title IX Coordinator of an alleged violation of the Policy, the 
Title IX Coordinator initiates a prompt initial assessment to determine the next steps the University needs 
to take.

The Title IX Coordinator will initiate at least one of three responses:

 1) Offering supportive measures because the Complainant does not want to file a formal complaint; and/or

 2) An informal resolution (upon submission of a formal complaint); and/or

 3) A Formal Grievance Process including an investigation and a hearing (upon submission of a formal 
complaint).

The University uses the Formal Grievance Process to determine whether or not the Policy has been 
violated. If so, the University will promptly implement effective remedies designed to ensure that it is not 
deliberately indifferent to harassment or discrimination, their potential recurrence, or their effects.

32. Initial Assessment

Following receipt of notice or a complaint of an alleged violation of this Policy, the Title IX Coordinator15 
engages in an initial assessment, typically within one to five business days. The steps in an initial assessment 
can include:

 • If notice is given, the Title IX Coordinator seeks to determine if the person impacted wishes to make a 
formal complaint, and will assist them to do so, if desired.

 • If they do not wish to do so, the Title IX Coordinator determines whether to initiate a complaint 
because a violence risk assessment indicates a compelling threat to health and/or safety.

 • If a formal complaint is received, the Title IX Coordinator assesses its sufficiency and works with the 
Complainant to make sure it is correctly completed.

 • The Title IX Coordinator reaches out to the Complainant to offer supportive measures.

 • The Title IX Coordinator works with the Complainant to ensure they are aware of the right to have an 
Advisor.

 • The Title IX Coordinator works with the Complainant to determine whether the Complainant prefers 
a supportive and remedial response, an informal resolution option, or a formal investigation and 
grievance process.

15
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  To assess an individual’s level of violence risk, the Title IX Coordinator will initiate the violence risk 
assessment process through Campus Safety, and on occasion, in conjunction with law enforcement or 
students in leadership position on campus.

  More about the University’s process for VRA can be found below in Appendix F.

 b. Dismissal (Mandatory and Discretionary)16

  The University must dismiss a formal complaint or any allegations therein if, at any time during the 
investigation or hearing, it is determined that:

 1) The conduct alleged in the formal complaint would not constitute sexual harassment as defined 
above, even if proved; and/or

 2) The conduct did not occur in an educational program or activity controlled by the University 
(including buildings or property controlled by recognized student organizations), and/or the University 
does not have control of the Respondent; and/or

 3) The conduct did not occur against a person in the United States; and/or

 4) At the time of filing a formal complaint, a complainant is not participating in or attempting to 
participate in the education program or activity of the University17.

  The University may dismiss a formal complaint or any allegations therein if, at any time during the 
investigation or hearing:

 1) A Complainant notifies the Title IX Coordinator in writing that the Complainant would like to 
withdraw the formal complaint or any allegations therein; or

 2) The Respondent is no longer enrolled in or employed by the University; or

 3) Specific circumstances prevent the University from gathering evidence sufficient to reach a 
determination as to the formal complaint or allegations therein.

  Upon any dismissal, the University will promptly send written notice of the dismissal and the rationale 
for doing so simultaneously to the parties.

  This dismissal decision is appealable by any party under the procedures for appeal below. The decision 
not to dismiss is also appealable by any party claiming that a dismissal is required or appropriate. A 
Complainant who decides to withdraw a complaint may later request to reinstate it or refile it.

33. Counterclaims

The University is obligated to ensure that the grievance process is not abused for retaliatory purposes. The 
University permits the filing of counterclaims but uses an initial assessment, described above, to assess 
whether the allegations in the counterclaim are made in good faith. Counterclaims by a Respondent may 
be made in good faith, but are, on occasion, made for purposes of retaliation, instead. Counterclaims made 
with retaliatory intent will not be permitted. 

Counterclaims determined to have been reported in good faith will be processed using the grievance 
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  Where applicable under state law or University policy, Advisors or attorneys are permitted to fully 
represent their advisees or clients in resolution proceedings, including all meetings, interviews, and 
hearings. Although the University prefers to hear from parties directly, in these cases, parties are 
entitled to have evidence provided by their chosen representatives.

 c. Advisors in Hearings/University-Appointed Advisor

  Under U.S. Department of Education regulations under Title IX, a form of indirect questioning is 
required during the hearing but must be conducted by the parties’ Advisors. The parties are not 
permitted to directly question each other or any witnesses. If a party does not have an Advisor for 
a hearing, the University will appoint a trained Advisor for the limited purpose of conducting any 
questioning of the other party and witnesses.

  A party may reject this appointment and choose their own Advisor, but they may not proceed without 
an Advisor. If the party’s Advisor will not conduct questioning, the University will appoint an Advisor 
who will do so thoroughly, regardless of the participation or non-participation of the advised party 
in the hearing itself. Extensive questioning of the parties and witnesses will also be conducted by the 
Decision-maker(s) during the hearing.

 d. Advisor’s Role in Meetings and Interviews 

  The parties may be accompanied by their Advisor in all meetings and interviews at which the party 
is entitled to be present, including intake and interviews. Advisors should help the parties prepare for 
each meeting and are expected to advise ethically, with integrity, and in good faith. 

  The University cannot guarantee equal Advisory rights, meaning that if one party selects an Advisor 
who is an attorney, but the other party does not or cannot afford an attorney, the University is not 
obligated to provide an attorney. 

