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1) the Appeals Committee (for decision and sanction), 2) the President (for the sanction 
of expulsion only). There are no other levels of appeal and one cannot have more than 
one appeal at any single level. 

Appeals heard by the Appeals Committee (from the Community Conduct Board),, and 
the President of the University allow for appeals by the respondent only (and not by the 
aggrieved party). In addition, the Appeals Board can maintain or diminish sanctions on 
appeal; they do not intensify them. 

BIAS-RELATED HARASSMENT 
Bucknell University prohibits and makes subject to sanction bias-related harassment. The con-
tent below defines bias-related harassment; discusses the distinction between bias-related 
harassment and academic freedom; and outlines the support, policies and procedures 
associated with a report of bias-related harassment. Questions regarding this policy may be 
directed at the Dean of Students Office or any of the first responders listed below. 

Bias-related Harassment is defined as physical, verbal or visual conduct or 
communication conveyed by a person or group targeted at an individual’s or group’s 
age, class, color, disability, ethnicity, gender, gender expression, gender identity, 
national origin, sex, sexual orientation, race, religion or spirituality, which, in the view 
of a reasonable person, has the purpose or effect of creating an intimidating or hostile 
educational, work, or living environment, interfering with an individual’s educational or 
work performance. 

Harassment thus defined is severe, persistent, or pervasive. It generally comprises 
deliberate actions, but may be found in a single incident where the impact of the behavior 
is particularly great or clear intent is apparent. 

The reasonable person standard considers what a reasonable person’s response to 
the alleged harassment would have been under similar circumstances, in a similar 
environment. Even if it is not possible to prove that the respondent willfully intended to 
harass, he/she could still be sanctioned if a reasonable person in his/her situation should 
have been aware of the possible impact of his/her actions. Other factors to be considered 
when determining if an incident rises to the level of bias-related harassment include the 
following: 

• The totality of the circumstances involved (i.e., identities of those involved, behavior 
associated with such bias, historical context, etc.). 

• The apparent motivation for the act (or acts) and the impact on the targeted person or 
group. 

• The location of the incident or incidents, whether in a classroom, workplace or 
residence hall. 

• The kind or method of communication. 

The bias-related harassment policy compliments other University policies as well as 
local, state and federal law. Those found responsible for bias-related harassment may 
be held accountable to such policies and laws. For example, bias-related harassment 
communicated via email or other electronic means may be subject to the University’s 
Appropriate Use Policy for electronic communication. Acts of harassment may also 
violate Pennsylvania law (cf. Ethnic Intimidation Act of 1982 and other statutes) or 
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Federal law, and complainants may choose to pursue such charges in addition to any 
University proceeding. 

Note: In compliance with Title IX, student complaints of bias that include a component 
of sexual misconduct, or sexual harassment, including nonsexual harassment of a 
person because of the person’s sex and/or gender, and harassment based on the person’s 
nonconformity with gender norms and stereotypes, should be reported and are resolved 
in accordance with the University’s Sexual Misconduct and Relationship Violence Policy. 

Honoring the Free Expression of Ideas 
This policy is meant neither to proscribe nor to inhibit discussions, in or out of the 
classroom, of complex, controversial, or sensitive matters, including morality, ethics, 
age, class, color, disability, gender, gender identity, gender expression, national or ethnic 
origin, sex or sexual orientation, race, religion, or spirituality, when, in the judgment 
of a reasonable person, these matters arise in context and do not create the significantly 
hostile environment that constitutes harassment. If an action or expression is unpopular 
or controversial, but does not clearly interfere with the work or study of others, it is not 
governed by this policy. Even when ideas expressed are contrary to University values, 
if such expression otherwise complies with University regulations it should not be 
considered a violation of University policy. 

Bucknell’s Mission and Values: Why a Policy is Appropriate 
Since its earliest days, Bucknell has been committed to inclusiveness and diversity, dating 
back to the University’s first leaders’ progressive steps toward co-education and the 
admission of African-American and international students, years before other prestigious 
institutions took the same steps. 

