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will be fully investigated by appropriate college personnel under the coordination 
of the dean of students. In order to determine if a student is missing, college officials 
will check a student’s card access records, class attendance, student residence, and 
use other methods to determine the status of a missing student. Vassar will notify 
appropriate local law enforcement agencies not later than 24 hours after the time 
a student is determined to be missing. If the student has designated an emergency 
contact person, the college will notify that individual as well. 

Note for students under age of 21: Suzanne’s Law requires law enforcement to notify 
the National Crime Information Center (NCIC) when someone between the age 
of 18 and 21 is reported missing, as part of the national “Amber Alert” bill. This 
federal law is named for Suzanne Lyall, a State University of New York at Albany 
student who has been missing since 1998. 

Emergency Contact information: 

In compliance with the Federal Higher Education Opportunity Act, federal law, 20 
U.S.C § 1092j, a student may identify an individual to be contacted by the college 
not later than twenty-four (24) hours after the time circumstances indicate that the 
student may be missing. The student should notify the emergency contact that he or 
she has been designated as an emergency contact. For students under age eighteen 
(18) and not emancipated, Vassar is required to notify the custodial parent not later 
than twenty-four (24) hours after the time the student is determined to be missing. 
All enrolled students at the college, regardless of their living circumstances, should 
designate an emergency contact person. Every student (resident and non-resident) has 
his/her own student account and may enter or change, under personal information/
address, a designated emergency contact person at any time by updating their contact 
information. Students should update their personal information at the beginning 
of each academic year as a part of the check-in process to their residence hall and 
room, and are solely responsible for the accuracy of the information provided and 
updating the information when needed. 

IX. Policy Against Discrimination and 
Harassment 
OFFICE OF EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 

The Office of Equal Opportunity and Affirmative Action is responsible for monitoring 
the college’s compliance with federal and state nondiscrimination laws, assisting 
with all aspects of reported violations of the college’s Policy Against Discrimination 
and Harassment, investigating complaints, and managing the informal and formal 
grievance process. The college encourages those who have witnessed or experienced 
any form of discrimination or harassment to report the incident promptly, to seek 
all available assistance, and to pursue informal or formal resolution processes as 
described in this Policy.1 

As discussed below, individuals who wish to report a concern, seek guidance or 
assistance, or file a formal grievance may do so by contacting the Director of Equal 
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Opportunity for matters involving students, administrators or staff members and the 
Faculty Director of Affirmative Action for matters involving faculty. Individuals 
may also report a concern to a dean or director, his or her supervisor, an academic 
department chair or program director, an athletic coach or trainer, human resources, 
or a senior officer, who are mandated to consult immediately with the EO/AA Office 
to determine the best course of action for addressing concerns. Reports should be 
made as soon as possible after the alleged conduct occurs,2 optimally within one year. 3 

Office of Equal Opportunity and Affirmative Action  Phone: (845) 437-7924 
Vassar College, Box 645  Fax: (845) 437-5715 
124Raymond Avenue Poughkeepsie,  http://eoaa.vassar.edu 
New York 12604-0645 

Julian Williams   Phone: (845) 437-7584 
Director of Equal Opportunity/Title IX  Fax: (845) 437-5715
Vassar College, Box 645       julwilliams@vassar.edu
124 Raymond Avenue Poughkeepsie,  
New York 12604-0645 

Colleen Cohen   Phone: (845) 437-7924 
Faculty Director of Affirmative Action and  Fax: (845) 437-5715 
Professor of Anthropology and Women’s Studies  cocohen@vasser.edu 
Vassar College, Box 645  
124 Raymond Avenue Poughkeepsie,  
New York 12604-0645 

EXTERNAL REPORTING OPTIONS: Individuals with complaints of this 
nature also have the right to seek recourse from outside of the College by filing a 
complaint with the Office of Civil Rights for student-related concerns, the Equal 
Employment Opportunity Commission for employment-related concerns, or the 
State Division of Human Rights. 