  Where applicable under state law or University policy, Advisors or attorneys are permitted to fully 
represent their advisees or clients in resolution proceedings, including all meetings, interviews, and 
hearings. Although the University prefers to hear from parties directly, in these cases, parties are 
entitled to have evidence provided by their chosen representatives.

 e. Pre-Interview Meetings 

  Advisors may request to meet with the administrative officials conducting interviews/meetings in 
advance of these interviews or meetings. This pre-meeting allows Advisors to clarify and understand 
their role and the University’s policies and procedures.

 f. Advisor Violations of University Policy
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  The parties are expected to ask and respond to questions on their own behalf throughout the 
investigation phase of the resolution process. Although the Advisor generally may not speak on behalf 
of their advisee, the Advisor may consult with their advisee, either privately as needed, or by conferring 
or passing notes during any resolution process meeting or interview. For longer or more involved 
discussions, the parties and their Advisors should ask for breaks to allow for private consultation.

  Any Advisor who oversteps their role as defined by this policy will be warned only once. If the Advisor 
continues to disrupt or otherwise fails to respect the limits of the Advisor role, the meeting will be 
ended, or other appropriate measures implemented. Subsequently, the Title IX Coordinator(s) will 
determine how to address the Advisor’s noncompliance and future role.

 g. Sharing Information with the Advisor

  The University expects that the parties may wish to have the University share documentation and 
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http://www.facecampusequality.org
http://www.victimrights.org
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Prior to implementing Informal Resolution, the University will provide the parties with written notice 
of the reported misconduct and any sanctions or measures that may result from participating in such a 
process, including information regarding any records that will be maintained or shared by the University.

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.

B. Alternate Resolution Mechanism

Alternate Resolution is an informal mechanism by which the parties reach a mutually agreed upon 
resolution of an allegation. All parties must consent to the use of an Alternate Resolution mechanism.

The Title IX Coordinator may look to the following factors to assess whether Alternate Resolution is 
appropriate, or which form of Alternate Resolution may be most successful for the parties:

 • The parties’ amenability to Alternate Resolution;

 • Likelihood of potential resolution, considering any power dynamics between the parties;

 • The parties’ motivation to participate;

 • Civility of the parties;

 • Results of a violence risk assessment/ongoing risk analysis;

 • Disciplinary history;

 • Whether an emergency removal is needed;

 • Skill of the Alternate Resolution facilitator with this type of allegation;

 • Complaint complexity;

 • Emotional investment/capability of the parties;

 • Rationality of the parties;

 • Goals of the parties;

 • Adequate resources to invest in Alternate Resolution (time, staff, etc.)

The ultimate determination of whether Alternate Resolution is available or successful is to be made by the 
Title IX Coordinator. The Title IX Coordinator maintains records of any resolution that is reached, and 
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If so, the Title IX Coordinator implements the accepted finding that the Respondent is in violation of 
University policy and implements agreed-upon sanctions and/or remedies, in coordination with other 
appropriate administrator(s), as necessary. 

This result is not subject to appeal once all parties indicate their written assent to all agreed upon terms of 
resolution. When the parties cannot agree on all terms of resolution, the Formal Grievance Process will 
resume at the same point where it was paused. 

When a resolution is accomplished, the appropriate sanction or responsive actions are promptly 
implemented in order to effectively stop the harassment or discrimination, prevent its recurrence, and 
remedy the effects of the discriminatory conduct, both on the Complainant and the community.

D. Negotiated Resolution 

The Title IX Coordinator, with the consent of the parties, may negotiate and implement an agreement to 
resolve the allegations that satisfies all parties and the University. Negotiated Resolutions are not appealable.

36. Grievance Process Pool 

The Formal Grievance Process relies on a pool of administrators21 (“the Pool”) to carry out the process. 
Members of the Pool are announced in an annual distribution of this policy to all students, parents/
guardians of students, employees, prospective students, and prospective employees. 

 a. Pool Member Roles

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

 • To provide appropriate intake of and initial guidance pertaining to complaints

 • To act as an Advisor to the parties

 • To serve in a facilitation role in Informal Resolution or Alternate Resolution if appropriately trained 
in appropriate resolution modalities (e.g., mediation, restorative practices)

 • To perform or assist with initial assessment

 • To investigate complaints

 • To serve as a hearing facilitator (process administrator, no decision-making role)

 • To serve as a Decision-maker regarding the complaint

 • To serve as an Appeal Decision-maker

 b. Pool Member Appointment

  The Title IX Coordinator, in consultation with the President, appoints the Pool22, 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 cases, the University can also 
designate permanent roles for individuals in the Pool, using others as substitutes or to provide greater 
depth of experience when necessary. This process of role assignment may be the result of particular skills, 
aptitudes, or talents identified in members of the Pool that make them best suited to particular roles.

21External trained third-party neutral professionals may also be used to serve in pool roles. 
22This does not preclude the University from having all members of the Pool go through an application and/or interview/
selection process.
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 c. Pool Member Training 

  The Pool members receive comprehensive, trauma-informed23 annual training. This training includes, 
but is not limited to:

 • The scope of the University’s Title IX and Sexual Misconduct Policy and Procedures 

 • How to conduct investigations and hearings that protect the safety of Complainants and Respondents, 
and promote accountability 

 • Implicit bias

 • Disparate treatment and impact 

 • 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, and impartial manner 

 • How to uphold fairness, equity, and due process 

 • How to weigh evidence 

 • How to conduct questioning 

 • How to assess credibility 

 • Impartiality and objectivity 

 • How to render findings and generate clear, concise, evidence-based rationales 

 • The definitions of all offenses 

 • 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 

 • How to conduct an investigation and grievance process including hearings, appeals, and informal 
resolution processes 

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

 • Any technology to be used at a live hearing 

 • Issues of relevance of questions and evidence 

 • Issues of relevance to create an investigation report that fairly summarizes relevant evidence 

 • How to determine appropriate sanctions in reference to all forms of harassment, discrimination, 
and/or retaliation allegations 

 • Record-keeping 

  Specific training is also provided for Appeal Decision-makers, intake personnel, Advisors (who are 
University employees), and Chairs. All Pool members are required to attend these trainings annually. 
The materials used to train all members of the Pool are publicly posted here: https://atixa.org/2020-
regulations-requirement-posting-of-training-materials/.