Today, cultivating an inclusive and diverse community for living, learning, and working 
has been affirmed as one of Bucknell’s pre-eminent objectives. In the 2006 Plan for 
Bucknell, the enhancement of student learning and growth by “diversity in all its forms” 
is part of the central vision for the University. Equally important, the mission statement 
driving the plan identifies “appreciation of other cultures and diverse perspectives” as one 
of the essential outcomes of a Bucknell education. Moreover, one of the plan’s carefully 
selected strategies commits Bucknell to “diversity of all kinds” and to fostering “civil 
discourse” and “a campus climate that is receptive, welcoming and supportive.” 

When a student, professor or staff member is actively subjected to others’ stereotypes 
or generalizations about an inherent trait that he or she has – a disabling condition, 
for example – the climate is no longer “receptive, welcoming and supportive.” And the 
atmosphere of danger and fear that can result may interfere with his/ her ability to learn 
or work. That is, harassment may occur. 

The University recognizes the fundamental right of individuals to act and speak on the 
basis of their values and reason. But it will not extend this right if the words or behavior 
create a hostile environment that interferes with the rights of others to live, learn, and 
work (i.e., if they constitute harassment). Further, this policy takes particular exception 
to harassment based on someone’s age, class, color, disability, ethnicity, gender, gender 
expression, gender identity, gender expression, national origin or ethnic origin, sex, or 
sexual orientation, race, religion or spirituality (i.e., harassment based on certain biases). 



119

This policy defining bias-related harassment and its consequences can only supplement 
the educational work of the curriculum and co-curriculum in promoting the University’s 
values and goals regarding diversity. Bucknell is preparing its students for leadership in 
work and service environments characterized by human diversity, and it is the success 
of these efforts that will prevent bias-related harassment on campus and later in life. 
Educational efforts should be the University’s first and most systematic effort towards 
creating civility and tolerance in situations of difference or conflict. But, when the 
University’s standards for conduct are clearly violated, and informal means of mediation 
do not resolve the conflicts, this policy is intended to provide an orderly procedure 
whereby breaches can be addressed. 

Reporting and Advising 
Bucknell University takes seriously all complaints of harassment. The University strives 
to support the individual coming forward with a complaint (the complainant) through 
transparent reporting and thoughtful advising through our process. Likewise, the 
University strives for a fair and impartial investigation and hearing protocol for the 
person accused. The process for reporting incidents of bias-related harassment is outlined 
below. 

• If the bias-related harassment has escalated to violence or threat of violence, the 
complainant should report the incident or behavior immediately to Public Safety and/
or the Dean on Call. 

• If the bias-related harassment does not include immediate danger the complainant 
should contact one of the following first responders: the Associate Provost for 
Diversity, the Associate Dean for Diversity , the Executive Director of Human 
Resources, or the Director of Public Safety. These administrators can (1) explain the 
options available for resolving complaints (discussed below), (2) provide additional 
on and off campus resources to ensure that the complainant feels supported, and 
(3) provide information and referral to local law-enforcement authorities if the 
complainant wishes to pursue criminal charges. If the need arises, the University will 
appoint and train additional first responders. 

When meeting with the complainant, the first responder will explain the options for the 
complainant, based on the information available. The first responder will file a report of 
the incident for statistical purposes, including the location, means of harassment(s) and 
type of bias or biases included in the incident. Though the statistical information will be 
published, the report and any identifying information will be kept confidential. If the 
alleged harasser(s) is known at the time, the first responder will discuss the complainant’s 
options to resolve the incident, including but not limited to filing formal charges with the 
University, and/or pursuing criminal charges, or taking no action. If the complainant or 
the University comes to discover the identity an alleged harasser, University charges may 
be filed at any time. In certain extreme cases affecting the entire University community, or 
cases involving escalating threats (for example, a public cross-burning), a faculty or staff 
member or administrator may bring the complaint on behalf of the community. 