Office for Civil Rights  Equal Employment Opportunity Commission 
Phone: (800) 421-3481  Phone: (800) 669-4000 
TDD: (877) 521-2172  TDD: (800) 669-6820 
OCR@ed.gov  info@eeoc.gov 
http://www.ed.gov/ocr  http://www.eeoc.gov/ 

New York State Division of Human Rights 
Phone: (888) 392-3644 
http://www.dhr.ny.gov/how_to_file_a_complaint.html 

POLICY AGAINST DISCRIMINATION AND HARASSMENT 4 

I. Policy Statement 

Vassar College prohibits discrimination on the basis of race, color, religion or religious 
belief, citizenship status, sex, marital status, disability, pregnancy, sexual orientation, 
gender identity or expression, national origin, military service or affiliation, genetic 
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information, age, and any other characteristics protected by law. In accordance 
with this, Vassar is committed to providing a working and learning environment 
where all members feel valued and are fully empowered to claim a place in, and 
responsibility for, our shared working, living, and learning community. Members 
of the Vassar College community, guests, and visitors have a right to be free from 
discrimination and harassment and to be treated with respect. For this reason, Vassar 
does not discriminate on the basis of an individual’s actual or perceived race, color, 
religion or religious belief, citizenship status, sex, marital status, disability, pregnancy, 
sexual orientation, gender identity or expression, national origin, military service 
or affiliation, genetic information, or age in the administration of its educational 
policies, admissions policies, scholarships and loan programs, athletic program, and 
other college programs and activities, and does not tolerate such discrimination or 
harassment of its faculty, administration, staff, students, or visitors.

 
II. Scope of Policy 

This Policy prohibits discrimination against or harassment of members of the college 
community and guests. Its scope is inclusive of, but is not limited to, any individuals 
regularly or temporarily employed, studying, living, visiting, or with an official 
capacity at Vassar College (such as volunteers and contractors). 

The filing of a complaint under this Policy is independent of any external investiga-
tion or court proceeding, and the college will not necessarily wait for the conclusion 
of any external investigation or proceeding to commence its own investigation 
and to take immediate steps to ensure the safety and well-being of members of the 
college community. An allegation of discrimination or harassment is not proof of 
prohibited conduct, and a claim will not be taken into account during performance 
review, promotion, reappointment, or other evaluation unless a final determination 
has been made that the Policy has been violated, or an agreement has been reached 
as part of an informal resolution process.  If necessary and appropriate, decisions 
regarding extension, reappointment, or promotion may be deferred, in consultation 
with the appropriate supervisor, senior officer, or review committee, until the matter 
is resolved. 

III. Relationship to Academic Freedom and Responsibility 

As articulated in the Vassar College Statement on Academic Freedom and 
Responsibility, Vassar is dedicated to freedom of inquiry in the pursuit of truth, 
is vigilant in defending the right of individuals to free speech, and is dedicated to 
the cultivation of an atmosphere in which all of its members may study, live, and 
work free from intolerance, discrimination, and harassment. The Policy will not be 
construed as undermining the principle of academic freedom, which may include the 
introduction of controversial and challenging matters and demanding methods of 
inquiry within the teaching environment. However, discrimination and harassment 
are not legally protected, nor are they excused by reference to academic freedom of 
expression. Discrimination and harassment undermine the educational mission of 
the institution, its integrity, and the intellectual, working, and living environment 
for members of our community. 
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IV. Definitions 

A. Discrimination is any distinction, preference, advantage for, or detriment 
to an individual compared to others that is based on an individual’s actual 
or perceived race, color, religion or religious belief, citizenship status, sex, 
marital status, disability, pregnancy, sexual orientation, gender identity or 
expression, national origin, military service or affiliation, genetic informa-
tion, or age that adversely affects a term or condition of an individual’s 
employment, education, living environment, or participation in a college 
activity, or is used as the basis for or a factor in decisions affecting that 
individual’s employment, education, living environment, or participation 
in a college activity. 

