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Dickinson College Sexual Harassment and Misconduct  
Resource Page 

What To Do If You Are a Victim or a Survivor of Sexual Harassment or Misconduct: 
Any student, employee, or member of the College community who has experienced sexual harassment, 
misconduct or violence is encouraged to immediately notify law enforcement and/or seek immediate medical 
assistance. Dickinson Public Safety will provide transportation upon request. 
 
Emergency Assistance  

Emergency Response 
 

Health and Safety 
 

Counseling 
 

911 
Dickinson Public Safety 
717-245-1111 
Carlisle Police Dept. 
717-243-5252 

  

Holy Spirit Center
717-972-4300  
 

Any Local or Regional Hospital 

  

Dickinson Sexual Violence 
Resource Advocate  
(24 hrs a day/7 days a week; 
Request through YWCA Hotline) 
888-727-2877 
 

 
Confidential Resources and Reporting Options: 
All individuals are encouraged to make a prompt report to law enforcement and to the College. An individual may 
seek confidential support and resources as designated below. Confidential resources will not share information with 
the College nor will speaking with a confidential resource trigger action by the College under most circumstances. 
We encourage all individuals to make a prompt report to the College using the reporting options below, but we 
recognize that individuals may choose to make a report of sexual harassment, misconduct or violence to any 
college employee. With the exception of confidential resources, all other college employees, including student 
employees or volunteers who have a responsibility for student welfare, are trained to share the report with a central 
review team of College administrators to ensure a prompt and equitable review, investigation and resolution. 
 
Confidential Resources and Support  

Students Employees  
 

Dickinson Wellness Center 
Counseling Services|717-245-1485 

Health Services|717-245-1835 

Holy Spirit Center |717-972-4300 
 

 

Employee Assistance Program  
(EAP)|717-243-1896 

Holy Spirit Center|717-972-4300 

 

 

Reporting Options 

On Campus Off Campus 
 
Dickinson Public Safety|717-245-1111 

Dean of Students|717-245-1639 

Title IX Coordinator|717-245-1639 

Director of Human Resources|717-245-1503 

Violence Prevention Coordinator|717-245-1893 

 
Carlisle Police Dept|717-243-5252 

Holy Spirit Center|717-972-4300 

Sexual Assault/Rape|717-258-4324  

YWCA Carlisle’s Sexual Assault/Rape Crisis 
Services of Cumberland County |717-243-3818  
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Review, Investigation and Resolution 
 
The College will support any Complainant or Respondent in understanding how to navigate the complaint 
processes outlined in this policy. There are several options available to resolve a report of sexual harassment, 
misconduct or violence. These options include both informal and formal processes, and will vary based upon 
whether the Respondent is a student or an employee. In general, the College, after consultation with the 
Complainant, will pursue a thorough review or investigation. The College may then choose to pursue a Title IX 
inquiry, voluntary resolution (in limited cases only), or a student conduct panel hearing or a formal employee 
disciplinary process. 
 
 
Interim Measures 
 

Regardless of whether a Complainant chooses to pursue disciplinary action, the College will take interim 
measures to protect the parties involved and ensure that all safety, emotional and physical well-being concerns 
are being addressed. Potential measures, which may be available to both the Complainant and Respondent, 
include: the imposition of No-Contact Directives for all parties; changes in class schedule, including the ability to 
drop a course without penalty; changes in living arrangement; a voluntary leave of absence; and, academic or 
emotional support as need. The College may also choose to impose interim suspension or leave for a 
Respondent, limit an individual or organization’s access to certain College facilities or activities pending 
resolution of the matter, or take any other measure that the College deems appropriate. The College will not 
tolerate retaliation and will take immediate and responsive action to any report of retaliation or any violation of 
protective interim measures. 
 

 
Title IX 
 
Title IX of the Education Amendments of 1972 prohibits discrimination on the basis of sex in any federal 
funded education program or activity. Sexual harassment, which includes sexual violence, is a form of sex 
discrimination. 

The College will not tolerate any type of sexual harassment, misconduct or violence. For any information about 
Title IX compliance, please contact the Title IX Coordinator, Joyce Bylander, at 717-245-1639. 

 
 
Protection of Minors Policy 
 
Every member of the Dickinson Community has a duty to report if he/she has reasonable cause to suspect that a 
child is a victim of child abuse based on information shared with him/her by the child or any other individual, or 
his/her own observations or knowledge. Under this policy, any Dickinson community member suspecting abuse 
is required to bring all suspicions or beliefs to the immediate attention of the Director of Human Resource 
Services or to the Chief of Public Safety.  These individuals, in turn, have the obligation to insure that 
appropriate authorities are notified and appropriate investigations are initiated.  Under Pennsylvania law, a child 
is any individual under the age of 18.  This may include Dickinson students and guests. 
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Executive Summary 

 
The College will not tolerate any type of sexual harassment, misconduct or intimate partner violence. The 
College is committed to taking all appropriate steps to eliminate sexual harassment, misconduct and violence, 
prevent its recurrence and address its effects. This policy outlines the College’s institutional values, prohibited 
conduct, resources, reporting options, and complaint processes for the review, investigation and resolution of 
reports of sexual harassment, misconduct and violence. 

 

 
This policy applies to all members of the Dickinson College community, including students, and employees.  
 
This policy applies to both on campus and off campus conduct. In particular, off-campus behaviors that 
adversely affect, or have the potential to adversely affect, any member of the Dickinson College community or 
Dickinson College fall under this policy. 

 

 
The College does not discriminate on the basis of race, color, national origin, sex, disability, religion, age, 
veteran status, gender identity or expression, sexual orientation, or any other protected class.  

 

 
The President of the College has appointed a senior administrator, the Vice President for Student 
Development, to serve as the Title IX Coordinator. This office is currently held by Joyce Bylander. The Title IX 
Coordinator oversees the College’s central review, investigation and resolution of reports of sexual harassment, 
misconduct and intimate partner violence under the College’s complaint processes and coordinates the 
College’s compliance with Title IX. 

 

  
The College’s central review consists of an inter-department team which includes, as appropriate, the Title IX 
Coordinator, the Dean of Students Office, the Director of Human Resource Services, the Provost (or his/her 
designee) and the Department of Public Safety. This team, which is overseen by the Title IX Coordinator, is 
responsible for the prompt and equitable review and resolution of the report under the Student or Employee 
Complaint Processes.   The members of the team will vary based upon the roles of the parties involved. 

 

  
The College will take immediate action in all allegations of sexual harassment, misconduct and intimate partner 
violence to protect the safety of the community and individuals involved. The College encourages anyone who 
has experienced, witnessed or has information pertaining to a potential violation of the Sexual Harassment and 
Misconduct Policy to take an active role in reporting this behavior.  
 
Students and employees are encouraged to report information regarding an incident of sexual harassment, 
misconduct or intimate partner violence to designated employees of the College. These reporting option are: 
the Department of Public Safety, the Title IX Coordinator, the Dean of Students Office, or the Director of 
Human Resource Services. The College recognizes, however, that an individual may choose to report to any 
College employee, even those not specifically designated as a reporting option. Consistent with this policy, any 
employee who receives such a report must share the report with a central review team to ensure consistent 
application of College policy for all individuals.  
 

Reporting 

Centralized Review  

Title IX Coordinator 

Notice of Non-Discrimination 

Scope of Policy 

Purpose 
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The College encourages all Community members to take reasonable and prudent actions to prevent or stop any 
act of sexual harassment, misconduct or intimate partner violence. Community members who choose to 
exercise this positive, moral obligation will be supported by the College and protected from retaliation. 
 

Any individual who makes a report that is intentionally or maliciously false will be subject to discipline and or 
face accountability under the Community Standards or employee policies.  

 

 
It is a violation of College policy to retaliate in any way against a student or employee because he or she raised 
allegations of sexual harassment, misconduct or intimate partner violence, or participated in the College’s 
resolution of the report. The College will take immediate and responsive action to any report of retaliation.  

 

  
In any report, investigation, or resolution of an allegation of sexual harassment, misconduct or intimate partner 
violence, every effort will be made to protect the privacy and confidentiality interests of the individuals involved 
in a manner consistent with the need for a thorough review of the allegation and the protection of the 
Complainant and broader campus community. 

 

  
The College realizes that not every individual is prepared to make a formal report for resolution. There are 
several confidential resources available for both students and employees who are seeking assistance, but do not 
wish to make a report to the College. 

 

  
The College is committed to providing on campus resources and support to Complainants and Respondents, 
whether or not an individual wishes to pursue formal disciplinary action. There are also many off campus 
resources available to victims and survivors of sexual harassment, misconduct or intimate partner violence. 

 

  
Upon receipt of a report, the College will take interim measures to protect the parties involved. These may 
include no contact directives, changes in class or work schedules, changes in living, interim suspension, College-
imposed leave, or any other measures that the College deems appropriate.  

 

  
Complaints against a student will be resolved by the Student Complaint Process. 
Complaints against a non-faculty employee will be resolved by the Employee Complaint Process. 
Complaints against a faculty member will be resolved by the Faculty Complaint Process. 

 

  
The Appendix includes a list of definitions of terms used in this policy and defines the roles and responsibilities 
of the individuals involved in resolution of the complaint processes. 

Complaint Procedures 

Interim Measures 

Resources 

Confidential Resources 

Privacy Statement 

Statement Against Retaliation 

Appendix:  Definitions & Roles  
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I. Purpose and Scope of Policy: 

A.  Overview 

Dickinson College is a community of inquiry committed to the free exchange of ideas that foster human 
connection and healthy relationships. Every member of our community is equally valuable and equally valued 
as an individual. Every member of our community is responsible to every other, and to the entire community.  
 
Sexual harassment, misconduct and intimate partner violence pose a unique threat to the individual members 
of the community and to the community itself. An act of sexual harassment, misconduct or intimate partner 
violence represents a fundamental failure by the offender to recognize and respect the intrinsic worth and 
dignity of other members of our community. Such acts are contrary to the values of the Dickinson 
community and against College policy.  
 
The College will not tolerate any type of sexual harassment, misconduct or intimate partner violence. The 
College is committed to taking all appropriate steps to eliminate sexual harassment, misconduct and intimate 
partner violence, prevent its recurrence and address its effects. The College recognizes that sexual 
harassment, misconduct, and intimate partner violence encompass a broad spectrum of conduct and will 
respond accordingly, considering both the severity of the offense and the threat it poses to our community.  
 
B.  Purpose of Policy 

The purpose of this policy is to provide the Dickinson Community with a clearly articulated set of behavioral 
standards, common definitions, and prohibited conduct. The policy is intended to guide students and 
employees who have experienced or been affected by sexual harassment, misconduct or violence, whether as 
a Complainant, a Respondent, or a third party.  
 
We recognize that an individual may choose to self-identify as a victim or a survivor.  For consistency in the 
policy, the College will use the term Complainant.  When used in this policy, a Complainant refers to the 
individual(s) who has been the subject of sexual harassment, misconduct or intimate partner violence, 
regardless of whether that individual makes a report or seeks formal disciplinary action. A Respondent refers 
to the individual(s) who has been accused of sexual harassment, misconduct or intimate partner violence. A 
third party refers to any other participant in the process, including a witness to the incident(s) and an 
individual who makes a report on behalf of someone else. 
 
The purpose of this policy is to: 
 

• Define sexual harassment and the forms of sexual misconduct or intimate partner violence 
that violate the standards of our community 

• Identify resources and support for all members of the Dickinson community (students and 
employees) 

• Identify the Title IX Coordinator and the scope of the role 

• Provide information as to where a student or employee can obtain support or access 
resources in a confidential manner 

• Provide information as to how a student or employee can make a report on campus or off 
campus 

• Provide information as to how a report against a student or an employee will be investigated, 
evaluated and adjudicated under the College’s complaint resolution processes:  

 
 
 

Complaints against employees 
will be resolved by the 
Employee Complaint Process. 

Complaints against 
students will be resolved by 
the Student Complaint 
Process. 

Complaints against faculty will 
be resolved by the Faculty 
Complaint Process. 
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C.  Scope of Policy 

This policy applies to all members of the Dickinson community, including students, employees, and visitors. 
When used in this policy, employee generally refers to both staff and faculty members, although there are 
separate complaint processes delineated for non-faculty employees and for faculty members.  
 
All students and employees of the College are responsible for their actions and behavior, whether the conduct 
in question occurs on campus or in another location. As such, this policy applies to both on campus and off 
campus conduct. In particular, off-campus behaviors that adversely affect, or have the potential to adversely 
affect, any member of the Dickinson College community or Dickinson College fall under this policy. 
 
D.  Coordination with Anti-Discrimination Policy for Other Forms of Discrimination 

The College recognizes that harassment related to an individual’s sex, sexual orientation, gender identity or 
gender expression can occur in conjunction with conduct related to an individual’s race, color, ethnicity, 
national origin, religion, age, or disability. Targeting individuals on the basis of these characteristics is also a 
violation of the College’s Community Standards. Under these circumstances, the College will coordinate the 
investigation and resolution efforts to address Harassing Conduct related to the targeted individual’s sex, 
sexual orientation, gender identity or gender expression together with the conduct related to the targeted 
individual’s race, color, ethnicity, national origin, religion, age, or disability.  
 
E.  Reporting to the College Community 

The Dean of Students Office will report to the Dickinson Community at the middle and end of fall and 
spring semesters any incidents of sexual misconduct that have been adjudicated by a hearing panel under this 
policy. That report will include violations, findings, and sanctions imposed. No identifying information of any 
party involved will be shared in the report except for the gender and year of the student found responsible for 
violating the Sexual Harassment and Misconduct Policy. The report will be included in the Student 
Development administrative report for the faculty in November, February, April and September of each year. 

The College will also enter reports of certain acts of sexual misconduct and intimate partner violence in its 
daily crime log and share aggregate data in our Annual Security Report pursuant to the Jeanne Clery 
Disclosure of Campus Security Policy and Campus Crime Statistics Act.  No identifying information of any 
party involved will be shared in the daily crime log or the Annual Security Report.    
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II. Notice of Non-Discrimination 

The College is committed to providing a safe and nondiscriminatory environment for all students and 
employees. The College does not discriminate on the basis of race, color, national origin, sex, disability, 
religion, age, veteran status, gender identity or expression, sexual orientation, or any other protected class.  
 
The College reaffirms its long-standing philosophy and principles of non-discrimination, non-harassment, 
and non-retaliation for protected characteristics for all members of the College community. This policy 
addresses discrimination on the basis of sex. Please see the College’s Anti-Discrimination Policy for all other 
forms of discrimination.  
 
The College does not discriminate on the basis of sex in its educational, extracurricular, athletic, or other 
programs or in the context of employment. Sexual harassment, including sexual misconduct as defined in this 
policy, is a form of sex discrimination prohibited by Title IX of the Education Amendments of 1972. Title IX 
requires that  
 

No person in the United States shall, on the basis of sex, be excluded from participation in, 
be denied the benefits of, or be subjected to discrimination under any education program or 
activity receiving Federal financial assistance.  

 
Sexual harassment is also prohibited under Title VII of the Civil Rights Act of 1964, the Pennsylvania Human 
Relations Act, and other applicable statutes.  
 