If the complainant wishes to pursue further action after communicating with a first 
responder, he or she will be referred to an investigating officer: either the designated senior 
administrator in Student Affairs (for alleged student harassers or student respondents), 
the designated senior administrator in Academic Affairs (for faculty respondents); 
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or the designated senior administrator in Finance and Administration (for staff and 
administrative respondents). The investigating officer will inform the Affirmative Action 
Officer that a complaint has been received; the Affirmative Action Officer will be available 
for advising all complainants and will maintain appropriate reports of complaints. 

The University encourages the reporting of all incidents that are perceived to fall under 
this policy. The University also prohibits threats or acts of reprisal against anyone who 
initiates a report or complaint of bias-related harassment. Complaints that are found 
to be knowingly and intentionally untrue could result in disciplinary action against the 
complainant. 

Investigation 
The University will promptly investigate and resolve complaints of harassment, with 
due regard for fairness and the rights of both the complainant and the person accused, 
as detailed in the appropriate hearing procedures. Investigation and resolution will be 
undertaken in the most confidential manner possible. 

As noted above, initial complaints of bias-related harassment will be investigated by 
the designated senior officer in Student Affairs, Academic Affairs, or Finance and 
Administration, depending on who the respondent is. The first responder who received 
the complaint will assist in the investigation. 

• For student respondents, the investigative procedures are those described in the Student 
Conduct System and Code of Conduct. 

• For faculty respondents, investigation will occur in the manner described in the 
“Bucknell Policy and Procedures on Sexual Harassment” document appended to the 
Faculty Handbook. 

• For administrative and staff respondents, investigation will adhere to the Formal 
Problem-Solving Procedures contained in the Staff Handbook. 

After investigation of the matter, the investigating officer will inform the complainant of 
his/her preliminary determinations and will advise the complainant regarding the options 
for resolution. The investigating officer also will provide complainants and respondents 
with the names of experienced faculty members, staff persons, and administrators who 
would make knowledgeable advisers throughout any ensuing process. 

Formal Hearings 
A formal hearing may be requested under the Student Code of Conduct and Code of 
Conduct Systems for student respondents, the Bucknell Policy and Procedures on Sexual 
Harassment for faculty respondents, or the Formal Problem-Solving Procedures for 
administrative and staff respondents. 

Hearings for Student Respondents
After investigation, the Assistant Dean for Student Conduct Administration will 
determine whether there is sufficient information to move forward with charges of bias-
related harassment. If so, the matter will be referred to the Community Conduct Board.
Parties to such cases will be given the names of faculty and staff members trained to 
support and advise both respondents and complainants in such proceedings. 

Charges may go to a hearing in one of two ways.
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1.  If no other violation of the Student Code of Conduct was involved, a stand-alone 
charge of bias-related harassment may be brought. 

2.  If the incident(s) also meets the definition(s) of a Category 1 violation in the Student 
Code of Conduct (for example, Physical Assault, Freedom of Speech, or Freedom of 
Movement), then the incident’s motivation by bias will be judged by the Community 
Conduct Board along with that other violation. If the other violation is found to 
have been substantially motivated by bias or to have had a significant impact on the 
complainant, that fact will be considered an aggravating factor in determining the 
sanction for the Category I violation. 

Alcohol use in conjunction with an action deemed bias-related shall be considered neither 
mitigating nor aggravating, unless it is part of a pattern of the respondent’s previous 
alcohol-related violations, in which case it can be considered aggravating. 

Hearings for Staff Respondents
Cf. pp. 21-24 of the Staff Handbook (Informal Problem-Solving Procedures, Formal 
Problem-Solving Procedures, Disciplinary Actions, and Separation from Employment). 

Hearings for Faculty Respondents
Cf. “Procedure: C. Formal Hearing” of the Bucknell Policy and Procedures on Sexual 
Harassment. However, rather than the Affirmative Action Officer, a member of the 
Provost’s staff will sit with the hearing panel to assist it in its functions, still without vote. 