B.  Discriminatory Harassment is unwelcome conduct directed toward an 
individual based on the individual’s actual or perceived race, color, religion 
or religious belief, citizenship status, sex, marital status, disability, preg-
nancy, sexual orientation, gender identity or expression, national origin, 
military service or affiliation, genetic information, or age that is so severe, 
persistent, or pervasive that it has the purpose or effect of unreasonably 
interfering with an individual’s employment or educational performance 
or creating an intimidating, hostile, offensive, or abusive environment for 
that individual’s employment, education, living environment, or participa-
tion in a college activity. 

C. Retaliatory Harassment is intentional action taken by an individual or 
allied third party, absent legitimate nondiscriminatory reasons, that harms 
an individual as reprisal for filing a grievance or for participating in an 
investigation or grievance proceeding. 

D. Sexual Harassment is a form of unlawful gender-based discrimination.  It 
may involve harassment of women by men, harassment of men by women, 
and harassment between persons of the same sex.  Sexual harassment is 
defined as unwelcome gender-based verbal or physical conduct that it 
sufficiently severe, persistent or pervasive that it unreasonably interferes 
with, limits, or deprives someone of the ability to participate in or benefit 
from the college’s educational program or activities or employment 
benefits or opportunities. The unwelcome behavior may be based on power 
differentials (such as in quid pro quo harassment where submission to or 
rejection of unwelcome sexual conduct by an individual is used as the basis 
for employment or academic decisions), the creation of a hostile environ-
ment, or retaliation. The college’s policy on sexual misconduct may also 
apply when sexual harassment involves physical contact.5 Examples of 
sexual harassment may include, but are not limited to, 

•	 Egregious, unwanted sexual attention or other verbal or physical conduct 
of a sexual nature 

•	 Implied or overt threats of punitive action, a result of rejection of sexual 
advances 

•	 Conditioning a benefit on an individual’s acceding to sexual advances 

•	 Unwelcome, sexually explicit messages, statements, or materials 
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•	 Attempting to coerce an unwilling person into a romantic or sexual 
relationship 

•	 Sexual violence 

•	 Intimate partner violence 

•	 Stalking, including cyberstalking 

•	 Gender-based bullying 

V.  Complaint Procedure 

The College has two approaches for resolving complaints of alleged discrimination 
and harassment: informal resolution and the formal grievance processes. Informal 
resolution efforts and the formal grievance processes are not mutually exclusive, 
and neither is a prerequisite for the other. Moreover, the informal resolution process 
may be ended at any time in order to initiate a formal complaint. 

Individuals who believe that they have been victims of sexual or some other form 
of harassment can reach out to an EO/AA officer who will meet with them to hear 
their concerns, and review available options for informal and formal resolution. 
Discussing a concern does not commit one to making a formal charge. However, an 
individual reporting harassment should be aware that the college may decide that it 
is necessary to take action to address the harassment beyond an informal discussion. 

The college encourages the prompt reporting of any potential violations of this policy, 
so that it can take appropriate steps to maintain an environment free of harassment, 
and to ensure that its procedures are effective in promoting this goal. While no fixed 
reporting period has been established, early reporting and intervention has proven 
to be the most effective method of resolving actual or perceived incidents of sexual 
and other forms of harassment. 

A. Informal Resolution: Seeking Mediation 

1. Informal resolution procedures are intended to allow the complainant and 
the respondent to provide detailed information about the alleged incident(s) 
of discrimination or harassment and reach a mutually agreeable resolution. 
The mediation process aims to assure fairness, to facilitate communication, 
and to maintain an equitable balance of power between the parties. 

2. With consent of both the complainant and the respondent, the Office of Equal 
Opportunity and Affirmative Action will contact a mediator whose training 
is appropriate to the conflict to be resolved. The mediator is not an advocate 
for either the complainant or the respondent. The role of the mediator is to 
aid in the resolution of problems in a non-adversarial manner. 