This policy prohibits sexual harassment, misconduct or intimate partner violence against all Dickinson 
community members of any gender or sexual orientation. 
 
This policy also prohibits gender-based harassment that does not involve conduct of a sexual nature.  
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III. Statement of Privacy and Confidentiality 

The College is committed to maintaining the privacy of all parties. In any report, investigation, or resolution 
of an allegation of sexual harassment, misconduct or intimate partner violence, every effort will be made to 
protect the privacy and confidentiality interests of the individuals involved in a manner consistent with the 
need for a thorough review of the allegation and the protection of the Complainant and broader campus 
community.  
 
Students or employees are encouraged to report information regarding any incident of sexual harassment, 
misconduct or violence to designated employees of the College. These reporting options are: the Department 
of Public Safety, the Title IX Coordinator, the Dean of Students Office, or the Director of Human Resource 
Services. The College recognizes, however, that an individual may choose to report to any College employee, 
even those not specifically designated as a reporting option. An employee who receives such a report may not 
hold the matter in confidence. College policy provides that any employee who receives a report of sexual 
harassment, misconduct or violence must share the report with a member of the central review team: the 
Title IX Coordinator, the Dean of Students Office, the Director of Human Resource Services, the Provost 
(or his/her designee) or the Department of Public Safety. This team, working together, will assist in the 
review and resolution of the report under the Student, Employee, or Faculty Complaint Processes.  
 
At all times, the privacy of the parties will be respected and safeguarded. Information related to a report of 
harassment, misconduct or violence will only be shared with those College employees who “need to know” in 
order to assist in the investigation and/or resolution of the complaint. All College employees who are 
involved in the review, investigation or resolution of a report, including conduct board hearing members, 
have received specific training regarding the safeguarding of private information.  
 
Students or employees wishing to obtain confidential assistance or access on campus resources without 
making a report to the College may do so by speaking with a confidential resource as identified in the 
Resources section of this policy. Students may seek confidential assistance through the Wellness Center.  
Employees may seek confidential assistance through the Employee Assistance Program: 
http://www.dickinson.edu/about/offices/human-resource-services/content/Dickinson-s-Employee-
Assistance-Program/ 
 
 
Where the College has received a report of sexual harassment, misconduct or intimate partner violence, but 
the Complainant requests that his/her identity remain confidential or that the College not pursue an 
investigation, the College must balance this request in the context of its responsibility to provide a safe and 
non-discriminatory environment for all College community members. The College will take all reasonable 
steps to investigate and respond to the complaint consistent with the request for confidentiality or request not 
to pursue an investigation, but its ability to do so may be limited by the request for confidentiality. Under 
these circumstances, the College will weigh the request for confidentiality against the following factors: the 
seriousness of the alleged harassment, the respective ages and positions of the Complainant and the 
Respondent, whether there have been other harassment complaints against the Respondent, and the 
Respondent’s right to receive information if such information is maintained in an “education record” under 
the Family Educational Rights and Privacy Act (FERPA), 20 U.S.C. §1232g; 34 C.F.R. Part 99. At all times, 
the College will seek to respect the request of the Complainant, and where it cannot do so, the College will 
consult with the Complainant and keep him/her informed about the chosen course of action.  
 
If a report of misconduct discloses an immediate threat to the College campus community, where timely 
notice must be given to protect the health or safety of the community, the College may not be able to 
maintain the same level of confidentiality as it does in other cases. Immediately threatening circumstances 
include, but are not limited to, recently reported incidents of sexual misconduct that include the use of force, 
a weapon, or other circumstances that represent a serious and ongoing threat to the College students, faculty, 
administrators, staff, or visitors. 
 
All resolution proceedings are conducted in compliance with the requirements of FERPA, the Clery Act, Title 
IX, and College policy. No information shall be released from such proceedings except as required or 
permitted by law and College policy. 
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It is generally the policy of the College to obtain consent from a student before releasing to parents 
information from a student’s education record, including the disciplinary proceedings of the College. 
However, where in the judgment of the College the release of such information to parents is appropriate and 
is not otherwise prohibited by FERPA or other applicable laws, the College reserves the right to release 
information without student consent. The College’s complete FERPA policy may be found in the Student 
Handbook. 
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V. Prohibited Conduct and Definitions 

A.  Overview 

The College recognizes that sexual harassment, misconduct, and intimate partner violence encompass a broad 
spectrum of conduct and responds accordingly, considering both the severity of the violation and the threat it 
poses to the Complainant or our community. The following conduct is prohibited under this policy: 
 

• Sexual Harassment 

• Sexual Assault 

• Sexual Exploitation 

• Stalking 

• Harm to Others 

• Retaliation 

• Complicity 

• Harassing Conduct 

B.  Sexual Harassment 

All prohibited conduct under this policy falls under the broader definition of sexual harassment. 

1.  Definition of Sexual Harassment 

Sexual harassment is any unwelcome sexual advance, request for sexual favors, or other verbal or 
physical conduct or communication of a sexual nature WHEN: 

 
1. Submission to such conduct is an explicit or implicit condition of employment or 

academic success; or 
 

2. Submission to or rejection of such conduct is used as the basis for an employment 
or academic decision; or 
 

3. Such conduct has the purpose or effect of 
 

a)  Interfering with an individual’s work or academic performance; or 
b) Creating an intimidating or hostile working or academic environment. 

 
2.  Sexual Misconduct or Violence 

Sexual harassment includes acts of sexual misconduct and sexual violence, described in greater detail 
below under Prohibited Conduct.  In general, sexual violence refers to physical sexual acts 
perpetrated against a person’s will or where a person is incapable of giving consent due to 
incapacitation.  A single or isolated incident of sexual harassment may create a hostile environment if 
the incident is sufficiently severe. The more severe the conduct, the less need there is to show a 
repetitive series of incidents to provide a hostile environment, particularly if the harassment is 
physical.  
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3.  Forms of Sexual Harassment 

Sexual harassment can take many forms: 
 

• It can occur between equals (e.g., student to student, staff to staff, faculty member to faculty 
member, visitor/contractor to staff) or between persons of unequal power status (e.g. 
supervisor to subordinate, faculty member to student, coach to student-athlete).  

• It can be committed by an individual or may be a result of the actions of an organization or 
group. 

• It can be committed against an individual, an organization or a group. 

• It can be committed by an acquaintance, a stranger, or someone with whom the 
Complainant has an intimate or sexual relationship.  

• It can occur by or against an individual of any sex, gender identity, gender expression or 
sexual orientation.  

Sexual harassment may include: 
 
**Verbal harassment: sexual innuendo and other suggestive comments, humor and jokes about sex 
or gender-specific traits, offensive notes, sexual propositions, insults and threats that an individual 
communicates are unwanted and unwelcome. 
 
**Nonverbal harassment: Unwanted and unwelcome physical contact or suggestive body language. 
 
4.  Gender-Based Harassment 

The College also prohibits gender-based harassment, which may include acts of verbal, nonverbal, or 
physical aggression, intimidation, or hostility based on sex or sex-stereotyping, even if those acts do 
not involve conduct of a sexual nature.  
 

C.  Prohibited Conduct 

The following behaviors fall under the broad definition of sexual or gender-based harassment and are 
prohibited as a violation of Community Standards for students or potential grounds for discipline for 
employees: 

• Sexual Assault:  

Related to Sexual Intercourse: Having or attempting to have non-consensual sexual 
intercourse with another individual. Sexual intercourse includes an act of oral, vaginal, or 
anal penetration, however slight, with an object or body part by any person upon another 
person. This includes intercourse by force or threat of force, where an individual is unable to 
consent because of incapacitation, and where an individual does not consent to the sexual 
act. 

 
Related to All Other Forms of Sexual Contact: Having or attempting to have non-
consensual, non-accidental contact of a sexual nature with another person. Sexual contact 
can include, but is not limited to kissing or other physical contact, including touching the 
intimate parts of another, or causing the other to touch the harasser’s intimate parts. This 
includes sexual contact by force or threat of force, where an individual is unable to consent 
because of incapacitation, and where an individual does not consent to the sexual act. 
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• Sexual Exploitation: An act or acts attempted or committed by a person for sexual 

gratification, financial gain, or advancement through the abuse or exploitation of another 
person’s sexuality. Examples include observing individuals without consent, non-consensual audio- or 
videotaping of sexual activity, unauthorized presentation of recordings of a sexual nature, prostituting another 
person, allowing others to observe a personal consensual sexual act without the knowledge or consent of all 
involved parties, and knowingly exposing an individual to a sexually transmittable infection or virus without 
his or her knowledge. 

• Stalking: A course (more than once) of unwelcome conduct directed toward another person 
that could be reasonably regarded as likely to alarm, harass, or cause reasonable fear of harm 
or injury to that person, or to a third party, such as a roommate or friend. The feared harm 
or injury may be physical, emotional, or psychological, to the personal safety, property, 
education, or employment of that individual. Stalking includes the concept of cyber-stalking, 
a particular form of stalking in which electronic media such as the internet, social networks, 
blogs, cell phones, texts, or other similar devices or forms of contact are used to pursue, 
harass, or to make unwelcome contact with another person in an unsolicited fashion. 
Stalking and cyber-stalking may involve persons who are known to one another or have an 
intimate or sexual relationship, or may involve persons not known to one another. Examples 
of stalking include unwelcome and repeated visual or physical proximity to a person, repeated oral or written 
threats, extortion of money or valuables, implicitly threatening physical conduct or any combination of these 
behaviors directed toward an individual person. Examples of cyber-stalking include unwelcome/unsolicited 
emails, instant messages, and messages on on-line bulletin boards, unwelcome/unsolicited communications 
about a person, their family, friends, or co-workers, or sending/posting unwelcome/ unsolicited messages with 
another username.   

• Harm to Others: Physical, verbal or psychological abuse, harassment, intimidation or other 
harmful conduct that threatens, endangers, or has the potential to endanger the health, well-
being or safety of another individual.  It can include but is not limited to threats, 
intimidation, assaulting another person, and/or purposefully injuring another individual.  
This behavior is typically treated as a violation of our Community Standards.  Acts which 
constitute harm to others that are a form of intimate partner violence, or behavior based on 
sex or gender, will be resolved under the Sexual Harassment and Misconduct Policy. 

• Retaliation: Acts or attempts to retaliate or seek retribution against anyone involved in or 
connected to an allegation and/or resolution of sexual misconduct.  

• Complicity: Assisting, facilitating, or encouraging the commission of a violation of the 
Sexual Harassment and Misconduct Policy. 

• Harassing Conduct: The College recognizes that there are many forms of misconduct that 
could constitute sexual and gender-based harassment, and that it may not be possible to 
anticipate the specific forms such conduct could encompass.  Although harassing conduct 
may take one of the forms already described under prohibited conduct, a student may also 
be found responsible for additional forms of harassing conduct.  Harassing conduct may 
occur in a single egregious instance or may be the cumulative result of a series of incidents.  
Harassing conduct may include conduct typically thought of as bullying or hazing in nature, 
whether or not the complainant consents to participate in the conduct.  It may also include 
verbal or physical conduct which intentionally targets an individual or group based on the 
individual or group’s sex, sexual orientation, or sexual identity, even if those acts do not 
involve conduct of a sexual nature.  Harassing conduct may be charged in addition to one or 
more of the prohibited acts outlined above, or it may be charged as a stand-alone violation.  
If a Respondent is found responsible for both the more specific violation and harassing 
conduct based on the same incident or series of incidents, however, no additional sanction 
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or enhancement will be applied for harassing conduct.  Where a Respondent is found 
responsible for harassing conduct only, an appropriate sanction will be imposed. 

D.  Consent and Related Concepts: Incapacitation, Alcohol, Intimate Partner Violence 

Consent to engage in sexual activity must be informed, knowing, and voluntary. Consent to engage in sexual 
activity must exist from beginning to end of each instance of sexual activity. Consent to one form of sexual 
contact does not constitute consent to all forms of sexual contact. Each participant in a sexual encounter 
must consent to each act of sexual activity.  

Consent consists of an outward demonstration indicating that an individual has freely chosen to engage in 
sexual activity. Consent is demonstrated through mutually understandable words and/or actions that clearly 
indicate a willingness to engage in sexual activity. Relying on non-verbal communication can lead to 
misunderstandings. Consent may not be inferred from silence, passivity, lack of resistance or lack of active 
response alone. In the absence of an outward demonstration, consent does not exist.  

The responsibility of obtaining consent rests with the individual who wishes to engage in sexual activity. Prior 
to engaging in sexual activity, each participant should ask himself or herself the question,” has the other 
person consented?” If the answer is “no” or “I’m not sure,” then consent has not been demonstrated and 
does not exist. An individual who initiates sexual activity should be able to explain the basis for his/her belief 
that consent existed. 

Consent may be withdrawn by either party at any time. Withdrawal of consent must also be outwardly 
demonstrated by words or actions that clearly indicate a desire to end sexual activity. Once withdrawal of 
consent has been expressed, sexual activity must cease.  

Consent is not effective if it results from the use of physical force, threat of physical force, intimidation, 
coercion, incapacitation or any other factor that would eliminate an individual’s ability to exercise his or own 
free will to choose whether or not to have sexual contact.  

A current or previous dating or sexual relationship, by itself, is not sufficient to constitute consent. Even in 
the context of a relationship, there must be mutually understandable communication that clearly indicates a 
willingness to engage in sexual activity. 

Coercion: Coercion is the use or attempted use of pressure and/or oppressive behavior, including express or 
implied threats, intimidation, or physical force, which places a person in fear of immediate harm or physical 
injury or causes a person to engage in unwelcome sexual activity. This is something very different from the 
words of persuasion an individual might use to induce another to voluntarily consent to sexual activity.  A 
person’s words or conduct cannot amount to coercion unless they wrongfully impair the other’s freedom of 
will and ability to choose whether or not to engage in sexual activity.  Coercion also includes administering or 
pressuring another to consume a drug, intoxicant, or similar substance with the intent to impair that person’s 
ability to consent prior to engaging in sexual activity.    

Incapacitation: An individual who is incapacitated cannot consent to sexual activity. Incapacitation is 
defined as the inability, temporarily or permanently, to give consent, because an individual is mentally and/or 
physically helpless, unconscious, or unaware that the sexual activity is occurring.  Where alcohol or other 
drugs are involved, incapacitation is a state beyond drunkenness or intoxication. Warning signs that a person 
may be approaching incapacitation may include slurred speech, vomiting, unsteady gait, odor of alcohol, 
combativeness, or emotional volatility.      

Alcohol or Other Drugs: The College considers sexual contact while under the influence of alcohol or other 
drugs to be risky behavior. Alcohol and drugs impair a person’s decision-making capacity, awareness of the 
consequences, and ability to make informed judgments. From the perspective of the Complainant, the use of 
alcohol or drugs can limit a person’s ability to freely and clearly give consent. From the perspective of a 
Respondent, the use of alcohol or drugs can create an atmosphere of confusion over whether or not consent 
has been freely and clearly sought or given.  It is especially important, therefore, that anyone engaging in 
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sexual activity be aware of the other person’s level of intoxication. If there is any doubt as to the level or 
extent of the other individual’s intoxication or impairment, the prudent course of action is to forgo or cease 
any sexual contact or activity.   