23CA SB 967 requires Universities to provide a comprehensive trauma-informed training program for campus officials involved 
in deciding sexual assault, domestic violence, dating violence, and stalking cases.

https://atixa.org/2020-regulations-requirement-posting-of-training-materials/
https://atixa.org/2020-regulations-requirement-posting-of-training-materials/
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 d. Pool Membership

  The Pool includes:

 • Advocates - 2 Faculty and 2 Staff

 • Investigator - Independent Contractor

 • Hearing Advocate - One each of the students choosing

 • Hearing Officer - Independent Contractor

 • Hearing Panel - Independent Contractor, Vice President of Student Affairs, Vice President of 
Business and Finance

 • Decision Chair - Student Affairs Representative 

 • Decision Panel - Independent Contractor, Student Affairs Representative, Vice President of Business 
and Finance

 • Chair of Appeals - University President 

  Pool members are usually appointed to three-year terms. Individuals who are interested in serving in 
the Pool are encouraged to contact the Title IX Coordinator.

37. Formal Grievance Process: Notice of Investigation and Allegations 

The Title IX Coordinator(s) or their designee(s) will provide written notice of the investigation and 
allegations (the “NOIA”) to the Respondent upon commencement of the Formal Grievance Process. This 
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The University operates with the presumption that the Respondent is not responsible for the reported 
misconduct unless and until the Respondent is determined to be responsible for a policy violation by the 
applicable standard of proof.

41. Investigation Timeline

Investigations are completed expeditiously, normally within thirty (30) business days, though some 
investigations may take weeks or even months, depending on the nature, extent, and complexity of the 
allegations, availability of witnesses, police involvement, etc.

The University will make a good faith effort to complete investigations as promptly as circumstances 
permit and will communicate regularly with the parties to update them on the progress and timing of 
the investigation.

42. Delays in the Investigation Process and Interactions with Law Enforcement

The University may undertake a short delay in its investigation (several days to a few weeks) if circumstances 
require. Such circumstances include but are not limited to: a request from law enforcement to temporarily 
delay the investigation, the need for language assistance, the absence of parties and/or witnesses, and/or 
accommodations for disabilities or health conditions.

The University will communicate in writing the anticipated duration of the delay and reason to the 
parties and provide the parties with status updates if necessary. The University will promptly resume its 
investigation and resolution process as soon as feasible. During such a delay, the University will implement 
supportive measures as deemed appropriate.

University action(s) or processes are not typically altered or precluded on the grounds that civil or criminal 
charges involving the underlying incident(s) have been filed or that criminal charges have been dismissed 
or reduced.

43. Steps in the Investigation Process

All investigations are thorough, reliable, impartial, prompt, and fair. Investigations involve interviews with 
all relevant parties and witnesses; obtaining available, relevant evidence; and identifying sources of expert 
information, as necessary.

All parties have a full and fair opportunity, through the investigation process, to suggest witnesses and 
questions, to provide evidence and expert witnesses, and to fully review and respond to all evidence on 
the record.

The investigator, not the parties, is responsible for gathering relevant evidence. The Investigator(s) typically 
take(s) the following steps, if not already completed (not necessarily in this order):

 • Determine the identity and contact information of the Complainant

 • In coordination with campus partners (e.g., the Title IX Coordinator), initiate or assist with any necessary 
supportive measures

 • Identify all policies implicated by the alleged misconduct and notify the Complainant and Respondent 
of all of the specific policies implicated
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 • Assist the Title IX Coordinator with conducting a prompt initial assessment to determine if the 
allegations indicate a potential policy violation

 • 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 all witnesses and the parties

 • Meet with the Complainant to finalize their interview/statement, if necessary

 • Prepare the initial Notice of Investigation and Allegation (NOIA). The NOIA may be amended with any 
additional or dismissed allegations

 • Notice should inform the parties of their right to have the assistance of an Advisor, who could be a 
member of the Pool or an Advisor of their choosing present for all meetings attended by the party

 • Provide each interviewed party and witness an opportunity to review and verify the Investigator’s 
summary notes (or transcript) of the relevant evidence/testimony from their respective interviews 
and meetings

 • Make good faith efforts to notify the parties of any meeting or interview involving the other party, in 
advance when possible

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

 • Ask each party the opportunity to suggest witnesses and questions they wish the Investigator(s) to 
ask of the other party and witnesses, and document in the report which questions were asked, with a 
rationale for any changes or omissions.

 • Interview all available, relevant witnesses and conduct follow-up interviews as necessary.

 • Ask for and review all available evidence to the extent that such items are reasonably available 
(e.g., emails, text messages, social media postings, clothes, medical records, CCTV video footage, etc.) 
understanding that the University lacks the power to subpoena evidence.

 • Complete the investigation promptly and without unreasonable deviation from the intended timeline.

 • Provide regular status updates to the parties throughout the investigation.

 • Prior to the conclusion of the investigation, provide the parties and their respective Advisors (if so 
desired by the parties) with a list of witnesses whose information will be used to render a finding.

 • Write a comprehensive investigation report fully summarizing the investigation, all witness interviews, 
and addressing all relevant evidence. Appendices including relevant physical or documentary evidence 
will be included.24

 • The Investigator(s) gather, assess, and synthesize evidence, but make no conclusions, engage in no 
policy analysis, and render no recommendations as part of their report.