3. The informal resolution process ends when a resolution has been reached or 
when the complainant or the respondent has terminated the process. At any 
time during the mediation process, the complainant and the respondent are 
free to withdraw consent. A successful informal resolution results in a binding 
agreement between the parties. 
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4. The mediator shall notify the faculty director of affirmative action or the EO/
AA officer of the result of the mediation process. If the dispute is not resolved 
through mediation, the faculty director of affirmative action or the EO/AA 
officer shall immediately inform all affected parties and discuss with the 
complainant other alternatives for achieving resolution. The complainant may 
file a formal grievance with the Office of Equal Opportunity and Affirmative 
Action or withdraw the informal complaint. The informal resolution process, 
if unsuccessful, will not prejudice the rights of either party in the dispute. 
Therefore, should the informal resolution be unsuccessful, neither the reasons 
for the failure of the mediation nor any material or statements made during 
the process will be used in any subsequent proceedings or forums. 

5. No written records of the mediation process, other than the final resolution, 
shall be retained by the faculty director of affirmative action or the EO/ AA 
officer. Original documents shall be returned to their original source or to 
another site as agreed in the resolution by the complainant and the respondent. 

B. Formal Grievance Process 
A formal grievance process may be initiated in person by meeting with the EO/ AA 
Officer or in writing to the Office of Equal Opportunity and Affirmative Action (for 
matters involving faculty, the grievance should be directed to the faculty director 
of affirmative action.) The college strongly encourages submission of grievances in 
writing after meeting first with the appropriate person. The formal grievance should 
be hand delivered or sent by certified mail to either the attention of the faculty 
director of affirmative action or the EO/AA officer, as appropriate, at: Office of 
Equal Opportunity and Affirmative Action, Vassar College, Campus Box 645, 124 
Raymond Ave, Poughkeepsie NY 12604-0645. A formal grievance must identify 
and include the following information: 

•	 Complainant’s signature and the date signed; 

•	 Name of the accused individual, his or her position or status, and contact 
information, if known; 

•	 Clear and concise description of the alleged incident(s), when and where it 
occurred; 

•	 Description of all informal efforts, if any, to resolve the issue(s) with the 
person involved. This includes names, dates and times of attempted or 
actual contact along with a description of the discussion and the manner of 
communication made in the course of each effort; 

•	 Supporting documentation and evidence; and 

•	 Names of witnesses or individuals who may have direct and relevant 
information about the specific allegation (with accompanying addresses, 
email addresses, and telephone numbers). 

1. Confidentiality 

Vassar College will endeavor to maintain confidentiality in all informal 
and formal proceedings, except as otherwise specified in these statements of 
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procedure. All documents relating to the alleged incident of discrimination 
or harassment will be maintained as confidential. Participants are authorized 
to discuss the case only with those persons who have a genuine need to know. 

2. Preliminary Review of Complaint and Notice of Receipt 

a)  Upon receipt of a complaint, the EO/AA officer will review the complaint 
for appropriateness and timeliness. The EO/AA officer will provide the 
grievant with written notice of receipt of the complaint within 5 working 
days, and will advise the grievant of the college’s grievance procedures and 
forms of relief. 

b) Formal grievance complaints require that the respondent be advised of 
the allegations and the source of the complaint by the faculty director of 
affirmative action or the EO/AA officer. The faculty director of affirmative 
action or the EO/AA officer, as appropriate, will provide the respondent 
with a copy of the formal grievance complaint within 5 working days of 
receipt of the complaint, and will advise the respondent of the college 
grievance policy and procedures. 

c)  The faculty director of affirmative action or the EO/AA officer, as appropri-
ate, shall discuss with the grievant whether or not the alleged incidents 
of discrimination or harassment constitute a violation of the college’s 
nondiscrimination and nonharassment policy, and whether or not it is 
appropriate to convene a Grievance Hearing Panel. The decision to request 
a Grievance Hearing Panel rests with the grievant. 