The perspective of a reasonable person will be the basis for determining whether a Respondent should have 
been aware of the extent and amount of the ingestion of alcohol or drugs by the Complainant or of the extent 
to which the use of alcohol or drugs impacted a Complainant’s ability to give consent. For example, an 
individual who is in a blackout may appear to act normally and be giving consent, but may not actually have 
conscious awareness, the ability to consent or later recall of the events in question.  The extent to which a 
person in this state affirmatively gives words or actions indicating a willingness to engage in sexual activity 
and the other person is unaware – or reasonably could not have known – of the person’s level of alcohol 
consumption and/or level of impairment must be evaluated in determining whether consent has been given. 

Being intoxicated or impaired by drugs or alcohol is never an excuse for sexual harassment, misconduct or 
violence and does not diminish one’s responsibility to obtain consent. 

Intimate Partner Violence:  Also referred to as dating violence, domestic violence and relationship violence.  
Intimate partner violence includes any act of violence or threatened act of violence against a person who is, or 
has been involved in, a sexual or dating relationship with that person.  It may involve one act or an ongoing 
pattern of behavior.  Intimate partner violence can encompass a broad range of behavior, including, but not 
limited to threats, assault, property damage, violence or threat of violence to one’s self, one’s sexual or 
romantic partner or to the family members or friends of the sexual or romantic partner.  Intimate partner 
violence affects individuals of all genders, gender identities, gender expressions, and sexual orientation and 
does not discriminate by racial, social, or economic background.   

The College will not tolerate intimate partner violence of any form.  For the purposes of this policy, the 
College does not define intimate partner violence as a distinct form of misconduct.  Rather, the College 
recognizes that sexual harassment, sexual assault, sexual exploitation, stalking, harm to others, harassing 
conduct and retaliation may all be forms of intimate partner violence when committed by a person who is or 
has been involved in a sexual, dating or other social relationship of a romantic or intimate nature with the 
Complainant.   

E.  Prohibited Relationships By Persons in Authority 

Sexual or other intimate relationships between students and their employers, supervisors, professors, coaches, 
advisors or other College employees are prohibited. Faculty, administrators, and others who educate, 
supervise, evaluate, employ, counsel, coach or otherwise guide students should understand the fundamentally 
asymmetrical nature of the relationship they have with students or subordinates. 
 
Similarly, college employees (faculty and staff) who supervise or otherwise hold positions of authority over 
others are prohibited from having a sexual or other intimate relationship with an individual under his/her 
direct supervision. 
 
Intimate or sexual relationships where there is differential in power or authority produce risks for every 
member of our community and they undermine the professionalism of faculty and supervisors. In either 
context, the unequal position of the parties presents an inherent element of risk and may raise sexual 
harassment concerns if one person in the relationship has the actual or apparent authority to supervise, 
evaluate, counsel, coach or otherwise make decisions or recommendations as to the other person in 
connection with his/her employment or education at the college. 
 
Sexual relations between persons occupying asymmetrical positions of power, even when both consent, raise 
suspicions that the person in authority has violated standards of professional conduct and potentially subject 
the person in authority to charges of sexual harassment. Similarly, these relationships may impact third parties 
based on perceived or actual favoritism or special treatment based on the relationship. 
 



 

#18095608 v1 20 

Relationships of this nature are strictly prohibited.  If two parties contemplate beginning such a relationship, 
the person in a position of authority is required to immediately: 1) discontinue any supervising role or 
relationship over the other person; and, 2) report the circumstances to his or her own supervisor. These two 
steps must be taken forthwith. Failure to fully or timely comply with these requirements is a violation of this 
policy, and the person in authority could be subject to disciplinary action, up to and including dismissal from 
employment by the college. 
 
Any individual may file a complaint alleging harassment or bias, including an aggrieved party outside the 
relationship affected by the perceived harassment or bias. Retaliation against persons who report concerns 
about consensual relationships is prohibited and constitutes a violation of this policy. 
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VII. Resources for Complainants and Respondents 

A.  Overview 

The College offers assistance and non-judgmental support to any party involved in an incident of sexual 
harassment, misconduct or intimate partner violence. Both Complainants and Respondents can expect to be 
treated with care and respect from the time the institution becomes aware of an incident, through the entire 
conduct process, and thereafter. The College understands that any party involved in an incident of sexual 
harassment, misconduct or intimate partner violence will have questions and may need the support of on- 
and off-campus services. All parties are encouraged to utilize both on campus and off campus resources for 
assistance.  
 
Any member of the College or the Dickinson community, including a Complainant and a Respondent, can 
expect:  
 

• The opportunity to meet with the Title IX Coordinator, a member of the Dean of Students 
staff or the Director of Human Resource Services to answer questions regarding the 
College’s complaint processes for students and employees. 

• Notification of available on- and off-campus confidential resources, including medical 
assistance and counseling services.  

• Information on the option to notify and if necessary file a complaint with law enforcement 
authorities and the option to be assisted by the Department of Public Safety or other College 
officials in notifying and communicating with such authorities. 

• The opportunity to request that the college take steps to prevent unnecessary or 
unwelcomed contact or proximity to another party. Such measures may include housing 
relocation of either party, the imposition of no contact orders on the parties, and 
adjustments to course or work schedules to prevent contact, as determined appropriate by 
the Dean of Students or Director of Human Resource Services.  

• The right to be free from retaliation. Any concerns of retaliatory behavior should be 
immediately reported to the Department of Public Safety 24 hours a day. 

B.  Confidential Resources and Support 

Despite the College’s strong interest in having individuals report allegations of sexual harassment, misconduct 
and intimate partner violence, the College realizes that not every individual is prepared to make a report to 
the College. There are confidential resources available for students. The College also provides access to 
confidential resources for employees. Off campus confidential resources are available to all individuals. 
 
Students: 
Students wishing to obtain confidential support or resources on campus are encouraged to contact the 
Dickinson College Wellness Center. This center is staffed by medical, psychiatric and psychological 
professionals who are bound by separate laws of confidentiality and will not share the report with other 
members of the College under most circumstances (excluding, for example, circumstances that give rise to an 
imminent safety concern). 
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Students: Confidential Resources  

Any of the Following: 
 

Dickinson College Wellness Center | 717-245-1663 

Holy Spirit Center | 717-972-4300 

Off Campus Resources: 

YWCA Carlisle’s Sexual Assault/Rape Crisis Services of Cumberland County |717-243-3818  

Domestic Violence Services of Cumberland and Perry Counties |717-258-4806 | 800-852-2102 
 

 
 
Employees: 
Employees wishing to make a confidential report are encouraged to contact the Employee Assistance 
Program, which is staffed by individuals who are bound by the same rules of confidentiality. 
 
Employees: Confidential Resources  

Any of the Following: 
 

Employee Assistance Program | 717-243-1896  

Holy Spirit Center | 717-972-4300 

YWCA Carlisle’s Sexual Assault/Rape Crisis Services of Cumberland County | 717-243-3818  

Domestic Violence Services of Cumberland County | 717-258-4806 | 800-852-2102 

 
 
C.  Campus Resources 

In addition to the confidential resources listed above, both students and employees have access to a variety of 
resources provided by the College that can provide crisis intervention services, counseling, academic support, 
and medical services.  Contacting these resources will trigger a Title IX assessment by the College. 
 
Campus Resources  

Any of the Following: 
 

Violence Prevention Coordinator | 717-245-1893 

Dean of Students | 717-245-1639 

Title IX Coordinator | 717-245-1639 

A Resident Advisor  

Dickinson Public Safety | 717-245-1111 

 

D.  Community Resources 

Students and employees may also access resources located in Carlisle and the surrounding community.  These 
organizations can provide crisis intervention services, counseling, medical attention and assistance in 
interfacing with the criminal justice system.  All individuals are encouraged to utilize the resources that are the 
best suited to their needs, whether on or off campus.  In general, off campus resources can provide assistance 
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to individuals wishing to make a report to the College, but will not notify the College without the consent of 
the Complainant.   
 
Community Resources  

Any of the Following: 
 

YWCA Carlisle’s Sexual Assault/Rape Crisis Services of Cumberland County  
717-258-4324  | 717-243-3818  

S.A.F.E. (Sexual Assault Forensic Examiner) units at local hospitals 

Domestic Violence Services of Cumberland and Perry Counties  
717-258-4806 | 800-852-2102 
 
Borough of Carlisle Police Department 
911 | 717-243-5252 

The Cumberland County Office of the District Attorney 
717-240-6210 | 717-240- 6211 | 888-697-0371 x6210 or x6211 
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IX. Reporting 

The College has a strong interest in supporting victims and survivors of sexual harassment, misconduct and 
intimate partner violence and encourages all individuals or third party witnesses to report any incident of 
harassment, misconduct or intimate partner violence. The College can not take appropriate action unless a 
responsible employee of the College is informed of the allegation. 
 
An individual who reports sexual harassment, misconduct or intimate partner violence, referred to as a 
Complainant for the purposes of this policy, can be assured that all reports will be taken seriously, and that 
each individual will be treated with dignity, respect, and in a non-judgmental manner. Similarly, an individual 
accused of sexual harassment, misconduct or intimate partner violence, referred to as a Respondent for the 
purposes of this policy, can expect to be treated fairly and respectfully.  
 
Despite the College’s strong interest in having individuals report allegations of sexual harassment, misconduct 
and intimate partner violence, the College realizes that not every individual is prepared to make a formal 
report for resolution. Each individual will decide if and how he or she chooses to report and that decision 
may be influenced by a variety of factors. Not every individual will be prepared to make a report and 
individuals are not expected or required to pursue a specific course of action. 
 
There are several confidential resources available through the College for both students and employees. There 
are also off campus confidential resources available to all individuals. Information shared with these 
confidential resources will not be reported to the College. See Confidential Resources. 
 
The College provides resources to both Complainants and Respondents in making decisions, obtaining 
information about available resources, and assisting either party in determining how to proceed with on and 
off campus options for resolving the complaint. See Resources. 
 
All reports of sexual harassment, misconduct or intimate partner violence will be handled as privately as 
possible. The information reported will be shared only with those College employees who will assist in the 
investigation and/or resolution of the complaint. See Privacy Statement. 
 
A.  Emergency Reporting Options 

 

 

 

All individuals are encouraged to make a prompt report to law enforcement and/or seek immediate medical 
treatment in response to an incident in order to address immediate safety concerns and allow for the 
preservation of evidence and an immediate investigative response. The College will assist in these reporting 
options by providing transportation to the hospital, coordination with local law enforcement, and 
information about the College’s resources and complaint processes.  
 
 
 
 
 
 
 
 
 
 

The first priority for any individual should be personal safety and well-being. 
The College encourages all individuals to seek assistance from 911, local law 
enforcement and/or a medical facility immediately after an incident of sexual 
misconduct.  This is the best option to ensure preservation of evidence. 
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Where to Make a Report in the Event of an Emergency: 

Any of the following: 
 

911 

Carlisle Police Department | 717-243-5252 

Holy Spirit Center | 717-972-4300 

Dickinson Public Safety | 717-245-1111 

Student Life & Counseling On Call Team |Contact D.P.S 

Other 24-Hour Resources: 
 

Dickinson Sexual Violence Resource Advocate| 888-727-2877 | Request through the YWCA Hotline. 

YWCA Hotline| 888-727-2877 

 
 
B.  Campus Reporting Options: 

The College recognizes that a student or employee may choose to report sexual harassment, misconduct or 
intimate partner violence to any employee of the College. For example, a student may choose to confide in a 
Resident Advisor, a faculty member, or a coach. An employee may choose to confide in a supervisor. While a 
report may come in through many sources, the College is committed to ensuring that all reports are shared 
with a central review team which ensures consistent application of the policy to all individuals and allows the 
College to respond promptly and equitably to eliminate the harassment, prevent its recurrence and eliminate 
its effects. This central review team is led by the Title IX Coordinator who assists in the review, investigation 
and resolution of the report. Members of this interdepartmental team include, as appropriate: the Title IX 
Coordinator, the Dean of Students Office, the Director of Human Resource Services, the Provost (or his/her 
designee), the Department of Public Safety and others as may be necessary. College policy provides that any 
employee who receives a report of sexual harassment, misconduct or intimate partner violence share the 
report with a member of this team. 
 
Students or employees are encouraged to directly report information regarding any incident of sexual 
harassment, misconduct or intimate partner violence to: The Department of Public Safety, the Title IX 
Coordinator, the Dean of Students Office (for complaints against students), or the Director of Human 
Resource Services (for complaints against employees) as specified below: 
 
 
All Campus Reporting Options 

Any of the following: 
 

Violence Prevention Coordinator | 717-245-1893 

Dean of Students | 717-245-1639 

Title IX Coordinator | 717-245-1639 

Director of Human Resource Services | 717-245-1877 

Dickinson College Wellness Center | 717-245-1663 

Carlisle Police Department |717-243-5252 

Holy Spirit Center | 717-972-4300

Dickinson Public Safety | 717-245-1111  
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DPS can assist in immediate access to Student Life & Counseling on call teams.  
DPS also has officers of either gender available. 

 
 
C.  Anonymous Reporting:  

Anonymous reports of sexual misconduct can be made to DPS at http://www.dickinson.edu/student-
life/campus-safety/public-safety/content/Anonymous-Tips/. Depending on the amount of information 
detailing the alleged incidents or identifying the alleged individual(s) responsible, the College’s ability to 
respond may be limited. 
 
D.  Time Frame for Reporting 

Individuals are encouraged to report alleged sexual harassment, misconduct and intimate partner violence 
immediately in order to maximize the College’s ability to respond promptly and effectively. The College does 
not, however, limit the timeframe for reporting. If any party involved in a complaint is no longer a student or 
employee, the College will still take steps to meet its Title IX obligation by taking steps to end the harassment, 
prevent its recurrence, and address its effects. Those steps may be limited if the Respondent is no longer 
affiliated with the College. 
 
E.  Coordination with Law Enforcement:  

To the extent permitted by applicable law, the College will cooperate with outside investigators. However, 
outside law enforcement agencies do not respond to Title IX violations, and will only respond to allegations 
of criminal behavior. As a result, the College encourages reporting to both the College itself and to an outside 
law enforcement agency, if the alleged sexual misconduct may also be a crime. 
 
Because the goals and objectives of the College’s Sexual Harassment and Misconduct Policy differ from those 
of the civil and criminal justice systems, under circumstances which give rise both to violations of the Sexual 
Harassment and Misconduct Policy and to violations of local, state or federal law, student conduct 
proceedings and employee disciplinary proceedings generally move forward without regard to pending civil or 
criminal proceedings. Proceedings under the College’s Sexual Harassment and Misconduct Policy may be 
carried out prior to, simultaneously with, or following civil or criminal proceedings off-campus. On-campus 
adjudication does not preclude or limit a student’s or employee’s access to the state and federal justice 
systems. 
 
If an individual reports sexual harassment, misconduct or intimate partner committed by an individual who is 
not a member of the College community, the Complainant can speak with the Dean of Students and DPS to 
discuss options such as contacting other law enforcement authorities and/or removing the individual(s) from 
campus. If an individual accused of violating this policy is a guest, the host may be held accountable for his or 
her guest’s behavior. 
 