24When documentary evidence is included, the complete record (unredacted) should be produced if and where any portion of 
that document is relied upon in the hearing.
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 • Prior to the conclusion of the investigation, provide the parties and their respective Advisors (if so 
desired by the parties) a secured electronic or hard copy of the draft investigation report as well as 
an opportunity to inspect and review all of the evidence obtained as part of the investigation that is 
directly related to the reported misconduct, including evidence upon which the University does not 
intend to rely in reaching a determination, for a ten (10) business day review and comment period so 
that each party may meaningfully respond to the evidence. The parties may elect to waive the full ten 
days. Each copy of the materials shared will be watermarked on each page with the role of the person 
receiving it (e.g., Complainant, Respondent, Complainant’s Advisor, Respondent’s Advisor).

 • The Investigator(s) may elect to respond in writing in the investigation report to the parties’ submitted 
responses and/or to share the responses between the parties for additional responses.

 • The Investigator(s) will incorporate relevant elements of the parties’ written responses into the final 
investigation report, include any additional relevant evidence, make any necessary revisions, and 
finalize the report. The Investigator(s) should document all rationales for any changes made after the 
review and comment period.

 • The Investigator(s) shares the report with the Title IX Coordinator and/or legal counsel for their review 
and feedback.

 • The Investigator will incorporate any relevant feedback, and the final report is then shared with all 
parties and their Advisors through secure electronic transmission or hard copy at least ten (10) business 
days prior to a hearing. The parties are also provided with a file of any directly related evidence that was 
not included in the report.

44. Role and Participation of Witnesses in the Investigation

Witnesses (as distinguished from the parties) who are employees of the University are expected to cooperate 
with and participate in the University’s investigation and resolution process. Failure of such witnesses to 
cooperate with and/or participate in the investigation or resolution process constitutes a violation of policy 
and may warrant discipline.

Although in-person interviews for parties and all potential witnesses are ideal, circumstances (e.g., study 
abroad, summer break) may require individuals to be interviewed remotely. Skype, Zoom, FaceTime, 
WebEx, or similar technologies may be used for interviews if the Investigator(s) determine that timeliness 
or efficiency dictate a need for remote interviewing. The University will take appropriate steps to reasonably 
ensure the security/privacy of remote interviews.

Witnesses may also provide written statements in lieu of interviews or choose to respond to written 
questions, if deemed appropriate by the Investigator(s), though not preferred. If a witness submits a written 
statement but does not intend to be and is not present for cross examination at a hearing, their written 
statement may not be used as evidence.

45. Recording of Interviews

No unauthorized audio or video recording of any kind is permitted during investigation meetings. If 
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46. Evidentiary Considerations in the Investigation

The investigation does not consider: 1) incidents not directly related to the possible violation, unless they 
evidence a pattern; 2) questions and evidence about the Complainant’s sexual predisposition or prior sexual 
behavior, unless such questions and evidence about the Complainant’s prior sexual behavior are offered 
to prove that someone other than the Respondent committed the conduct alleged by the Complainant, or 
if the questions and evidence concern specific incidents of the Complainant’s prior sexual behavior with 
respect to the Respondent and are offered to prove consent.

47. Referral for Hearing

Provided that the complaint is not resolved through Informal Resolution, once the final investigation 
report is shared with the parties, the Title IX Coordinator will refer the matter for a hearing.

The hearing cannot be less than ten (10) business days from the conclusion of the investigation –when the 
final investigation report is transmitted to the parties and the Decision-maker–unless all parties and the 
Decision-maker agree to an expedited timeline.

The Title IX Coordinator will select an appropriate Decision-maker or Decision-makers from the Pool 
depending on whether the Respondent is an employee or a student. Allegations involving student-employees 
in the context of their employment will be directed to the appropriate Decision-maker depending on the 
context and nature of the alleged misconduct. 

48. Hearing Decision-maker Composition

The University will designate a single Decision-maker or a three-member panel from the Pool, at the 
discretion of the Title IX Coordinator. The single Decision-maker will also Chair the hearing. With a panel, 
one of the three members will be appointed as Chair by the Title IX Coordinator.

The Decision-maker(s) will not have had any previous involvement with the investigation. The Title IX 
Coordinator may elect to have an alternate from the Pool sit in throughout the hearing process in the event 
that a substitute is needed for any reason.

Those who have served as Investigators will be witnesses in the hearing and therefore may not serve as 
Decision-makers. Those who are serving as Advisors for any party may not serve as Decision-makers in 
that matter.

The Title IX Coordinator may not serve as a Decision-maker or Chair in the matter but may serve as an 
administrative facilitator of the hearing if their previous role(s) in the matter do not create a conflict of 
interest. Otherwise, a designee may fulfill this role. The hearing will convene at a time determined by the 
Chair or designee.

49. Evidentiary Considerations in the Hearing

Any evidence that the Decision-maker(s) determine(s) is relevant and credible may be considered. The 
hearing does not consider: 1) incidents not directly related to the possible violation, unless they evidence a 
pattern; 2) questions and evidence about the Complainant’s sexual predisposition or prior sexual behavior, 
unless such questions and evidence about the Complainant’s prior sexual behavior are offered to prove 
that someone other than the Respondent committed the conduct alleged by the Complainant, or if the 
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questions and evidence concern specific incidents of the Complainant’s prior sexual behavior with respect 
to the Respondent and are offered to prove consent.