d) If the respondent is a member of the faculty, staff, or administration, and 
the grievant requests a Grievance Hearing Panel, the grievance shall be 
transmitted to the respondent’s senior administrative officer (the senior 
administrative officers of the college include the president, the dean 
of the faculty, the dean of the college, the dean of strategic planning 
and academic resources, the vice president of college relations, the vice 
president for computing and information services, the vice president for 
development, and the vice president for finance and administration) who 
shall convene a Grievance Hearing Panel 

e)  If the respondent is a student and the grievant requests a Grievance Hear-
ing Panel, the complaint shall be transmitted to the College Regulations 
Panel, which shall provide fair and expeditious hearing to both grievant 
and respondent. The rules and procedures of the hearing shall be those 
normally in effect for the College Regulations Panel. Detailed rules and 
procedures of the College Regulations Panel are available from the Office of 
the Dean of Students upon request

3. Hearing 

a)  The Grievance Hearing Panel, appointed and chaired by the respondent’s 
senior administrative officer, will then conduct a hearing, including an 
examination of those witnesses and receipt of such documentary evidence 
as the panel may deem appropriate. 
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b) Both parties will have the opportunity to review all other contents of the 
case file after the hearing. Contents of the file can only be seen in the office 
of the senior administrative officer in the presence of an observer. Notes 
may be taken while reviewing the file. 

4. Findings of the Panel 
The panel will deliberate in private session and will decide by closed vote 
whether a violation of the college’s Policy Against Discrimination and Harass-
ment and/or other college policies has occurred, based on the preponderance 
of the evidence.  The chair does not vote.  A decision that a violation has 
occurred requires majority agreement among the members eligible to vote. 
In the case of the finding of a violation, the senior administrative officer, in 
consultation with the members of the panel, shall determine the appropriate 
remedy or sanction. A written summary prepared by the chair of the Grievance 
Hearing Panel on the basis of this judgment shall be conveyed to both the 
grievant and the respondent within three working days after the deliberations 
have been completed. 

If the respondent is a member of the faculty, staff, or administration and has 
been found to be in violation of the college’s nondiscrimination and non-
harassment policy, a written record of the grievance and the opinion by the 
Grievance Hearing Panel shall be retained in the files of the respondent’s senior 
administrative officer. If the respondent is a student, a written record shall be 
kept in the files of the College Regulations Panel. When the complaint has 
been resolved through informal mediation or judged not to be well founded 
through formal hearing procedures, a written record shall be retained only at 
the request of the respondent. 

5. Corrective Action 

The respondent’s senior officer will impose prompt remedial and/or disciplinary 
action against any respondent found to have violated this policy. Responsive 
action may include, for example, targeted educational and training programs; 
the development and enforcement of explicit contractual agreements about 
future conduct; changes in the working, learning or living environment; formal 
censure; reassignment or removal from an elected or appointed position; 
suspension or expulsion; termination of employment; or other measures as 
the college believes will be effective in ending the misconduct and correcting 
the effects of the harassment. 

6. Time Frame, Process, and Grounds for Filing a Request for Appeal 

Either party (complainant or respondent) may appeal the findings and/or 
sanctions of the panel within five (5) business days of receiving the written 
decision by delivering a signed and dated appeal by hand or by certified mail 
to the Office of Equal Opportunity and Affirmative Action, Vassar College, 
Box 645, 124 Raymond Ave, Poughkeepsie NY 12604-0645. 
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 Appeal Process 

a)  For students, the final disposition may be appealed by the grievant or 
the respondent through the College Regulations Appeals Committee. 
Detailed rules and procedures of the College Regulations Appeals 
Committee are available from the Office of the Dean of Students upon 
request. 

b) For faculty and staff, the final disposition may be appealed to the 
president by the grievant or the respondent within 30 days of the final 
ruling. The appeal process for faculty and staff is initiated by filing a 
written request for review with the faculty director of affirmative action 
or the EO/AA officer.  The written request must specify one or more of 
the following criteria: 1) evidence of alleged procedural errors which 
impaired the ability of either party to adequately present herself or 
himself, or 2) the imposition of excessive penalty. Appeals may not 
be based on general dissatisfaction with the proposed disposition. The 
faculty director of affirmative action or the EO/AA officer will forward 
the appeal to the president. The president shall have the authority to 
affirm the finding or remand the finding to the senior administrative 
officer for reconsideration. A copy of the president’s written decision 
may be expected within 30 days of the filing of the appeal and shall be 
sent to all parties and the senior administrative officer whose author-
ity will be needed to carry out the disposition. The deadline may be 
extended by the president for good cause.  The decision of the president 
on the appeal is final. 