F. Amnesty for Students Who Report Violations: 

The College encourages reporting and seeks to remove any barriers to reporting and make the procedures for 
reporting transparent and straightforward. The College will generally not seek to hold any student who 
reports sexual harassment, misconduct or intimate partner violence accountable for his/her own conduct at 
or near the time of the event which may have constituted a violation of the Community Standards, provided 
that any such violations did not and do not place the health and safety of any person at risk. This means, for 
example, that students reporting sexual harassment, misconduct or intimate partner violence will generally not 
face disciplinary action due to the personal ingestion of alcohol or other drugs. The College may choose, 
however, to pursue educational remedies for those individuals. 
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Under limited circumstances, a reporter may be held accountable for his/her own misconduct; such 
violations will be reviewed in conduct proceedings separate from the proceedings under this policy. 
 
G. Bystanders 

The College encourages all Community members to take reasonable and prudent actions to prevent or stop 
an act of sexual misconduct. Taking action may include direct intervention when safe to do so, enlisting the 
assistance of friends, contacting law enforcement, or seeking assistance from a person in authority.  
Community members who chose to exercise this positive, moral obligation will be supported by the College 
and protected from retaliation. 
 
H. Statement Against Retaliation 

It is a violation of College policy to retaliate in any way against a student or employee because he or she raised 
allegations of sexual harassment, misconduct or intimate partner violence.  The College recognizes that 
retaliation can take many forms, may be committed by or against an individual or a group, and that a 
Respondent or third party may also be the subject of retaliation by another individual, including the 
Complainant. The College will take immediate and responsive action to any report of retaliation and may 
pursue disciplinary action as appropriate. 
 
An individual reporting sexual harassment, misconduct or intimate partner violence is entitled to protection 
from any form of retaliation following a report that is made in good faith, even if the report is not later 
substantiated. 
 
I.  False Reports 

The College takes the validity of information very seriously as a charge of sexual harassment, misconduct or 
intimate partner violence may have severe consequences. A good faith complaint that results in a finding of 
not responsible is not considered a false or fabricated accusation of sexual misconduct. However, when a 
Complainant is found to have fabricated allegations with malicious intent or in bad faith, the Complainant 
will be subject to discipline in the employment context and may be found in violation of the Dishonesty 
provision of the Community Standards. 
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XI. INTERIM MEASURES 

A.  Overview 

Upon receipt of a report and potentially through the completion of any appeals, the College will take interim 
measures to protect the parties involved. The College will maintain consistent contact with the parties to 
ensure that all safety and emotional and physical well-being concerns are being addressed.   Interim measures 
may be imposed regardless of whether formal disciplinary action is sought by the Complainant or the College. 

A Complainant or Respondent may request separation or other protection, or the College may choose to 
impose interim measures at its discretion to ensure the safety of all parties, the broader College community 
and/or the integrity of the process.  A decision to arrange for such separation or other protection need not be 
based on a finding of responsibility, and shall not be interpreted as a finding of fault. 

Where the report of sexual harassment, misconduct or intimate partner violence poses an ongoing risk of 
harm to the safety or wellbeing of an individual or members of the campus community, the College may place 
an individual student or organization on Interim Separation. Pending resolution of the complaint, the 
individual or organization may be denied access to campus.  During Interim Separation, a student may 
continue his/her coursework as outlined in the Interim Separation letter.  Similarly, the College may impose 
leave for employee.  Such leave will be structured (paid vs. unpaid) at the College’s discretion.  When Interim 
Separation or leave is imposed, the College will make reasonable efforts to complete the investigation and 
hearing (but not appeal), where a hearing is required, within an expedited time frame. 
 
All individuals are encouraged to report concerns about failure of another individual to abide by any 
restrictions imposed by an interim measure. The College will take immediate and responsive action to enforce 
a previously implemented measure. 
 
B.  Range of Measures 

Interim measures will be implemented at the discretion of the College, and will be reviewed by a central 
review team. Potential remedies, which may be applied to the Complainant and/or the Respondent, include: 

• Imposition of No-Contact Directive for all parties 

• Change in class schedule, including the ability to drop a course without penalty 

• Change in work schedule or job assignment 

• Change in living arrangements 

• Limit of an individual or organization’s access to certain College facilities or activities 
pending resolution of the matter  

• Voluntary leave of absence 

• Providing an escort to ensure safe movement between classes and activities 

• Providing counseling services and assistance in setting up initial appointment 

• Providing medical services 

• Providing academic support services, such as tutoring  
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• College-imposed leave or separation 

• Any other remedy which can be tailored to the involved parties to achieve the goals of this 
policy. 
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#18095608 v1 

Joyce Bylander 
bylander@dickinson.edu 

717-245-1639 

XIII. Review, Investigation and Resolution of Complaints 

A.  Role of the Title IX Coordinator 

The President of the College has appointed a senior administrator, the Vice President for Student 
Development, to serve as the Title IX Coordinator. This office is currently held by Joyce Bylander.  
 

 
 
 
 
 
 
 
The Title IX Coordinator oversees the College’s central review, investigation and resolution of reports of 
sexual harassment, misconduct and intimate partner violence under the College’s complaint processes and 
coordinates the College’s compliance with Title IX. 
 
The Title IX Coordinator is: 
 

• Responsible for oversight of the investigation and resolution of all reports of sexual 
harassment, misconduct and intimate partner violence. 

• Knowledgeable and trained in state and federal laws that apply to matters of sexual 
harassment, as well as College policy and procedure; 

• Available to advise any individual who believes that he/she has been sexually harassed about 
what courses of action are available at the College, both informally and formally;  

• Available to advise any individual against whom a complaint may have been made about the 
process of informal and formal complaints, and what involvement that individual may or 
may not have in the process;  

• Available to provide assistance to school law enforcement unit employees regarding how to 
respond appropriately to reports of sexual violence; and  

• Responsible for monitoring full compliance with all requirements and timelines specified in 
the complaint procedures. 

Trained Title IX Deputy Coordinators who can also offer assistance are available in the following offices: 

• Department of Public Safety 

• Dean of Students 

• Director of Physical Education and Athletics 

• Provost and Dean of the College 

• Vice President of Human Resource Services 

• Director of LGBTQ Services 
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B.  Central Review Team for Investigation and Resolution 

Although a report may come in through many sources, the College is committed to ensuring that all reports 
are referred to a central review team which ensures consistent application of the policy to all individuals and 
allows the College to respond promptly and equitably to eliminate the harassment, prevent its recurrence and 
eliminate its effects. This central team, led by the Title IX Coordinator, assists in the review, investigation 
and/or resolution of the report. Members of this interdepartmental team include: the Title IX Coordinator, 
the Dean of Students Office, the Director of Human Resource Services, the Provost (or his/her designee), 
the Department of Public Safety and others as may be necessary.   College policy provides that any employee 
who receives a report of sexual harassment or misconduct must share the report to a member of this team. 
 
The members of this team oversee the resolution of reported harassment or misconduct through the 
College’s complaint processes. The process followed will be determined by the role of the Respondent.  
 

  
 
 
Each process is guided by the same principles of fairness and respect for all parties. Resources are available 
for both students and employees, whether as Complainants or Respondents, to provide guidance throughout 
the investigation and resolution of the complaint. The College will provide a list of potential advisors who has 
received special training in the College's complaint processes. 
 
C.  Time Frame for Resolution 

The investigation and resolution of all reports will generally be completed within 60 days. Extenuating 
circumstances may arise that require the complaint process to extend beyond 60 days. In the event that the 
investigation and resolution exceed this time frame, the College will notify all parties of the need for 
additional time and best efforts will be made to complete the process in a timely manner. 
 
D.  Intersection with Off-Campus Law Enforcement or Criminal Investigation 

The College encourages Complainants to pursue criminal action for behaviors that may also constitute crimes 
under Pennsylvania law. The College, through the Department of Public Safety, will assist a Complainant in 
making a criminal report and will cooperate with local law enforcement agencies if a Complainant decides to 
pursue the criminal process to the extent permitted by law.  
 
Because the standards for finding a violation of criminal law are different from the standards for finding a 
violation of this policy, criminal investigations are not determinative of whether sexual misconduct, for 
purposes of this policy, has occurred. In other words, conduct may constitute a violation under this policy 
even if law enforcement agencies decline to prosecute or if a Respondent has been found not guilty in the 
legal system. Because the College’s policy and definitions may differ from traditional law enforcement 
definitions and burdens of proof, the College may pursue a conduct hearing regardless of the existence or 
outcome of any criminal charges. 
 

Complaints against employees 
will be resolved by the 
Employee Complaint Process. 

Complaints against students 
will be resolved by the 
Student Complaint Process. 

Complaints against faculty 
will be resolved by the 
Faculty Complaint Process. 
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XV. Student Complaint Process for Resolution of  
Complaint against a Student 

A.  Overview of Options 

The College is committed to providing all members of the College community with a safe place to live and 
learn. Consistent with this priority, the College will respond promptly and equitably to all allegations of sexual 
harassment, misconduct or intimate partner violence. Any individual may bring an allegation under the Sexual 
Harassment and Misconduct Policy which will trigger a review of the complaint as outlined in this section. 
 
The College’s response to allegations of misconduct under this policy is pursued in three stages: report, 
review or investigation, and resolution. At each of these stages, the College is committed to maintaining 
fairness for all parties and to balancing the needs and interests of the individuals involved with the safety of 
the community as a whole. 
 
A complaint may be resolved by any of the following methods:  
 
(1) A Title IX inquiry in response to a Complainant’s request to not pursue formal resolution through 

the College’s Sexual Harassment and Misconduct Policy hearing process or the criminal justice 
system; Cumberland County Victim Services, Cumberland County District Attorney, Pennsylvania 
Office of the Victim Advocate. 

(2) Voluntary Resolution;  

(3) Invoking the College’s Sexual Harassment and Misconduct Policy hearing process but not the 
criminal justice system;  

(4) Invoking the criminal justice system but not the College’s Sexual Harassment and Misconduct 
hearing process; or 

(5) Invoking both the College’s Sexual Harassment and Misconduct hearing process and the criminal 
justice system.  

B.  Review and Investigation:  

The Title IX Coordinator, Dean of Students and the Chief of Public Safety are the primary administrators at 
the College charged with ensuring that all reports of sexual harassment, misconduct or intimate partner 
violence against students are investigated and resolved.  
 
As outlined in this policy, an individual may report to any college employee, who will ensure that the 
information is shared with members of the central review team, which includes the Title IX Coordinator, the 
Dean of Students, the Chief of Public Safety, and the Director of Human Resource Services. The College is 
committed to ensuring that all reports are referred to the central review team which ensures consistent 
application of the policy to all individuals and allows the College to respond promptly and equitably to 
eliminate the harassment, prevent its recurrence and eliminate its effects. Members of this central review team 
will oversee an investigation that is thorough, fair and impartial. 
 
The College’s responsibility to review all allegations of sexual harassment, misconduct and intimate partner 
violence exists regardless of whether that review culminates in additional investigation or goes before a 
hearing panel, and exists independently of the criminal justice process. The incident will be investigated in a 
manner that ensures fairness to all parties involved, and, will include measures necessary to provide for the 
safety of the individual and of the College community. See Interim Measures. 
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In every report of sexual harassment, misconduct or intimate partner violence, the College will make an 
immediate assessment of any risk of harm to individuals or to the campus community and will take steps 
necessary to address those risks. The initial review will proceed to the point where a reasonable assessment of 
the safety of the individual and of the campus community can be made. Thereafter, the investigation may 
continue depending on a variety of factors, such as the request of the Complainant not to proceed and the 
risk posed to the any individual or the campus community by not proceeding.  
 
Where the College has received a report of sexual harassment, misconduct or intimate partner violence, but 
the Complainant requests that his/her identity remain confidential or that the College not pursue an 
investigation, the College must balance this request in the context of its responsibility to provide a safe and 
non-discriminatory environment for all College community members. The College will take all reasonable 
steps to investigate and respond to the complaint consistent with the request for confidentiality or request not 
to pursue an investigation, but its ability to do so may be limited by the request for confidentiality. Under 
these circumstances, the College will weigh the request for confidentiality against the following factors: the 
seriousness of the alleged harassment, the respective ages and positions of the Complainant and the 
Respondent, whether there have been other harassment complaints against the Respondent, and the 
Respondent’s right to receive information if such information is maintained in an “education record” under 
the Family Educational Rights and Privacy Act (FERPA), 20 U.S.C. §1232g; 34 C.F.R. Part 99. 
 
At all times, the College will seek to respect the request of the Complainant, and where it cannot do so, the 
College will consult with the Complainant and keep him/her informed about the chosen course of action.  
 
The College may designate an investigator of its choosing. Typically, however, the Department of Public 
Safety or a member of the Dean of Students office will serve as the investigator.  As described in the Privacy 
section, all College investigations will respect individual privacy concerns.  
 
The first step of an investigation will usually be a preliminary interview of the Complainant by the 
Department of Public Safety and/or the Dean of Students. The College will then seek to collect additional 
information relevant to the report. This may include, but is not limited to, interviewing the Respondent and 
any other individuals who may have information relevant to the determination, and gathering any physical or 
medical evidence available. An investigation may also include consideration of prior allegations of, or findings 
of responsibility for, sexual harassment or misconduct by the Respondent.  
 
An investigation will typically range from one to three weeks, although this time frame may be extended as 
necessary to achieve thorough and reliable gathering of the relevant facts.  Information gathered during the 
review or investigation will be used to evaluate the appropriate course of action, provide for the safety of the 
individual and the College campus community, and impose remedies as necessary to address the effects of the 
alleged conduct. If the report proceeds to a conduct hearing, information gathered during the investigation 
will be presented to the hearing panel for its consideration and evaluation in reaching a determination of 
responsibility under this policy.  
 
C.  Process for Resolution 

The resolution of sexual harassment, misconduct or intimate partner allegations may take three forms: 
 

1.  Title IX Inquiry (or Hearing Without the Participation of the Complainant) 

The College is dedicated to assisting individuals who are victims and survivors of sexual harassment, 
misconduct or intimate partner violence by helping them to recover and restore a sense of self and 
wholeness. Complainants are encouraged, but never pressured, to participate in the College’s investigation 
and hearing process so that the facts of each report can be explored and responsible parties held accountable 
for their misconduct, if warranted. Where an allegation of sexual misconduct also appears to meet the criteria 
of a criminal offense, such as rape or sexual assault, Complainants are also encouraged to pursue criminal 
charges against an alleged offender. 
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If a Complainant chooses not to participate in the College’s response, a Title IX inquiry and review will still 
move forward. The purpose of this inquiry is to review the report and seek to reach a resolution that will 
eliminate any harassment, prevent its recurrence, and address its effects.   
 
When a Complainant requests that a hearing not occur, the College will make every reasonable effort to 
comply with that request. There may be exceptional circumstances, as identified above, when the College 
decides to proceed with a hearing despite the request of a Complainant. The Complainant, however, will not 
be required to participate in such a hearing process. 
 
If the College is satisfied that the matter can be resolved without invoking the student conduct hearing 
process, the College will inform the Complainant in writing of the outcome of the investigation and any 
action taken by the College. In cases where the Complainant has been notified of the complaint, the 
Respondent will also be notified in writing.  
 