Previous disciplinary action of any kind involving the Respondent may be considered in determining an 
appropriate sanction upon a determination of responsibility, assuming the University uses a progressive 
discipline system. This information is only considered at the sanction stage of the process, and is not shared 
until then.
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The parties will be given a list of the names of the Decision-maker(s) at least five (5) business days in 
advance of the hearing. All objections to any Decision-maker must be raised in writing, detailing the 
rationale for the objection, and must be submitted to the Title IX Coordinator as soon as possible and no 
later than two day prior to the hearing. Decision-makers will only be removed if the Title IX Coordinator 
concludes that their bias or conflict of interest precludes an impartial hearing of the allegation(s).

The Title IX Coordinator will give the Decision-maker(s) a list of the names of all parties, witnesses, and 
Advisors at least five (5) business days in advance of the hearing. Any Decision-maker who cannot make an 
objective determination must recuse themselves from the proceedings when notified of the identity of the 
parties, witnesses, and Advisors in advance of the hearing. If a Decision-maker is unsure of whether a bias 
or conflict of interest exists, they must raise the concern to the Title IX Coordinator as soon as possible.

During the ten (10) business day period prior to the hearing, the parties have the opportunity for continued 
review and comment on the final investigation report and available evidence. That review and comment 
can be shared with the Chair at the pre-hearing meeting or at the hearing and will be exchanged between 
each party by the Chair.

53. Pre-Hearing Meetings

The Chair may convene a pre-hearing meeting(s) with the parties and/or their Advisors to invite them 
to submit the questions or topics they (the parties and/or their Advisors) wish to ask or discuss at the 
hearing, so that the Chair can rule on their relevance ahead of time to avoid any improper evidentiary 
introduction in the hearing or provide recommendations for more appropriate phrasing. However, this 
advance review opportunity does not preclude the Advisors from asking a question for the first time at 
the hearing or from asking for a reconsideration based on any new information or testimony offered at 
the hearing. The Chair must document and share with each party their rationale for any exclusion or 
inclusion at a pre-hearing meeting.

The Chair, only with full agreement of the 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 investigation report or during the hearing.

At each pre-hearing meeting with a party and their Advisor, the Chair will consider arguments that 
evidence identified in the final investigation report as relevant is, in fact, not relevant. Similarly, evidence 
identified as directly related but not relevant by the Investigator(s) may be argued to be relevant. The Chair 
may rule on these arguments pre-hearing and will exchange those rulings between the parties prior to the 
hearing to assist in preparation for the hearing. The Chair may consult with legal counsel and/or the Title 
IX Coordinator or ask either or both to attend pre-hearing meetings.

The pre-hearing meeting(s) will be recorded. The pre-hearing meetings may be conducted as separate 
meetings with each party/advisors with all parties/advisors present at the same time, remotely, or as a 
paper-only exchange. The Chair will work with the parties to establish the format.

54. Hearing Procedures

At the hearing, the Decision-maker(s) has the authority to hear and make determinations on all allegations 
of discrimination, harassment, and/or retaliation and may also hear and make determinations on any 
additional alleged policy violations that have occurred in concert with the discrimination, harassment, 
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Neither the parties nor the Decision-maker(s) should ask the Investigator(s) their opinions on credibility, 
recommended findings, or determinations, and the Investigators, Advisors, and parties will refrain from 
discussion of or questions about these assessments. If such information is introduced, the Chair will direct 
that it be disregarded.

58. Testimony and Questioning

Once the Investigator(s) present their report and are questioned, the parties and witnesses may provide 
relevant information in turn, beginning with the Complainant, and then in the order determined by the 
Chair. The parties/witnesses will submit to questioning by the Decision-maker(s) and then by the parties 
through their Advisors (“cross-examination”).

All questions are subject to a relevance determination by the Chair. The Advisor, who will remain seated 
during questioning, will pose the proposed question orally, electronically, or in writing (
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statements are not precluded from admission. Statements can be relied upon when questions are posed by 
the Decision-makers, as distinguished from questions posed by Advisors through cross-examination. 



55



56

63. Statement of the Rights of the Parties (see Appendix C) 

64. Sanctions

Factors considered when determining a sanction/responsive action may include, but are not limited to:

 • The nature, severity of, and circumstances surrounding the violation(s)

 • The Respondent’s disciplinary history

 • Previous allegations or allegations involving similar conduct

 • The need for sanctions/responsive actions to bring an end to the discrimination, harassment, and/
or retaliation

 • The need for sanctions/responsive actions to prevent the future recurrence of discrimination, 
harassment, and/or retaliation

 • The need to remedy the effects of the discrimination, harassment, and/or retaliation on the Complainant 
and the community

 • The impact on the parties

 • Any other information deemed relevant by the Decision-maker(s)

The sanctions will be implemented as soon as is feasible, either upon the outcome of any appeal or the 
expiration of the window to appeal without an appeal being requested.

The sanctions described in this policy are not exclusive of, and may be in addition to, other actions taken, 
or sanctions imposed by external authorities.

 a. Student Sanctions 

Sanction Statement:

 • Any student found responsible for violating the policy on Non-Consensual or Forced Sexual 
Contact (where no intercourse has occurred) will likely receive a sanction ranging from suspension to 
expulsion, depending on the severity of the incident, and taking into account any previous campus 
conduct code violations.

 • Any student found responsible for violating the policy on Non-Consensual or Forced Sexual Intercourse 
will likely face a recommended sanction of expulsion. 

 • Any student found responsible for violating the policy on Sexual Exploitation or Sexual Harassment 
will likely receive a recommended sanction ranging from warning to expulsion, depending on the 
severity of the incident, and taking into account any previous campus conduct code violations. 

The following are the usual sanctions that may be imposed upon students or organizations singly or 
in combination:

 • Warning: A formal statement that the conduct was unacceptable and a warning that further violation 
of any University policy, procedure, or directive will result in more severe sanctions/responsive actions.