Procedures for University Response and Reporting 
Incidents that are perceived to be bias-related are of great concern to University 
community. If a major incident occurs on campus, the President will initiate timely 
communication to communicate with the campus about the nature of the incident and 
the University’s response, to the extent appropriate. 

Incidents may manifest bigotry or intolerance that conflicts with the University’s mission 
and aspirations, but does not constitute bias-related harassment as formally defined here. 
Such incidents are not actionable under this policy, although they still may be censured by 
individuals and groups. The University administration, faculty, student government, and 
student groups are encouraged to discuss such incidents and speak publicly as they deem 
appropriate. 

Alerts 
In cases not obviously of immediate and major community-wide effect, the President 
or his/her designee will determine whether the reported incident presents an imminent 
danger to the University community. If it does present an imminent danger, appropriate 
advisories will be issued. In cases where a threat to a group is not judged to be imminent 
or dangerous, the President or his/her designee may, at his /her discretion, still choose to 
inform members of the target group or a group’s adviser of the incident. 

In order to protect the confidentiality of both the complainant and the respondent, if 
no imminent community danger is determined to be present, an incident will not be 
reported publicly (except for statistical reporting purposes – see below), with the above-
stated understanding that all such complaints should be resolved as expeditiously as 
possible. 
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If an incident has become public knowledge on campus, the University and its officials 
may comment publicly on it, consistent with applicable laws, provided such comment 
is deemed necessary to restate the University’s mission and values in this area, to clarify 
policy and procedure, or to quell rumors. At no time will such comment presume the 
responsibility or lack of responsibility of any respondent.

Statistical Reports 
The University also will produce a public report after the end of each semester listing 
numbers of bias-related harassment complaints and their resolution, without naming 
complainants or respondents. These reports will be made available to the community in a 
timely and accessible manner. 

GRIEVANCE PROCEDURES 
Any student who believes he or she has been subject to discrimination with respect to 
equal opportunity, equal pay, opportunity for promotion or otherwise shall be entitled to 
file a grievance as set forth below. Before filing a grievance, the student is encouraged to 
speak first with his/her employer, or the administrator or member of the faculty involved. 

If the grievance is not resolved at this level, the student is encouraged to bring the matter 
to the attention of the next administrative level; e.g., the chairperson, dean, or 
administrative department head. Failing to receive satisfaction, the grievant may use the 
applicable procedure(s) described below. Any student who has a grievance involving the 
impermissible use of the factor of race, creed, national origin, sex, age, disability, or other 
irrelevant factors may present a written complaint within 180 days of the date of the 
grievance to the Affirmative Action Officer who shall review the matter within 30 days. 

Academic-Related Matters 
In academically related matters, the Affirmative Action Officer, in consultation with the 
Dean of the College of Arts and Sciences or the Dean of the College of Engineering, will 
review the grievance. If it is not resolved by them, an appeal may be taken to a grievance 
committee. When the grievance includes a charge directed against either the Dean of the 
College of Arts and Sciences or the Dean of the College of Engineering, the Dean of 
Students shall act in his/her place. 

Employment Matters 
When the grievance concerns employment, the Affirmative Action Officer, in 
consultation with the Executive Director of Human Resources (or his/her designee), will 
review the matter. If the matter is not resolved by them, an appeal may be taken to a 
grievance committee. When the grievance includes a charge against the Executive 
Director of Human Resources, the Vice President for Finance and Administration shall 
act in his/her place. 

All Other Matters 
In matters not related to academics or employment, the Affirmative Action Officer in 
consultation with the Dean of Students will review the grievance. If the Affirmative Action 
Officer and the Dean do not resolve the grievance, an appeal may be taken to a grievance 
committee. When the grievance involves a charge directed against the Dean of Students, 
the Provost shall act in his/her place. 