2.  Voluntary Resolution  

Voluntary resolution will be utilized only when the Dean of Students or his/her designee has determined this 
is a suitable option for resolving the concern, and both the Complainant and Respondent agree to use the 
process. Voluntary resolution is used where, based upon the conduct at issue, the likely outcome in a panel 
hearing would not alter a student’s or an organization’s status with the College. Amicable and respectful 
discussion must be honored by all parties throughout the process. 
 
Sexual assault allegations cannot be resolved using this process. All sexual assault allegations not resolved 
through a Title IX inquiry, as above, must be heard by a panel hearing.  
 
Voluntary resolution may include restorative conferences with a College community member or conflict 
mediation. The success of voluntary resolution requires that the meeting(s) include honest and candid 
dialogue, input from the parties involved, an acknowledgement and understanding of responsibility by the 
parties involved, and a resolution that is agreed upon by all participants. The resolution achieved in each 
incident will be based upon the specific incident under consideration.  
 
Because the outcomes of voluntary resolution conversations are mutually developed and agreed upon by 
parties involved, an appeal of the process and its result is not permitted. If the parties are unable to agree on 
the outcomes of the voluntary resolution proceeding, any party may request that the matter be resolved 
through the panel hearing process.  
 
If information is shared that clearly suggests that this policy’s definition of sexual assault has been violated, 
then the voluntary resolution process must end immediately and the hearing panel process initiated.  
 
No statements made during the voluntary resolution process may be used during the hearing panel 
proceedings.  
 

3.  Panel Hearing  

For all other allegations of sexual harassment, misconduct or intimate partner violence, a panel hearing is 
utilized. The Assistant Dean of Students or his/her designee makes a preliminary determination of whether a 
student and/or organization may have violated the Sexual Harassment and Misconduct Policy and/or any 
other College policies based upon the investigative report and materials submitted by the investigator, usually 
the Department of Public Safety.  
 
A sexual misconduct hearing panel is also empowered to hear allegations of, and to impose sanctions for, any 
violations of the Dickinson College Community Standards directly related to the alleged incident of sexual 
harassment, misconduct or intimate partner violence. 
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Role of the Advisor: In any hearing the Complainant and Respondent have the right to be assisted by an 
advisor. An advisor is a member of the community each party has selected to help prepare for the hearing 
who may accompany the party that he or she is assisting to the hearing. An advisor must be a current student, 
faculty member, or staff member of the College. This person must not have a law degree, cannot be a 
parent/guardian of any student involved, and cannot speak on behalf of the Respondent or Complainant 
during the hearing.  
 
The Dean of Students Office keeps a list of trained advisors who can serve for any party. If the selected 
advisor is not trained, he/she must meet with the Dean of Students or his/her designee for training prior to 
the hearing. 
 
Pre-hearing Procedures:  The Assistant Dean of Students may contact the Complainant and Respondent 
and ask each party to come to a meeting to explain the charges.  When a hearing is deemed necessary, the 
Assistant Dean of Students or his/her designee will contact the Complainant and Respondent and ask each 
party, together with his/her advisor, to meet individually to receive an explanation of the panel hearing 
process and to ask any questions before the hearing occurs. If the Complainant and/or Respondent have 
elected to have advisors throughout the hearing process, the advisor is encouraged to accompany the 
Complainant/Respondent to this initial meeting.  
 
Notice of Hearing: Once the investigation is completed and both parties have met with the Assistant Dean 
or his/her designee, a notice letter is sent to the Complainant and the Respondent. The letter provides both 
parties with a statement of the policy violation(s) that are alleged to have taken place and a summary of the 
facts underlying the allegations. In addition, the letter also provides a student or organization with the date, 
time, and place of the hearing, as well as the name(s) of the person(s) hearing the case.   
 
In general, the hearing will be scheduled approximately fifteen business days after the notice letter is sent.  
Under extenuating circumstances, this time frame may be extended by the Dean of Students.  The time 
frames set forth in this policy are meant to provide guidance and the College may alter or set new time frames 
as appropriate. 
 
Upon receipt of this letter, the Complainant and the Respondent will each have the opportunity to review the 
investigative documents which will be used at the hearing.   
 
The Complainant and the Respondent may ask that a member of the hearing panel be removed if he or she 
can articulate the potential for bias, conflict of interest or an inability to be fair and impartial. 
 
Witnesses: Upon review of the hearing documents, if either party wishes to call witnesses, the following 
must be submitted no later than eight (8) business days before the hearing to the Assistant Dean of Students 
via e-mail or in hardcopy format:  
 

• The names of any witnesses that either party intends to call; 

• A written statement and/or description of what each witness observed, if not already 
provided during investigation; and 

• A summary of why the information the witness has is relevant to making a decision of 
responsibility at the hearing.  

The Assistant Dean of Students will determine if the proffered witnesses have relevant information. If 
witnesses are approved to be present, the Respondent and Complainant are provided with a list of witnesses 
and any relevant documents related to their appearance at the hearing no later than five (5) business days 
before the hearing. All parties have the opportunity to ask questions of witnesses, regardless of who called 
them to the hearing. 
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Prior Sexual History, Bad Acts or Pattern Evidence:  If either party wishes to bring forth information 
concerning the other party’s prior sexual history, bad acts or pattern evidence, or a prior finding of 
responsibility as to sexual misconduct or dishonesty related to accusations of sexual misconduct, the party 
seeking to do so must seek permission before the hearing.  
 
As noted in the Consent section of this policy, a current or previous dating or sexual relationship, by itself, is 
not sufficient to constitute consent.  In general, in a case where the Respondent raises consent as a defense, a 
prior consensual relationship between the parties may be deemed relevant, but not necessarily determinative, 
to the nature of communication between the parties and the Respondent’s state of mind as to whether or not 
there was a reasonable belief that consent had been freely sought and given.  Any other prior sexual history of 
the Complainant is typically not relevant and will not be permitted.   

Prior sexual history of the Respondent may be relevant where there is evidence of a pattern of misconduct 
which is probative in the determination of responsibility or assigning of a sanction.  A prior finding of 
responsibility for a similar act of sexual misconduct will always be deemed relevant and may be considered in 
making a determination as to responsibility and/or assigning of a sanction.  A prior finding of Dishonesty 
related to accusations of sexual misconduct will also be deemed relevant.   

To aid in an advance determination of relevance, the following must be submitted no later than eight (8) 
business days before the hearing to the Assistant Dean of Students via e-mail or in hardcopy format: 
 

• A written statement and/or description of the proposed information, if not already provided 
during investigation; and 

• A summary of why this information is relevant to making a decision of responsibility at the 
hearing.  

The Assistant Dean of Students will determine if the information concerning prior sexual history, bad acts or 
pattern evidence is appropriate for inclusion at the hearing. In making this determination, the logical 
connection and the tendency of the information to prove or disprove a matter in issue will be considered.  If 
this information is approved as appropriate for presentation at the hearing, the Respondent and Complainant 
are provided with a brief description of the approved information no later than five (5) business days before 
the hearing. 
 
Panel Composition: Violations of this policy will be reviewed by a hearing panel. The hearing panel consists 
of three members of the College community: a student, a faculty member, and an administrator. The 
individuals who serve as panelists are chosen from a pool of eligible panel members. The various members of 
the pool are chosen as follows: 
 

• Student: Student members of the hearing panel pool are nominated by members of the 
College community and apply to the Dean of Students Office. They are then interviewed by 
the Dean of Students Office and, if approved, advanced for confirmation by Student Senate.  

• Faculty: Faculty members of the hearing panel pool are elected by the faculty. 

• Administrator: Administration members of the hearing panel pool are selected and 
appointed by the Dean of Students Office.  

• Administrative Coordinator: The administrators serving in this role are appointed by the 
Dean of Students Office for each hearing, and whenever possible will be the Assistant Dean 
of Students. This individual will be present at hearing panel meetings, but will not be a 
voting member of the panel.  He or she will meet with all involved parties prior to the 
hearing, be present during the hearing to serve as a resource for the hearing panel on issues 
of policy and procedure, and to see that policy and procedure are appropriately followed 
throughout the hearing. 
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All hearing panelists, individuals managing a voluntary resolution process, and appellate officers must 
participate in training on non-discrimination, sexual harassment and misconduct, intimate partner violence, 
and the proper adjudication of allegations under this policy. The training will be coordinated by the Dean of 
Students Office in conjunction with campus and external partners. The training includes, but it not limited to, 
burden of proof, standard of proof, questioning parties and witnesses, assessing credibility and relevance of 
information, evaluating consent, determining incapacitation, victim/offender behavior, and sanctioning. 
 
Participants in Hearing Procedures: The individuals from our community who may appear before a 
hearing panel are: the Complainant, the Respondent, any individuals serving as advisors, and any individuals 
who appear as witnesses. The Complainant, Respondent, and panel all have the right to call witnesses. 
Witnesses must have observed the acts in question or have information relevant to the incident and cannot be 
participating solely to speak about an individual’s character.  
 
Hearing Procedures: All parties involved in a hearing are required to keep the information learned in 
preparation for the hearing and at the hearing confidential. No copies of documents provided are to be made 
or shared with any third parties. All copies provided must be returned to the College at the conclusion of the 
hearing and any appeals. Any breach of this duty is subject to further disciplinary action by the College. 
 
A hearing will be called to order by the chairperson, who generally will be the administrative representative of 
the 3-person hearing panel. The chairperson will explain the hearing process and will provide an opportunity 
to all parties to ask procedural questions prior to initial statements being made and the presentation of 
information beginning.  
 
The Complainant will present information prior to the Respondent and is encouraged to provide all pertinent 
information to the panel regarding the incident in question. Relevant information supporting the violation(s) 
alleged may be offered in the form of written statements, documents, items, or oral information from the 
Complainant and witnesses. As the Complainant presents his/her own account of the events, the Respondent 
is encouraged to compile a written list of questions that s/he wants to have answered by the Complainant. 
The list will be provided to the chairperson, and the hearing panel will determine the relevance of the 
questions. The chairperson will ask the Complainant those questions deemed relevant, as well as any 
questions developed by the panel. A similar process will be followed for each witness offered by the 
Complainant. 
 
After the Complainant is finished, the Respondent will be given an opportunity, and is encouraged, to 
provide all pertinent information available in support of his/her position regarding the alleged violation(s). 
Information contesting the facts or violation(s) alleged, or the information presented, may be offered in the 
form of written statements, documents, items, or oral information from Respondent and witnesses. As the 
Respondent presents his/her own account of the events, the Complainant is encouraged to compile a written 
list of questions that s/he wants to have answered by the Respondent. The list will be provided to the 
chairperson, and the hearing panel will determine the relevance of the questions. The chairperson will ask the 
Respondent those questions deemed relevant, as well as any questions developed by the panel. A similar 
process will be followed for each witness offered by the Respondent. 
 
Parties and other individuals who offer information at a hearing are expected to respond honestly, and to the 
best of their knowledge, without guessing or speculating to questions presented by the hearing panel. The 
panel reserves the right to recall any party or witness in the hearing process for further questions and to seek 
additional information necessary to make a decision.  
 
Preponderance of the Evidence: Consistent with the Department of Education’s Office for Civil Rights 
requirements, the hearing panel will determine a Respondent’s responsibility by a preponderance of the 
evidence. This means that the panel will decide whether it is “more likely than not,” based upon the 
information provided at the hearing, that the Respondent is responsible for the alleged violation(s).  
 
As discussed above, under some circumstances, the panel may consider information concerning pattern 
evidence or prior bad acts by the Respondent as part of its determination of the responsibility in the incident 



 

#18095608 v1 43 

under review.   The panel must first find that the prior incident occurred by a preponderance of the evidence 
before it may consider its effect on the determination of responsibility for the current incident. 
 
Deliberation: Once all the information has been presented, all parties will be dismissed from the hearing 
room so that the hearing panel may deliberate in private. The Administrative Coordinator is not an active 
member of deliberations but can answer questions during the panel’s deliberations. The hearing panel must 
reach a decision on responsibility by majority vote. The vote itself shall not be shared with the parties. 
Respondent statements and impact statements will be reviewed once a decision is made on responsibility. The 
parties will be advised only of the decision on responsibility. Panel hearings are audio-recorded, but the 
deliberations of the panel are not. The audio recording is created for two limited purposes only: for reference 
by the hearing panel or officer during deliberations and for review by the appellate officers during an appeal. 
No other recordings of conduct proceedings are allowed, and no other access to the recordings is permitted. 
The audio recording is destroyed promptly following the conclusion of all applicable proceedings under the 
Sexual Harassment and Misconduct Policy, including all appeals. 
 
Attendance at Hearings & Special Provisions: If a party does not attend a hearing, for any reason other 
than an emergency, the hearing may be held in his/her absence. Either party can request to have a hearing 
rescheduled. Requests to reschedule must be submitted to the Assistant Dean of Students at least seven (7) 
business days prior to the hearing, whenever possible. Requests must come directly from the individual 
receiving a notice letter. 
 
If a hearing must be held at or after the end of the semester and a full hearing panel cannot reasonably be 
convened, those cases may be heard by three trained sexual misconduct panelists from the pool of trained 
sexual misconduct hearing officers.  
 
Expectations for Complainants and Respondents: Both a Complainant and Respondent can expect the 
following: 
 

• The right to notice of violations of the Sexual Harassment and Misconduct Policy against the 
Respondent, including the identity of the Complainant, as well as the date, time, and location 
of hearing (if applicable) where responsibility will be determined. 

• Access to all relevant documents and written statements to be presented as evidence in 
advance of any student conduct hearing as specified in this policy. 

• The opportunity to be assisted by an advisor. 

• The option to seek legal advice, but not to have a lawyer present at the hearing. 

• The opportunity to object to the inclusion of a member of the hearing panel. 

• The right to a panel that is fair and impartial and does not have any prior relationship with 
the parties or to the facts. A panel shall presume that a Respondent is not responsible until 
such time as all information has been submitted and a final determination reached by the 
panel. 

• The opportunity to have a confidential panel hearing in which the College will endeavor to 
keep all details of the hearing private including the names of the Complainant, Respondent, 
and witnesses. 

• The opportunity to ask questions of the Complainant/Respondent via the panel. 

• The opportunity to ask questions of the Complainant’s/Respondent’s witnesses via the 
panel. 
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• The opportunity to present a statement or information in support of or in response to the 
allegation of sexual harassment, misconduct or violence before the panel renders a decision.  

• The opportunity to participate in the hearing in person. A Complainant may also request 
participation by other suitable means that would not require physical proximity to the 
Respondent. This can include, but is not limited to, partitioning a hearing room or using 
technology to facilitate participation. Any proposed alternative must be reviewed in advance 
to ensure it does present any disadvantage to the Respondent. 

• A hearing that only discusses past sexual history when a pre-hearing determination has been 
made that the information is relevant to the determination of responsibility. 

• The opportunity to be present for the entire duration of the hearing, except for 
deliberations. This includes the opportunity to see, hear, or otherwise observe the 
Complainant and/or Respondent and all witnesses appearing at the hearing during all 
questioning, statements and exchanges with the hearing panel. 

• Notification in writing of the outcomes of the student conduct hearing and/or appeals. 

• The opportunity to provide an impact statement and/or character witness letters to be read 
by the hearing panel if the panel determines that the Respondent is responsible for violations 
of the Sexual Harassment and Misconduct Policy. 