 • Required Counseling: A mandate to meet with and engage in either University-sponsored or external 
counseling to better comprehend the misconduct and its effects.
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 • Probation: A written reprimand for violation of institutional policy, providing for more severe disciplinary 
sanctions in the event that the student or organization is found in violation of any institutional policy, 
procedure, or directive within a specified period of time. Terms of the probation will be articulated and 
may include denial of specified social privileges, exclusion from co-curricular activities, exclusion from 
designated areas of campus, no-contact orders, and/or other measures deemed appropriate.

 • Suspension: Termination of student status for a definite period of time not to exceed two years and/
or until specific criteria are met. Students who return from suspension are automatically placed on 
probation through the remainder of their tenure as a student at the University. 

 • 



58

 • Other Actions: In addition to or in place of the above sanctions/responsive actions, the University 
may assign any other responsive actions as deemed appropriate.

65. Withdrawal or Resignation While Charges Pending

Students: Should a student decide to not participate in the resolution process, the process proceeds absent 
their participation to a reasonable resolution. Should a student Respondent permanently withdraw from 
the University, the resolution process ends, as the University no longer has disciplinary jurisdiction over 
the withdrawn student.

However, the University will continue to address and remedy any systemic issues or concerns that may have 
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 B. New evidence that was not reasonably available at the time the determination regarding responsibility 
or dismissal was made, that could affect the outcome of the matter; and

 C. The Title IX Coordinator, Investigator(s), or Decision-maker(s) had a conflict of interest or bias for 
or against Complainants or Respondents generally or the specific Complainant or Respondent that 
affected the outcome of the matter.

  If any of the grounds in the Request for Appeal do not meet the grounds in this Policy, that request 
will be denied by the Appeal Chair and the parties and their Advisors will be notified in writing of the 
denial and the rationale.

  If any of the grounds in the Request for Appeal meet the grounds in this Policy, then the Appeal Chair 
will notify the other party(ies) and their Advisors, the Title IX Coordinator, and, when appropriate, the 
Investigators and/or the original Decision-maker(s).

  The other party(ies) and their Advisors, the Title IX Coordinator, and, when appropriate, the 
Investigators and/or the original Decision-maker(s) will be mailed, emailed, and/or provided a hard 
copy of the request with the approved grounds and then be given 3 business days to submit a response 
to the portion of the appeal that was approved and involves them. All responses will be forwarded by 
the Chair to all parties for review and comment.

  The non-appealing party (if any) may also choose to raise a new ground for appeal at this time. If so, 
that will be reviewed to determine if it meets the grounds in this Policy by the Appeal Chair and either 
denied or approved. If approved, it will be forwarded to the party who initially requested an appeal, the 
Investigator(s) and/or original Decision-maker(s), as necessary, who will submit their responses in 3 
business days, which will be circulated for review and comment by all parties.

  Neither party may submit any new requests for appeal after this time period. The Appeal Chair 
will collect any additional information needed and all documentation regarding the approved 
grounds and the subsequent responses and render a decision in no more than 3 business days, 
barring exigent circumstances. 

  A Notice of Appeal Outcome will be sent to all parties simultaneously including the decision on 
each approved ground and rationale for each decision. The Notice of Appeal Outcome will specify 
the finding on each ground for appeal, any specific instructions for remand or reconsideration, any 
sanctions that may result which the University is permitted to share according to state or federal law, 
and the rationale supporting the essential findings to the extent the University is permitted to share 
under state or federal law.

  Notification will be made in writing and may be delivered by one or more of the following methods: 
in person, mailed to the local or permanent address of the parties as indicated in official institutional 
records, or emailed to the parties’ University-issued email or otherwise approved account. Once mailed, 
emailed and/or received in-person, notice will be presumptively delivered.

 b. Sanctions Status During the Appeal
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 • Provision of campus safety escorts

 • Climate surveys

 • Policy modification and/or training

 • Provision of transportation accommodations

 • Implementation of long-term contact limitations between the parties

 • Implementation of adjustments to academic deadlines, course schedules, etc.

At the discretion of the Title IX Coordinator, certain long-term support or 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 owed by the 
University to the Respondent to ensure no effective denial of educational access.

The University will maintain the privacy of any long-term remedies/actions/measures, provided privacy 
does not impair the University’s ability to provide these services.

Failure to Comply with Sanctions and/or Interim and Long-term Remedies and/or Responsive Actions

All Respondents are expected to comply with the assigned sanctions, responsive actions, and/or corrective 
actions within the time-frame specified by the final Decision-maker(s) (including the Appeal Chair/Panel).

Failure to abide by the sanction(s)/action(s) imposed by the date specified, whether by refusal, neglect, or 
any other reason, may result in additional sanction(s)/action(s), including suspension, expulsion, and/or 
termination from the University and may be noted on a student’s official transcript.

A suspension will only be lifted when compliance is achieved to the satisfaction of the Title IX Coordinator.

68. Record-keeping

The University will maintain for a period of seven years records of:

 1. 

https://atixa.org/2020-regulations-requirement-posting-of-training-materials/
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 b. Any measures designed to restore or preserve equal access to the University’s education program or 
activity; and

 c. 
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would have never done it but for Bill’s incessant advances. He feels that he successfully seduced her and 
that she wanted to do it all along but was playing shy and hard to get. Why else would she have come 
up to his room alone after the party? If she really didn’t want it, she could have left.