Sanctions will take effect immediately, notwithstanding an appeal. A request 
may be made to the panel chair to defer the effective date of sanctions in exigent 
circumstances. In cases where the appeal results in reinstatement to the institution 
or of privileges, all reasonable attempts will be made to restore the individual to 
his or her prior status, recognizing that some opportunities may be irretrievable in 
the short term. 

VI. False and Malicious Complaints 
False and malicious accusations of sexual or other harassment, as opposed to 
complaints which, even if erroneous, are made in good faith, may be the subject of 
appropriate disciplinary action. 

VII. Record Retention for Discrimination and 
Harassment Complaints 

The Office of Equal Opportunity and Affirmative Action is responsible for maintain-
ing records relating to discrimination and harassment reports, investigations, and 
resolutions. Records will also be maintained in accordance with college records 
policies, generally for at least seven (7) years after the date the complaint is resolved. 
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Records may be maintained longer at the discretion of the EO/AA officer in cases 
where the parties have a continuing affiliation with the college. All records pertaining 
to pending litigation or a request for records will be maintained in accordance with 
instructions from legal counsel. 

VIII. Support Resources 
A. Confidential Support and Counseling: Individuals are encouraged to 

contact on-campus and off-campus counselors, or members of the clergy 
and chaplains for confidential counseling regarding any harassment 
matter.  Employees and faculty members are encouraged to contact Vassar’s 
Employee Assistance Program (EAP), (800) 828-6025, to access off-cam-
pus counseling resources, or contact members of the clergy and chaplains 
for confidential counseling regarding any harassment matter.  Seeking 
counseling is not meant to take the place of instituting the informal or 
formal complaint process described above. 

B. Support Person: The complainant and the accused individual each may 
have a support person present with them during the informal and formal 
resolution process to provide moral support. The support person cannot 
be a party to the grievance or serve as a potential witness (character or 
factual). This support person must be a member of the college community. 
Except as directed by the chair, a support person will limit his/her role in 
a hearing to that of a support person to the accused or the complainant/
alleged victim. That is, a support person will have no speaking role at 
a hearing. A request may be made to the EO/AA officer(s) for special 
consideration to bring a support person who is not a member of the college 
community in extraordinary circumstances. Witnesses and others involved 
in an investigation are not entitled to have a support person. Support 
persons must be identified to the EO/AA officer at least two (2) business 
days before the date of the meeting with the EO/AA officer or the hearing. 

C. Legal Counsel: It is the complainant’s and the respondent’s decision 
whether to seek the advice and assistance of an attorney at their own 
expense if they need legal advice. Although anyone has the right to seek 
legal advice, neither the complainant nor the respondent may be repre-
sented by legal counsel at investigatory interviews, informal resolution 
processes, or a college administrative hearing. 

SPECIAL REPORTING DUTIES FOR SUPERVISORS AND 
SUSPECTED CHILD ABUSE 

A. Supervisor Responsibilities: All supervisors, faculty department chairs and 
program directors who become aware of behavior that may be in violation 
of the Policy Against Discrimination and Harassment must contact the 
Office of Equal Opportunity and Affirmative Action for guidance on how 
to respond appropriately to allegations of discrimination, harassment, 
sexual harassment, or sexual misconduct. 

B. Special Duties Involving Child Abuse or Mistreatment of a Minor: 
Individuals should report suspected child abuse and neglect, including 