• The opportunity to appeal the initial hearing outcome if grounds for appeal are met. 

D.  Resolution Outcomes  

Hearing panels that find a student or organization responsible for a violation of the Sexual Harassment and 
Misconduct Policy will impose appropriate sanctions that may include, but are not limited to, those set forth 
below. Sanctions may be issued individually, or a combination of sanctions may be imposed. The 
determination of sanctions is based upon a number of factors, including: the harm suffered by the 
Complainant; any ongoing risk to either the Complainant or the community posed by Respondent; the impact 
of the violation on the community, its members, or its property; any previous conduct violations; and any 
mitigating or aggravating circumstances. 
 
In appropriate cases, a panel may determine that the conduct was motivated by bias, insofar as a Complainant 
was selected on the basis of his or her race, color, ethnicity, national origin, religion, age, disability or other 
protected class.  Where the panel determines that student misconduct was motivated by bias, the panel may 
elect to increase the sanction imposed as a result of this motivation.  
 
E.  Possible Sanctions: 

• Warning: Notice to a student or organization that continuation or repetition of conduct 
found to be in violation of the Sexual Harassment and Misconduct Policy and/or 
Community Standards may result in further disciplinary action. 

• Housing Restriction(s): Housing restrictions include, but are not limited to, restricted 
access to any or all parts of residence halls, the loss of room selection/lottery privileges, the 
loss of off-campus lottery participation, relocation to another College residential facility, 
requirement to move on- or off-campus, as appropriate at an individual’s own expense, 
removal of guest privileges, and/or restriction from specific housing options. 

• Assessment and Treatment: Referral to the Wellness Center or approved off-campus 
agency for assessment and/or treatment. This includes, but is not limited to, services from 
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certified programs who offer: counseling for sex offenders, for sexual awareness and 
sensitivity, for substance use, for intimate partner violence and for violence risk.  

• Restrictions on Participation or Use: Restrictions on participation include the revocation, 
or the loss for a stated period of time or under a stated set of conditions, of a student’s 
ability to participate in certain College-approved activities, including, but not limited to, 
varsity sports, clubs, organizations (including but not limited to Greek organizations), or 
leadership positions with such sports, clubs, and organizations. Restrictions on use include 
the denial of access to or use of certain College facilities, programs, or equipment for a 
stated period of time or under a stated set of conditions.  

• Probation: A specified period of time requiring maintenance of exemplary conduct. Further 
violations during this time may result in more serious sanctions than are imposed in the 
absence of probationary status. During a probationary period, the terms imposed on an 
organization will also be binding on its members. 

• Stayed Suspension: A student or organization on stayed suspension has been found 
responsible for conduct that warrants suspension from the College. In the exercise of its 
discretion, the College has determined to withhold immediate imposition of suspension and 
to allow the individual or organization to remain on campus, usually with additional terms of 
compliance. If a student or organization is found in violation of any aspect of the Sexual 
Harassment and Misconduct Policy and/or the Community’s Standards or of terms of 
compliance during the period of the stay, the stay on this suspension may be lifted and the 
suspension will become effective immediately, resulting in separation from the College for 
the remainder of the suspension period. In addition, any other sanctions for the new 
violation(s) will be imposed. During a period of stayed suspension, the terms imposed on an 
organization will also be binding on the members of the organization.  

• Suspension from the College: A student suspended from the College may not participate 
in classes or other College activities and may not be on College property (except by 
appointment, arranged in advance with the Provost and Dean of the College or the Dean of 
Students or one of their designees) for the period of time specified in the notice of 
suspension. Suspension extending beyond the semester in which action is taken shall consist 
of units of full semesters, and/or summer sessions. In no case shall the suspension terminate 
prior to the end of a semester. Courses taken at another institution during this period of 
suspension will not be accepted for transfer at the College. Conditions for resuming active 
status on campus following suspension may be imposed by the College. A sanction of 
immediate suspension will go into effect within 24 hours of receipt of the outcome letter 
unless otherwise noted in the outcome letter and shall remain in effect throughout any 
appeal process. An organization that is suspended shall be required to forfeit its ability to 
conduct group-sponsored activities or to participate in College-sponsored activities, and any 
College support for the organization will be withdrawn, during the period of suspension. 

• Revocation or Withholding of Diploma and Degree: If a student has graduated from the 
College, or has otherwise satisfied the requirements for earning a degree, before violations of 
the Sexual Harassment and Misconduct Policy are discovered or before a determination of 
violations is complete, the College reserves the right to revoke the diploma and/or degree 
conferred, or to withhold the conferring of a degree or diploma otherwise earned for a 
specified period of time or indefinitely.  

• Expulsion: For an individual, permanent termination of student status, which includes 
exclusion from any College property, College sponsored, or College affiliated events. A 
person expelled from the College is denied the rights and privileges of inclusion in the 
Dickinson College community both as a student and as an alumnus/alumna. Expulsion will 
go into effect within 24 hours of receipt of the outcome letter unless otherwise noted in the 
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outcome letter, and shall remain in effect throughout any appeal process. For an 
organization, permanent termination of the organization’s relationship and status with the 
College, which includes termination of access to facilities, funding, and/or right to assemble 
as an organization on College property and at College-sponsored or affiliated events. An 
organization expelled from the College is denied the rights and privileges of inclusion in the 
Dickinson College community as an organization. 

• Other: Such other sanctions as may be appropriate in the judgment of the College. 

The College identifies the following as standard sanctions for violating the Sexual Harassment and 
Misconduct Policy when a formal hearing is utilized. These standard sanctions are specific to the student’s 
status at the institution. Students found responsible via the formal hearing process can expect to have 
additional sanctions to assist in his/her learning and/or the safety of the campus and Complainant. In cases 
where the Voluntary Resolution Process is used, lesser sanctions may be appropriate but must be agreed upon 
by all parties.  
 
Violations and Standard Range of Sanctions 
 
Violation Standard Sanction Range 
Sexual Assault (Related to Intercourse) One-Year Suspension to Expulsion 
Sexual Assault (Not Related to Intercourse) Probation to Expulsion 
Sexual Exploitation Probation to Expulsion 
Stalking Probation to Expulsion 
Harm to Others Stayed Suspension to Expulsion 
Harassing Conduct Warning to Stayed Suspension 
Retaliation Probation to Expulsion 
Complicity Warning to Stayed Suspension 
 
F. Notice of Outcome and Sanction 

The hearing panel will communicate the result of the hearing and any sanction(s) to the Respondent and the 
Complainant. Generally, the outcome of the hearing will be final and communicated to the parties within five 
(5) business days from the date the hearing concluded and will be provided in writing.  
 
G. Appeals Process  

Either party may request an appeal within five (5) business days from the time of notification of the decision 
by the Dean of Students Office. The appeal may be based only on one or more of the following grounds: 
 

• Procedures set forth in the Sexual Harassment and Misconduct Policy were not followed; 

• The sanctions imposed were excessively harsh or excessively lenient for the violation*; 

• New or relevant information, not available at the time of the hearing, has arisen. 

*If an appeal is based on excessive harshness or leniency, the outcome of the appeal outcome must still be 
within the outlined range for the violation. 
 
Appeals must be in writing and submitted to the Assistant Dean of Students. The appeal shall consist of a 
plain, concise, and complete written statement expounding on the grounds for the appeal. When an appeal 
has been submitted, the Dean of Students will notify both parties.  Each party will be given the opportunity 
in writing to respond to the other party's appeal.  This response must be submitted within five (5) business 
days.  
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The Dean of Students or his/her designee shall determine whether grounds for appeal have been met. If they 
have, the appeal will be reviewed by a panel of three new hearing panelists comprised of a student, 
administrator, and faculty member. The appeal review will be scheduled within eight (8) business days.  All 
parties will be notified by the Dean of Students in writing as to whether grounds have been met, and if so, 
when the appeal review is scheduled. The non-voting Administrative Coordinator may or may not be the 
same as on the original panel. 
 
An appeal review is not a new assessment of the facts; rather, it is a review of the record to determine if the 
appeal grounds have merit.  The appeals panel shall consider the merits of an appeal only on the basis of the 
information provided in the written request for appeal and the record of the original hearing. Appellate panels 
or officers can affirm the original findings, alter the findings, and/or alter the sanctions, depending on the 
basis of the requested appeal. If new and relevant information is presented and the appeal panel deems this 
information so significant that the hearing needs to be reopened, the appeal panel will ask the original panel 
to reconvene to consider the information and render a determination after considering the new facts. If the 
appeal is based on procedures not having been followed, and the appeal panel deems that information to be 
clear and convincing, the appeal panel can ask that a new hearing occur comprised of a new panel of hearing 
officers.  
 
In cases where the sanction alters the status of the student or organization, the panel may request to meet 
with the hearing officers, Respondent, and/or the Complainant to seek clarification of the hearing record 
only.  
 
Any decision of the appeals panel shall be made by majority vote. The vote itself shall not be shared with the 
parties. The parties will be advised only of the decision on responsibility. The appeals panel must be 
persuaded to act by clear and convincing reasons.  
 
The appeal panel will communicate the result of the appeal to the Complainant and Respondent within five 
(5) business days from the date the appeal hearing concluded and will do so in writing.  Appeal decisions are 
final, except in cases where expulsion is the sanction recommended by either the hearing panel and/or the 
appeals panel.  
 
When expulsion is recommended, the Respondent may appeal the decision of the appeal panel to the 
President of the College. The President, or his or her designee(s), shall conduct the final appeal. The appeal 
must be in writing, addressed to the President of the College, and be delivered to the Dean of Students Office 
within five (5) business days from the time of notification of the decision by the appeals panel. 
 
The appeal of expulsion may be based only on the grounds that (1) procedures set forth in the Sexual 
Harassment and Misconduct Policy were not followed by the appeals board, (2) the sanctions imposed by the 
appeals board were excessive for the violation, or (3) new or relevant information, not available at the time of 
the hearing, has arisen.  
 
If an appeal must be held at or after the end of the semester and/or a full appeal panel cannot reasonably be 
convened, those cases may be heard by two or more trained sexual misconduct hearing panelists. 
 
H. Student Records and Confidentiality 

Voluntary resolution is an administrative proceeding, and matters resolved through this method of informal 
resolution are not part of a student’s conduct file, subject to the exception noted in the Community 
Standards.  
 
Affirmative findings of responsibility in matters resolved by the panel hearing process are part of a student’s 
conduct record. If a student has been found responsible for violating the Sexual Harassment and Misconduct 
Policy by the panel hearing process, all records of matters addressed by informal or voluntary resolution shall 



 

#18095608 v1 48 

be transferred to and become a part of a student’s conduct record. Such records shall be used in reviewing 
any further conduct, or developing sanctions, and shall remain a part of a student’s conduct record. 
 
Generally expulsion and withdrawal pending disciplinary action are permanently noted on a student’s 
transcript. The conduct files of students, who have been suspended, expelled or who withdrew pending 
disciplinary action from the College are maintained in the Dean of Students Office for no fewer than five 
years after their departure from the College. In most cases, conduct files of students who have not been 
suspended or expelled are destroyed upon their graduation. Further questions should be directed to the 
Assistant Dean of Students. Records of disciplinary action involving organizations (other than stayed 
suspension, suspension or expulsion) are destroyed after five (5) years. 
 
Students who declare an interest in studying abroad through the Center for Global Study and Engagement are 
subject to a conduct record check. Information that will be shared with the Office of Global Education 
includes, but is not limited to, determination of sexual misconduct violations. It is within the sole discretion 
of the College, through the Office of Global Education, to determine whether a student who has violated 
College policy is eligible to study abroad. Consideration and qualification for study abroad are not disciplinary 
determinations but may be affected by a student’s disciplinary record.  
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XVII. Employee Complaint Process for Resolution of  
Complaints Against An Employee (Non-faculty) 

A.  Overview of Options 

The College is committed to providing all members of the College community with a safe place to live, learn, 
and work. Consistent with this priority, the College will respond promptly and equitably to all allegations of 
sexual harassment, misconduct or intimate partner violence. Any individual may bring an allegation under the 
Sexual Harassment and Misconduct Policy which will trigger a review of the complaint as outlined in this 
section. 
 
The College’s response to sexual harassment, misconduct and intimate partner violence allegations is pursued 
in three stages: report, review or investigation, and resolution. At each of these stages, the College is 
committed to maintaining fairness for all parties and to balancing the needs and interests of the individuals 
involved with the safety of the community as a whole. 
 
For allegations of sexual harassment that do not involve sexual assault, the College encourages individuals to 
first try to resolve the allegation by addressing the problem directly with the individuals involved. In some 
cases, a clear communication that the conduct is unwelcome may end the behavior. If this initial step is 
unsuccessful, the fact that an individual has clearly indicated that the behavior is unwelcome will assist in the 
evaluation of the conduct by the College. There is no requirement, however, that any individual directly 
confront the alleged harasser, particularly if there are safety or other retaliation concerns involved. An 
individual may choose to report the allegations directly to the College without taking any prior steps to 
resolve the allegations.  Any allegation of sexual harassment that involves a sexual assault should be resolved 
through the formal process described below. 
 
As noted above, an employee may always seek confidential resources and support by contacting the College’s 
Employee Assistance Program or other resources identified in the Resources section.  This program is 
available to both a Complainant and a Respondent: http://www.dickinson.edu/about/offices/human-
resource-services/content/Dickinson-s-Employee-Assistance-Program/  
 
A report made to any other College employee who is not bound by confidentiality, however, must be shared 
with the central review team. College policy provides that any employee who receives a report of sexual 
harassment, misconduct or violence must share the report to a member of this team. 
 
A complaint against an employee may be resolved by any of the following methods:  
 
(1) A Title IX inquiry in response to a Complainant’s request to not pursue formal resolution through 

the College’s Sexual harassment, misconduct and intimate partner violence Policy or the criminal 
justice system; Cumberland County Victim Services, Cumberland County District Attorney, 
Pennsylvania Office of the Victim Advocate. 

(2) Voluntary Resolution (previously referred to as informal mediation);  

(3) Invoking the College’s Sexual Harassment and Misconduct Policy formal process but not the 
criminal justice system;  

(4) Invoking the criminal justice system but not the College’s Sexual Harassment and Misconduct formal 
process; or 

(5) Invoking both the College’s Sexual Harassment and Misconduct formal process and the criminal 
justice system.  
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B.  Review and Investigation:  

The Title IX Coordinator, Director of Human Resource Services and Affirmative Action Officer are the 
primary administrators at the College charged with ensuring that all reports of sexual harassment, misconduct 
or intimate partner violence against employees are investigated and resolved.  For allegations involving 
employees with joint faculty/staff status, these administrators would also coordinate with the Provost (or 
his/her designee). 
 
As outlined in this policy, an individual may report misconduct to any college employee, who will ensure that 
the information is shared with members of the central review team.  For complaints against employees, the 
members of this team include the Title IX Coordinator, the Director of Human Resource Services, the 
Affirmative Action Officer, and the Chief of Public Safety.  If the matter involves a student Complainant, the 
Dean of Students may also be involved.  The College is committed to ensuring that all reports are referred to 
this central team to ensure consistent application of the policy to all individuals and allow the College to 
respond promptly and equitably to eliminate the harassment, prevent its recurrence and eliminate its effects.  
Members of this central review team will oversee an investigation that is thorough, fair and impartial. 
 