 • Jiang is a junior. Beth is a sophomore. Jiang comes to Beth’s residence hall room with some mutual 
friends to watch a movie. Jiang and Beth, who have never met before, are attracted to each other. After 
the movie, everyone leaves, and Jiang and Beth are alone. They hit it off, soon become more intimate, 
and start to make out. Jiang verbally expresses his desire to have sex with Beth. Beth, who was abused 
by a babysitter at the age of five and avoids sexual relations as a result, is shocked at how quickly things 
are progressing. As Jiang takes her by the wrist over to the bed, lays her down, undresses, and begins to 
have intercourse with Beth, Beth has a severe flashback to her childhood trauma. She wants to tell Jiang 
to stop but cannot. Beth is stiff and unresponsive during the intercourse.

Examples of Retaliation:

 • Student-athlete A alleges sexual harassment by a coach; the coach subsequently cuts the student-
athlete’s playing time without a legitimate justification.

 • A faculty member alleges gender inequity in pay within her department; the Department Chair then 
revokes his approval for her to attend a national conference, citing the faculty member’s tendency to 
“ruffle feathers.”

 • A student from Organization A participates in a sexual harassment investigation as a witness whose 
testimony is damaging to the Respondent, who is also a member of Organization A; the student is 
subsequently removed as a member of Organization A because of their participation in the investigation.
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APPENDIX B: INFORMAL RESOLUTION (IR)

In the case where a Complainant reports a case of discrimination or harassment that falls outside of 
the University and/or Title IX Office or in the case where a Complainant files a report falling within 
the jurisdiction of the University and/or Title IX office but elects informal resolution as permissible in 
accordance with this Policy. As such, informal resolution may be requested when:
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 • IR can result in an accord or agreement between the parties (Complainant, Respondent, University), 
which is summarized in writing by and enforced by the University. This can be a primary goal of 
the process.

 •
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 • Arranging to dissolve a housing contract and a pro-rated refund

 • Exam, paper, and/or assignment rescheduling or adjustment

 • Receiving an incomplete in, or a withdrawal from, a class (may be retroactive)

 • Transferring class sections

 • Temporary withdrawal/leave of absence (may be retroactive)

 • Campus safety escorts

 • Alternative course completion options.

 • The right to have the University maintain such actions for as long as necessary and for supportive 
measures to remain private, provided privacy does not impair the University’s ability to provide the 
supportive measures.

 • The right to receive sufficiently advanced, written notice of any meeting or interview involving the 
other party, when possible.

 • The right to ask the Investigator(s) and Decision-maker(s) to identify and question relevant witnesses, 
including expert witnesses.

 • The right to provide the Investigator(s)/Decision-maker(s) with a list of questions that, if deemed 
relevant by the Investigator(s)/Chair, may be asked of any party or witness.

 • The right to have inadmissible prior sexual history or irrelevant character evidence excluded by the 
decision-maker.

 • The right to know the relevant and directly related evidence obtained and to respond to that evidence.

 • The right to fair opportunity to provide the Investigator(s) with their account of the alleged misconduct 
and have that account be on the record.

 • The right to receive a copy of the investigation report, including all factual, policy, and/or credibility 
analyses performed, and all relevant and directly related evidence available and used to produce the 
investigation report, subject to the privacy limitations imposed by state and federal law, prior to the 
hearing, and the right to have at least ten (10) business days to review the report prior to the hearing.

 • The right to respond to the investigation report, including comments providing any additional 
relevant evidence after the opportunity to review the investigation report, and to have that response 
on the record.

 • The right to be informed of the names of all witnesses whose information will be used to make a 
finding, in advance of that finding, when relevant.

 • The right to regular updates on the status of the investigation and/or resolution.

 • The right to have reports of alleged Policy violations addressed by Investigators, Title IX Coordinators, 
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APPENDIX D: PROCESS B

 • Process B is applicable when the Title IX Coordinator(s) determines Process A is inapplicable, or 
offenses subject to Process A have been dismissed. 

 • If Process A is applicable, Process A must be applied in lieu of Process B. 

 • The University can substitute any alternative process instead of Process B, if desired. 

 • VAWA Section 304 requirements apply to Process B or any alternative process for reports that fall 
under VAWA. 

 • Title IX requirements outside of Section 106.30 (based on the original 1975 regulations, the 2001 Revised 
Guidance, etc.) may also be applicable to Process B. 

RESOLUTION PROCESS FOR ALLEGED VIOLATIONS OF THE POLICY ON THE BASIS OF OTHER 
SEXUAL MISCONDUCT, EQUAL OPPORTUNITY, HARASSMENT, AND NONDISCRIMINATION 

The University will act on any formal or informal allegation or notice of violation of the policy on Equal 
Opportunity, Harassment and Nondiscrimination that is received by the Title IX Coordinator(s)15 or a 
member of the administration, faculty, or other employee, with the exception of confidential resources, as 
articulated in the Policy above. 

The procedures described herein apply to all allegations of harassment or discrimination on the basis of 
protected class status involving students, staff, faculty members, or third parties. 

These procedures may also be used to address collateral misconduct arising from the investigation of or 
occurring in conjunction with harassing or discriminatory conduct (e.g., vandalism, physical abuse of 
another). All other allegations of misconduct unrelated to incidents covered by this policy will be addressed 
through the procedures elaborated in the respective student, faculty, and staff handbooks. 

VIOLATION OF LAW AND UNIVERSITY DISCIPLINE 

The University reserves the right to review actions taken by civil authorities regarding any student or student 
organization. University disciplinary proceedings may be instituted against a student charged with violation 
of law and may, at the sole discretion of the University, be carried out prior to, concurrently, or following 
civil or criminal proceedings. Violations occurring during non-enrolled periods may be considered by 
the University in determining whether a student will be eligible to continue his/her enrollment in the 
University and if so, under what conditions. 