The College’s responsibility to review all allegations of sexual harassment, misconduct or intimate partner 
violence is triggered by receipt of a report, or knowledge of an incident, and exists regardless of whether a 
complainant chooses to pursue a formal complaint.  The College’s responsibility to respond also exists 
independently of the criminal justice process, and the College may choose to proceed even where law 
enforcement has declined to prosecute the matter, where the criminal charges are still open, or where the 
charges against the Respondent have been resolved in a criminal court of law.  
 
The incident will be investigated in a manner that ensures fairness to all parties involved, and, will include 
measures necessary to provide for the safety of the individual and of the College community. See Interim 
Measures. 
 
In every report of sexual harassment, misconduct or intimate partner violence, the College will make an 
immediate assessment of any risk of harm to individuals or to the campus community and will take steps 
necessary to address those risks. The initial investigation will proceed to the point where a reasonable 
assessment of the safety of the individual and of the campus community can be made. Thereafter, the 
investigation may continue depending on a variety of factors, such as the request of the Complainant not to 
proceed and the risk posed to any individual or the campus community by not proceeding.  
 
Where the College has received a report of sexual harassment, misconduct or violence, but the Complainant 
requests that his/her identity remain confidential or that the College not pursue an investigation, the College 
must balance this request in the context of its responsibility to provide a safe and non-discriminatory 
environment for all College community members. The College will take all reasonable steps to investigate and 
respond to the complaint consistent with the request for confidentiality or request not to pursue an 
investigation, but its ability to do so may be limited by the request for confidentiality. Under these 
circumstances, the College will weigh the request for confidentiality against the following factors: the 
seriousness of the alleged harassment, the respective ages and positions of the Complainant and the 
Respondent, whether there have been other harassment complaints against the Respondent, and the 
Respondent’s right to receive notice of the complaint if it is maintained in personnel records. 
 
At all times, the College will seek to respect the request of the Complainant, and where it cannot do so, the 
College will consult with the Complainant and keep him/her informed about the chosen course of action.  
 
The College, through the Director of Human Resource Services, may designate an investigator of its 
choosing.  As described in the Privacy section, all College investigations will respect individual privacy 
concerns.  
 
The first step of an investigation will usually be a preliminary interview of the Complainant by the designated 
investigator.  The College will then seek to collect additional information relevant to the report. This may 
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include, but is not limited to, interviewing the Respondent and any other individuals who may have 
information relevant to the determination, and gathering any physical or medical evidence available. An 
investigation may also include consideration of prior allegations of, or findings of responsibility for, sexual 
harassment, misconduct or violence by the Respondent.  
 
An investigation will typically range from one to three weeks, although this time frame may be extended as 
necessary to achieve a thorough and reliable gathering of the relevant facts.  Information gathered during the 
review or investigation will be used to determine the appropriate course of action, provide for the safety of 
the individual and the College campus community, evaluate the responsibility of the Respondent and impose 
remedies as necessary to address the effects of the alleged conduct. 
 
C.  Process for Resolution 

The resolution of sexual harassment and sexual misconduct allegations takes three forms, which correlate to 
the type of process pursued. 
 

1.  Title IX Inquiry (or Formal Process Without the Participation of the Complainant) 

If a Complainant chooses not to participate in a full investigation and/or formal process, a Title IX inquiry 
and review will still move forward. The purpose of this inquiry is to review the report and seek to reach a 
resolution that will eliminate any harassment, prevent its recurrence, and address its effects. 
 
The College is dedicated to assisting individuals who are victims of sexual harassment, misconduct or intimate 
partner by helping them to recover and restore a sense of self and wholeness. Complainants are encouraged, 
but never pressured, to participate in the College’s investigation and formal process so that the facts of each 
report can be explored and responsible parties held accountable for their misconduct, if warranted. Where an 
allegation under this policy also appears to meet the criteria of a criminal offense, such as rape, sexual assault, 
stalking, or criminal harassment, Complainants are also encouraged to pursue criminal charges against an 
alleged offender. 
 
When a Complainant requests that the report not be investigated or resolved through the formal process 
under this policy, the College will make every reasonable effort to comply with that request. There may be 
exceptional circumstances, as identified above, when the College decides to proceed despite the request of a 
Complainant. The Complainant, however, will not be required to participate in the formal process. 
 
If the College is satisfied that the matter can be resolved without invoking the formal process, the College will 
inform the Complainant in writing of the outcome of the investigation and any action taken by the College. 
In cases where the Respondent has been notified of the complaint, the Respondent will also be notified in 
writing.  
 

2.  Voluntary Resolution  

Voluntary resolution will be utilized only when the College has determined this is a suitable option for 
resolving the concern, and both the Complainant and Respondent agree to use the process. Voluntary 
resolution is used where, based upon the conduct at issue, the likely outcome would not alter an employee’s 
status with the College. Amicable and respectful discussion must be honored by all parties throughout the 
process. 
 
Sexual assault allegations cannot be resolved using this process. All sexual assault allegations not resolved 
through a Title IX inquiry, as above, must be resolved through the formal process. 
 
Voluntary resolution may include restorative conferences with a college community member or conflict 
mediation. The College has trained mediators available who will handle matters brought to their attention 
promptly and with sensitivity and discretion. Our pool of mediators shall be comprised only of trained 
mediators, who are selected from the pool as follows: for students, one male and one female student, to be 
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identified by Student Senate and selected by the Dean of Students; for faculty, one male and one female, to be 
selected by the Provost and Dean of the College in consultation with the Faculty Personnel Committee; for 
administrators, one male and one female to be nominated by the College’s administrators and selected by the 
president; and, for support staff, one male and one female to be nominated by the College’s support staff and 
selected by the president.  A list of current mediators is provided in the Office of the Dean of Students, 
Office of the Provost and Dean of the College and Human Resources Services. 
 
The success of voluntary resolution requires that the meeting(s) include honest and candid dialogue, input 
from the parties involved, an acknowledgement and understanding of responsibility by the parties involved, 
and a resolution that is agreed upon by all participants. The resolution achieved in each incident will be based 
upon the specific incident under consideration. Mediators will work with the Director of Human Resource 
Services or the Affirmative Action Officer to ensure that all complaints are handled in a consistent manner.  
Mediators are required to submit to the Director of Human Resource Services a written report of the 
mediation, that includes specific details about the complaint and any resolution.  If the issues are not resolved, 
the report should include a statement of the facts that are under dispute, which will form the basis for the 
complaint in the formal process.   
 
Because the outcomes of voluntary resolution conversations are mutually developed and agreed upon by 
parties involved, an appeal of the process and its result is not permitted. If the parties are unable to agree on 
the outcomes of the voluntary resolution proceeding, any party may request that the matter be resolved 
through the formal process.  
 
If information is shared that clearly suggests that this policy’s definition of sexual assault has been violated, 
then the voluntary resolution process must end immediately and the formal process initiated.  
 
No statements made during the voluntary resolution process may be used during the formal process. 
 

3.  Formal Process 

Invoking the formal process requires the College to carry out a thorough investigation to determine the facts 
of the case and whether or not a violation of this policy has occurred. This is the proper course of action if 
either party is dissatisfied with the outcome of voluntary resolution, or if the formal process was invoked 
without pursuing voluntary or other informal resolutions. 
 
The Director of Human Resource Services (or his/her designee) will conduct the investigation. The 
individual conducting the investigation may consult with the College’s legal counsel.   
 
A Respondent is entitled to notice of the allegations and the opportunity to respond to the allegations. A 
determination as to whether or not a violation has occurred will be reached by the Director of Human 
Resource Services based on the preponderance of the evidence.  This means that the decision-maker will 
decide whether it is “more likely than not,” based upon the information assessed, that the Respondent is 
responsible for the alleged violation(s). 
 
D.  Resolution Outcomes and Sanctions 

Where a Respondent has been found responsible, the College will take appropriate actions which may include 
disciplinary and corrective actions designed to prevent future occurrences. Sanctions may be issued 
individually, or a combination of sanctions may be imposed. The determination of sanctions is based upon a 
number of factors, including: the harm suffered by the Complainant; any ongoing risk to either the 
Complainant or the community posed by Respondent; the impact of the violation on the community, its 
members, or its property; any previous conduct violations; and any mitigating or aggravating circumstances. 
 
In appropriate cases, the College may determine that the misconduct was motivated by bias, insofar as a 
Complainant was selected on the basis of his or her race, color, ethnicity, national origin, religion, sex, sexual 
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orientation, gender expression, age or disability. Where the College determines that the misconduct was 
motivated by bias, the College may elect to increase the sanction imposed as a result of this motivation.  
 
Disciplinary sanctions may range from probation to permanent separation from the College. They may also 
include any educational, remedial or corrective actions as warranted.  The determination of sanction is made 
by the Director of Human Resource Services. 
 
E.  Notice of Outcome and Sanction 

The College will communicate the outcome and any sanction(s) to the Complainant and Respondent. 
Generally, the outcome of the formal process  will be final and communicated to the parties within five (5) 
business days from the date of the final determination and will be provided in writing.  
 
F. Appeals Process  

The outcome or the sanction can be appealed by either party within five (5)  business days from the time of 
notification of the decision. The appeal may be based only on one or more of the following grounds: 
 

• Procedures set forth in the Sexual Harassment and Misconduct Policy were not followed; 

• The sanctions imposed were excessively harsh or excessively lenient for the violation; 

• New or relevant information, not available at the time of the determination, has arisen. 

Appeals must be in writing and submitted to the Director of Human Resource Services.  The appeal will be 
referred to the Provost, a College Vice President or a senior level of the administration for resolution.  The 
appeal will typically be completed within ten (10) days. 
 
The appeal shall consist of a plain, concise, and complete written statement expounding on the grounds for 
the appeal. The designated College official to whom the appeal was submitted shall determine whether 
grounds for appeal have been met. If so, the College official shall consider the merits of an appeal only on the 
basis of the information provided in the written request for appeal and the record of the original process. The 
College official may affirm the original findings, alter the findings, and/or alter the sanctions, depending on 
the basis of the requested appeal. If new and relevant information is presented and the College official deems 
this information so significant that the formal process needs to be reopened, the College official will ask the 
Director of Human Resource Services to consider the information and render a determination after 
considering the new facts. If the appeal is based on procedures not having been followed, and the College 
official deems that information to be clear and convincing, the College official can ask that a new review 
occur by an individual other than the initial investigator and/or decision-maker. 
 
The College official will communicate the result of the appeal to the Complainant and Respondent seven (7) 
business days from the date the appeal review concluded and will do so in writing. Appeal decisions are final. 
 
G. Employee Records and Confidentiality 

As specified in the Privacy and Confidentiality section, to the extent possible, the proceedings will be held 
confidential and the process will be designed to protect the rights and names of all parties.  
 
The College will keep appropriate records of complaints and mediation results. In order to protect the 
innocent and to assure any Complainant that there will be no recrimination or retaliation these records will be 
closed and kept by the division of Human Resource Services and the Title IX Coordinator. Access to these 
records will only be granted with the consent of the individual(s) involved, or as required by law in a legal 
proceeding. 
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The Director of Human Resource Services, Dean of Students, or Provost and Dean of the College should be 
alert to repetitive patterns of documented harassment over time. Should they detect a possible pattern of 
behavior, the matter will be brought to the attention of the Title IX Coordinator and the central review team 
and a course of action determined after such consultation. 
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XVIII. Faculty Complaint Process for Resolution of  
Complaints Against A Faculty Member  

A.  Overview of Options 

The College is committed to providing all members of the College community with a safe place to live, learn, 
and work. Consistent with this priority, the College will respond promptly and equitably to all allegations of 
sexual harassment, misconduct or intimate partner violence. Any individual may bring an allegation under the 
Sexual Harassment and Misconduct Policy which will trigger a review of the complaint as outlined in this 
section. 
 
The College’s response to sexual harassment, misconduct and intimate partner violence allegations is pursued 
in three stages: report, review or investigation, and resolution. At each of these stages, the College is 
committed to maintaining fairness for all parties and to balancing the needs and interests of the individuals 
involved with the safety of the community as a whole. 
 
For allegations of sexual harassment that do not involve sexual assault, the College encourages individuals to 
first try to resolve the allegation by addressing the problem directly with the individuals involved. In some 
cases, a clear communication that the conduct is unwelcome may end the behavior. If this initial step is 
unsuccessful, the fact that an individual has clearly indicated that the behavior is unwelcome will assist in the 
evaluation of the conduct by the College. There is no requirement, however, that any individual directly 
confront the alleged harasser, particularly if there are safety or other retaliation concerns involved.  An 
individual may choose to report the allegations directly to the College without taking any prior steps to 
resolve the allegations.  Any allegation of sexual harassment that involves a sexual assault should be resolved 
through the formal process described below. 
 
As noted above, an employee may always seek confidential resources and support by contacting the College’s 
Employee Assistance Program or other resources identified in the Resources section.  This program is 
available to both a Complainant and a Respondent: http://www.dickinson.edu/about/offices/human-
resource-services/content/Dickinson-s-Employee-Assistance-Program/ 
 
A report made to any other College employee who is not bound by confidentiality, however, must be shared 
with the central review team. College policy provides that any employee who receives a report of sexual 
harassment, misconduct or intimate partner violence must share the report with a member of this team. 
 
A complaint against a faculty member may be resolved by any of the following methods:  
 
(1) A Title IX inquiry in response to a Complainant’s request to not pursue formal resolution through 

the College’s Sexual Harassment and Misconduct Policy or the criminal justice system; Cumberland 
County Victim Services, Cumberland County District Attorney, Pennsylvania Office of the Victim 
Advocate. 

(2) Voluntary Resolution (previously referred to as informal mediation);  

(3) Invoking the College’s Sexual Harassment and Misconduct Policy formal process but not the 
criminal justice system;  

(4) Invoking the criminal justice system but not the College’s Sexual Harassment and Misconduct formal 
process; or 

(5) Invoking both the College’s Sexual Harassment and Misconduct formal process and the criminal 
justice system.  
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B.  Review and Investigation:  

The Title IX Coordinator and Provost are the primary administrators at the College charged with ensuring 
that all reports of sexual harassment, misconduct or intimate partner violence against faculty members are 
investigated and resolved.  
 
As outlined in this policy, an individual may report to any college employee, who will ensure that the 
information is shared with members of the central review team.  For complaints against a faculty member, 
this team includes the Title IX Coordinator, the Provost (or his/her designee), and the Chief of Public Safety.  
If the matter involves a student or staff member as a Complainant, the Dean of Students or Director of 
Human Resource Services may also be involved.  The College is committed to ensuring that all reports are 
referred to a central review team to ensure consistent application of the policy to all individuals and allow the 
College to respond promptly and equitably to eliminate the harassment, prevent its recurrence and eliminate 
its effects. Members of this central review team will oversee an investigation that is thorough, fair and 
impartial. 
 
The College’s responsibility to review all allegations of sexual harassment, misconduct or intimate partner 
violence is triggered by receipt of a report, or knowledge of an incident, and exists regardless of whether a 
complainant chooses to pursue a formal complaint.  The College’s responsibility to respond also exists 
independently of the criminal justice process, and the College may choose to proceed even where law 
enforcement has declined to prosecute the matter, where the criminal charges are still open, or where the 
charges against the Respondent have been resolved in a criminal court of law.   
 
The incident will be investigated in a manner that ensures fairness to all parties involved, and, will include 
measures necessary to provide for the safety of the individual and of the College community. See Interim 
Measures. 
 
In every report of sexual harassment, misconduct or intimate partner violence, the College will make an 
immediate assessment of any risk of harm to individuals or to the campus community and will take steps 
necessary to address those risks. The initial investigation will proceed to the point where a reasonable 
assessment of the safety of the individual and of the campus community can be made. Thereafter, the 
investigation may continue depending on a variety of factors, such as the request of the Complainant not to 
proceed and the risk posed to any individual or the campus community by not proceeding.  
 
Where the College has received a report of sexual harassment, misconduct or intimate partner violence, but 
the Complainant requests that his/her identity remain confidential or that the College not pursue an 
investigation, the College must balance this request in the context of its responsibility to provide a safe and 
non-discriminatory environment for all College community members. The College will take all reasonable 
steps to investigate and respond to the complaint consistent with the request for confidentiality or request not 
to pursue an investigation, but its ability to do so may be limited by the request for confidentiality. Under 
these circumstances, the College will weigh the request for confidentiality against the following factors: the 
seriousness of the alleged harassment, the respective ages and positions of the Complainant and the 
Respondent, whether there have been other harassment complaints against the Respondent, and the 
Respondent’s right to receive information if such information is maintained in personnel records. 
 
At all times, the College will seek to respect the request of the Complainant, and where it cannot do so, the 
College will consult with the Complainant and keep him/her informed about the chosen course of action.  
 
The College, through the Provost, may designate an investigator of its choosing. As described in the Privacy 
section, all College investigations will respect individual privacy concerns.  
 
For complaints against a faculty member, the first step of an investigation will usually be a preliminary 
interview of the Complainant by the designated investigator. The College will then seek to collect additional 
information relevant to the report. This may include, but is not limited to, interviewing the Respondent and 
any other individuals who may have information relevant to the determination, and gathering any physical or 
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medical evidence available. An investigation may also include consideration of prior allegations of, or findings 
of responsibility for, sexual harassment, misconduct or violence by the Respondent.  
 
An investigation will typically range from one to three weeks, although this time frame may be extended as 
necessary to achieve thorough and reliable gathering of the relevant facts.  Information gathered during the 
review or investigation will be used to evaluate the responsibility of the Respondent, provide for the safety of 
the individual and the College campus community, and impose remedies as necessary to address the effects of 
the alleged conduct. 
 
C.  Process for Resolution 

The resolution of allegations under this policy can take three forms: 
 

1.  Title IX Inquiry (or Formal Process Without the Participation of the Complainant) 

If a Complainant chooses not to participate in a full investigation and/or formal process, a Title IX inquiry 
and review will still move forward. The purpose of this inquiry is to review the report and seek to reach a 
resolution that will eliminate any harassment, prevent its recurrence, and address its effects. 
 
The College is dedicated to assisting individuals who are victims and survivors of sexual harassment, 
misconduct or intimate violence by helping them to recover and restore a sense of self and wholeness. 
Complainants are encouraged, but never pressured, to participate in the College’s investigation and formal 
process so that the facts of each report can be explored and responsible parties held accountable for their 
misconduct, if warranted. Where an allegation of sexual misconduct also appears to meet the criteria of a 
criminal offense, such as rape, sexual assault, stalking or criminal harassment.  Complainants are also 
encouraged to pursue criminal charges against an alleged offender. 
 
When a Complainant requests that the report not be investigated or put through the formal process under 
this policy, the College will make every reasonable effort to comply with that request. There may be 
exceptional circumstances, as identified above, when the College decides to proceed despite the request of a 
Complainant. The Complainant, however, will not be required to participate in the formal process. 
 
If the College is satisfied that the matter can be resolved without invoking the formal process, the College will 
inform the Complainant in writing of the outcome of the investigation and any action taken by the College. 
In cases where the Respondent has been notified of the complaint, the Respondent will also be notified in 
writing.  
 

2.  Voluntary Resolution  

Voluntary resolution will be utilized only when the College has determined this is a suitable option for 
resolving the concern, and both the Complainant and Respondent agree to use the process. Voluntary 
resolution is used where, based upon the conduct at issue, the likely outcome would not alter an employee’s 
status with the College. Amicable and respectful discussion must be honored by all parties throughout the 
process. 
 
Sexual assault allegations cannot be resolved using this process. All sexual assault allegations not resolved 
through a Title IX inquiry, as above, must be resolved through the formal process. 
 
Voluntary resolution may include restorative conferences with a college community member or conflict 
mediation. The College has trained mediators available who will handle matters brought to their attention 
promptly and with sensitivity and discretion. Our pool of mediators is comprised as follows: for students, one 
male and one female student, to be identified by Student Senate and selected by the Dean of Students; for 
faculty, one male and one female, to be selected by the Provost and Dean of the College in consultation with 
the Faculty Personnel Committee; for administrators, one male and one female to be nominated by the 
College’s administrators and selected by the president; and, for support staff, one male and one female to be 
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nominated by the College’s support staff and selected by the president.  A list of current mediators is 
provided in the Office of the Dean of Students, Office of the Provost and Dean of the College and Human 
Resources Services. 
 
The success of voluntary resolution requires that the meeting(s) include honest and candid dialogue, input 
from the parties involved, an acknowledgement and understanding of responsibility by the parties involved, 
and a resolution that is agreed upon by all participants. The resolution achieved in each incident will be based 
upon the specific incident under consideration. Mediators will work with the Provost to ensure that all 
complaints are handled in a consistent manner.  Mediators are required to submit to the Provost a written 
report of the mediation, that includes specific details about the complaint and any resolution.  If the issues are 
not resolved, the report should include a statement of the facts that are under dispute, which will form the 
basis for the complaint in the formal process.   
 
Because the outcomes of voluntary resolution conversations are mutually developed and agreed upon by 
parties involved, an appeal of the process and its result is not permitted. If the parties are unable to agree on 
the outcomes of the voluntary resolution proceeding, any party may request that the matter be resolved 
through the formal process.  
 
If information is shared that clearly suggests that this policy’s definition of sexual assault has been violated, 
then the voluntary resolution process must end immediately and the formal process initiated.  
 
No statements made during the voluntary resolution process may be used during the formal process. 
 

3.  Formal Process 

Invoking the formal process requires the College to carry out a thorough investigation to determine the facts 
of the case and whether or not a violation of this policy has occurred. This is the proper course of action if 
either party is dissatisfied with the outcome of voluntary resolution, or if the formal process was invoked 
without pursuing voluntary or other informal resolutions. 
 
The Provost (or his/her designee) will conduct the investigation. The individual conducting the investigation 
may consult with the College’s legal counsel.  For complaints against faculty that involve conduct or 
educational content within the classroom, issues of academic freedom will be fully considered and explored. 
 
A Respondent is entitled to notice of the allegations and the opportunity to respond to the allegations. A 
determination as to whether or not a violation has occurred will be reached by the Provost based upon the 
preponderance of the evidence. This means that the decision-maker will decide whether it is “more likely than 
not,” based upon the information assessed, that the Respondent is responsible for the alleged violation(s). 
 
D.  Resolution Outcomes and Sanctions 

Where a Respondent has been found responsible, the College will take appropriate actions which may include 
disciplinary and corrective actions designed to prevent future occurrences. Sanctions may be issued 
individually, or a combination of sanctions may be imposed. The determination of sanctions is based upon a 
number of factors, including: the harm suffered by the Complainant; any ongoing risk to either the 
Complainant or the community posed by Respondent; the impact of the violation on the community, its 
members, or its property; any previous conduct violations; and any mitigating or aggravating circumstances. 
 
In appropriate cases, the College may determine that the misconduct was motivated by bias, insofar as a 
Complainant was selected on the basis of his or her race, color, ethnicity, national origin, religion, sex, sexual 
orientation, gender expression, age or disability. Where the College determines that the misconduct was 
motivated by bias, the College may elect to increase the sanction imposed as a result of this motivation.  
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Disciplinary sanctions may range from probation to permanent separation from the College. They may also 
include any educational, remedial or corrective actions as warranted.  The determination of sanction is made 
by the Provost (or his/her designee).   
 
The College may seek to impose a minor sanction, such as a reprimand, or a severe sanction, such as 
dismissal.  Dismissal of a faculty member must be based upon adequate cause that is related, directly and 
substantially, to the fitness of the faculty member in his or her professional capacity as a teacher or researcher.  
Violation of the College’s Sexual Harassment and Misconduct Policy, as determined through the Faculty 
Complaint Process, may constitute adequate cause for dismissal.  Where the Provost (or his/her designee) 
makes a finding of responsibility and recommends a severe sanction or dismissal, additional procedures as set 
forth in the Dismissal Procedures for Adequate Cause (Chapter 4 of the Academic Handbook) will be followed.  
 
For purposes of those severe sanction or dismissal procedures, the finding of responsibility will not be 
revisited.  Rather, the focus of the determination for faculty dismissal is whether the conduct, as found by the 
Provost, relates to fitness or provides adequate cause for dismissal as outlined in the Academic Handbook.    
 
E.  Notice of Outcome and Sanction 

The College will communicate the outcome and any sanction(s) to the Complainant and Respondent. 
Generally, the outcome of the formal process or the dismissal procedures will be final and communicated to 
the parties within five (5) business days from the date the final determination and will be provided in writing.  
 
F. Appeals Process  

Neither the Complainant nor the Respondent may appeal the determination of responsibility.  As discussed in 
the Dismissal Procedures for Adequate Cause (Chapter 4 of the Academic Handbook), however, an Appeals 
Committee may determine whether or not adequate for dismissal has been established.  The determination of 
the Appeals Committee may be appealed to the Board of Trustees via the President as set forth in the process 
outlined in the Dismissal Procedures.  In addition, when the College imposes a minor or major sanction, the 
Respondent may petition the Faculty Personnel Committee for such action as may be called for.   
 
G. Employee Records and Confidentiality 

As specified in the Privacy and Confidentiality section, to the extent possible, the proceedings will be held 
confidential and the process will be designed to protect the rights and names of all parties.  
 
The College will keep appropriate records of complaints and mediation results. In order to protect the 
innocent and to assure any Complainant that there will be no recrimination or retaliation these records will be 
closed and kept by the Title IX Coordinator. Access to these records will only be granted with the consent of 
the individual(s) involved, or as required by law in a legal proceeding. 
 
The Director of Human Resource Services, Dean of Students, or Provost and Dean of the College should be 
alert to repetitive patterns of documented harassment over time. Should they detect a possible pattern of 
behavior, the matter will be brought to the attention of the Title IX Coordinator and the central review team 
and a course of action determined after such consultation. 
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XIX. Appendix: Roles of Individuals and Definitions of Terms Used  

A.  Definitions 

Advisor: A member of the community each party has selected to help prepare for the hearing who may 
accompany the party that he or she is assisting to the hearing. An advisor must be a current student, faculty 
member, or staff member of the College. This person must not have a law degree, cannot be a 
parent/guardian of any student involved, and cannot speak on behalf of the Respondent or Complainant 
during the hearing. The Dean of Students Office keeps a list of trained advisors who can serve for any party. 
If the selected advisor is not trained, he/she must meet with the Dean of Students or his/her designee for 
training prior to the hearing. 
 
Character Witness: An individual(s) attesting to the character of either the Complainant or Respondent. 
Character witnesses provide information in written form for use by a hearing panel in the sanctioning phase 
of a hearing, if there is a sanctioning phase. A character statement must be requested by the party it is written 
to support.  
 
Complainant: An individual who invokes the College’s investigation and resolution process to determine if 
the sexual misconduct policy has been violated and identifies him or herself as a victim of the alleged 
misconduct. In some circumstances, the College may assume the role of Complainant. 
 
Employee: An individual who provides services or labor for the College for wages or other remuneration. 
This includes faculty, administrative, professional, and other staff. For the purposes of this policy, employee 
status begins when an employee has accepted an offer of employment at the College and ends when the 
employee has been terminated or otherwise separated permanently, whether voluntarily or involuntarily, from 
the College. 
 
Impact Statement: A statement written by a Complainant in a panel hearing that outlines how s/he has been 
affected by the events in question. The panel reviews impact statements only after an affirmative decision has 
been made by a hearing panel regarding responsibility for the violation(s) in question. Impact statements can 
be used to assist the hearing panel in determining the most appropriate sanctions under the circumstances. 
 
Offender: Any student who has harmed another student through an act or acts of sexual misconduct. 
Students are not referred to as offenders prior to a determination of responsibility being made by the College 
under the Sexual Harassment and Misconduct Policy. 
 
Parties: A term referring collectively to the Complainant and Respondent. 
 
Reporter of Sexual Misconduct: An individual who notifies the College that a violation of the Sexual 
Harassment and Misconduct Policy may have occurred. 
 
Respondent: Any individual(s) or organization(s) alleged to have violated the Sexual Harassment and 
Misconduct policy and against whom a complaint has been brought to the attention of the College. 
 
Respondent Statement: A statement written by the Respondent to be read by the hearing panel if a decision 
is made that the Respondent is responsible for violations of the Sexual Harassment and Misconduct Policy. 
The panel reviews the Respondent statement only after an affirmative decision has been made by a hearing 
panel regarding responsibility for the violation(s) in question. Respondent statements can be used to assist the 
hearing panel in determining the most appropriate sanctions under the circumstances. 
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Student: Any student enrolled at the College at the time of the alleged sexual misconduct. For the purposes 
of this policy, student status begins when a student has accepted an offer for admission to the College and 
ends when the student has graduated, withdrawn, been expelled, or otherwise separated permanently from the 
College. 
 
Survivor:  Any individual who has been harmed by an act or acts of sexual misconduct. 
 
Title IX: Title IX refers to the Educational Amendments of 1972 (Title IX), 20 U.S.C. §§1681 et seq., and its 
implementing regulations, 32 C.F.R. Part 106, which prohibit discrimination on the basis of sex in education 
programs or activities operated by recipients of federal financial assistance. The College is required to comply 
with Title IX. Sexual harassment of students, which includes acts of sexual misconduct described in this 
policy, is a form of sex discrimination prohibited by Title IX. 
 
Title IX Coordinator: A senior administrator at the College appointed by the President to oversee the 
College’s compliance with Title IX. The Title IX Coordinator can be contacted by any member of the 
Dickinson community with questions. The Title IX Coordinator is the Vice President for Student 
Development. The office is currently held by Joyce Bylander. She can be contacted with questions regarding 
this policy or Title IX via e-mail at bylander@dickinson.edu or by phone at 717-245-1639.  
 
Victim: Any individual who has been harmed by an act or acts of sexual misconduct.  
 
Violence Prevention Coordinator:  A position funded by a grant from the United States Department of 
Justice’s Office of Violence Against Women.  This position focuses on staff and faculty training, mandatory 
violence-prevention education for students, and victim support and advocacy.   
 
Witness: Any individual who has seen, heard, or otherwise knows or has information about a violation or 
attempted violation of the Sexual Harassment and Misconduct Policy. 
 
 
 