In adherence to state and federal law, Process B shall follow the same process as designated in Process A, 
effective August 14, 2020.
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APPENDIX E: MODEL UNETHICAL RELATIONSHIPS POLICY

EXPECTATIONS REGARDING UNETHICAL RELATIONSHIPS

All Hope International University Faculty, Staff and Volunteers are expected to act in a manner that is 
consistent with the mission and values of the University. Each employee must conduct their personal affairs 
so that there can be no opportunity for unfavorable reflections upon the University, either expressed or 
implied. The use of common sense, good ethical standards and discretion will guide employees in proper 
conduct. Failure to maintain reasonable standards is subject to discipline up to and including termination. 
It is expected that employees will conduct themselves in a manner consistent with biblical standards, values 
and character. 

There are inherent risks in any romantic or sexual relationship between individuals in unequal positions 
(such as faculty member and student or supervisor and employee). These relationships may, in reality, be 
less consensual than perceived by the individual whose position confers power or authority. Similarly, 
the relationship also may be viewed in different ways by each of the parties, particularly in retrospect. 
Circumstances may change, and conduct that was once welcome may, at some point in the relationship, 
become unwelcome.

Even when both parties have initially consented to romantic or sexual involvement, the possibility of a 
later allegation of a relevant Policy violation still exists. The University does not wish to interfere with 
private choices regarding personal relationships when these relationships do not interfere with the goals 
and policies of the University. However, any dating, romantic or highly socialized relationship between 
a University employee and a Hope International University student or between an employee and anyone 
who directly or indirectly supervises the employee, is deemed inappropriate and potentially harmful to 
both students and employees. 

Employees may not and cannot be involved in dating or highly socialized relationships (including flirting, 
romantic or sexual relationships) with HIU students or with any employee who is in the line of supervision. 
The establishment of such a relationship will require immediate resolution in a manner consistent with this 
policy. Failure to do so may result in disciplinary action or termination. 

Consensual romantic or sexual relationships in which one party maintains a direct supervisory or otherwise 
evaluative role over the other party are inherently problematic. Therefore, persons with direct supervisory or 
otherwise evaluative responsibilities who are involved in such relationships must bring these relationships 
to the timely attention of their supervisor and/or the Title IX Coordinator. The existence of this type of 
relationship will likely result in removing the supervisory or evaluative responsibilities from the employee 
or shifting a party from being supervised or evaluated by someone with whom they have established a 
consensual relationship. When an affected relationship existed prior to adoption of this policy, the duty to 
notify the appropriate supervisor still pertains.

This type of relationship includes Resident Advisors (RAs) and students over whom the RA has direct 
responsibility. While no relationships are prohibited by this policy, failure to timely self-report such 
relationships to a supervisor as required can result in disciplinary action for an employee. The Title IX 
Coordinator will determine whether to refer violations of this provision to Human Resources for resolution, 
or to pursue resolution under this Policy, based on the circumstances of the allegation.
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APPENDIX G: Title IX Policy Statement

Hope International University adheres to all federal, state, and local civil rights laws prohibiting 
discrimination in employment and education. The University does not discriminate in its admissions 
practices except as permitted by law, in its employment practices, or in its educational programs or activities 
on the basis of sex/gender. As a University of federal financial assistance for education activities, the 
University is required by Title IX of the Education Amendments of 1972 to ensure that all of its education 
programs and activities do not discriminate on the basis of sex/gender. Sex includes sex, sex stereotypes, 
gender identity, gender expression, sexual orientation, and pregnancy or parenting status.

Hope International University also prohibits retaliation against any person opposing discrimination 
or participating in any discrimination investigation or complaint process internal or external to the 
institution. Sexual harassment, sexual assault, dating and domestic violence, and stalking are forms of sex 
discrimination, which are prohibited under Title IX and by University policy.
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Esperanza Free
Human Resource Director Business Office - Nutwood East 

mailto:OCR@ed.gov
http://www.ed.gov/ocr
mailto:OCR.SanFrancisco@ed.gov
https://www.hhs.gov/hipaa/filing-a-complaint/index.html
mailto:ocrmail@hhs.gov
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Messages to the Department of Justice, including the Attorney General, may be sent using the online form 
at https://www.justice.gov/doj/webform/your-message-department-justice. Your message will be forwarded 
to the responsible Department of Justice component for appropriate handling.

Correspondence to the Department of Justice, including the Attorney General, maybe sent to:

U.S. Department of Justice
950 Pennsylvania Avenue, NY 
Washington, DC 20530-0001 

The Department of Justice may be contacted by phone at the following: 

 • Department Comment Line: 202-353-1555 

 • Department of Justice Main Switchboard: 202-514-2000 

 • TTY/ASCII/TDD: 800-877-833

For complaints involving employees:

Equal Employment Opportunity Commission (EEOC) Contact: https://www.eeoc.gov/contact-eeoc 

Los Angeles District Office 
Roybal Federal Building 
255 East Temple St., 4th Floor 
Los Angeles, CA 90012 
(800) 669-4000 
TTY: (800) 669-6820 
ASL Video Phone: (844) 234-5122

Within any resolution process related to this policy, Hope International University provides reasonable 
accommodations to persons with disabilities and religious accommodations, when that accommodation is 
consistent with state and federal law.

Hope International University does not discriminate in its employment practices or in its educational 
programs or activities on the basis of sex/gender. The University also prohibits retaliation against any 
person opposing discrimination or participating in any discrimination investigation or complaint 
process internally or externally. Reports of misconduct, questions regarding Title IX, and concerns about 
noncompliance should be directed to the Title IX Coordinator. For a complete copy of the policy or for 
more information, please contact the Title IX Coordinator or the Assistant Secretary of Education within 
the Office for Civil Rights (OCR).


