Senate Working Group
To Review the
Harassment/Discrimination Complaint Policy and Procedure

Notice of Motion
March24, 2011

Background

Following Keith Norton’s report Review of the Harassment/Discrimination Complaint Policy and
Procedure of QuéenUniversity at Kingston, Ontario to Senate in November 2007, the Senate
appointed a Working Group to review his recommendations and to make changes to the existing
policy and procedure. The Working Group has revised the document in an efigutdoe

upon the Policy and Procedureis clarity, scope, applicability, fairness, and due process.

Analysis and Discussion

The Working Group considered current legislation and case law in addition to the
recommendations prepared by Mr. Keith Norton, which can be found at
http://www.queensu.ca/secretariat/senate/Jan24 _08/Norton.pdf

An earlier draft of the revised policy was circulated for comment to those individuals/units who
intera



6. A respondent will be referred to the Coordinator, Dispute Resolution Mechanisms or a
delegate to eliminate the perception of conflicts of interest when respondents are referred
directly to an Adviser by a Human Rights Office staff member.

The Working Group thanks the Senate Educational Equity Committés fdecember 2010
Report both in response to the University Student Appeal Board decision referred to it by the
Senate, and for its comments regarding the Human Rights Policy and Progedearally

Recommendation:

It has beerthe Working Group ®bjective in preparing thHuman Rights Policy and Procedur
Harassment, Discrimination, and Accommodation to express the necessity of providing
safeguards for members of the University community against harassment and discrifrandtion
to create a procedure that providessistency and fairness in dealing with complaints whether
made by students, staff, or faculty. Accordingly, the Working Group submits this Notice of
Motion with the recommeradion

1. That at its meeting on April 28, 2011, the Senate approve the Human Rights
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POLICY STATEMENT

Queen's University believesin the necessity of providing safeguards for its
members against harassment and discrimination. Every community member has
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PROCEDURE

Application

General application of the Policy and Procedure

Any member of the University community may seek advice at any time (see s.21) or make a
complaint of harassment or discrimination under this Policy against another member of the
University community (see s.23).

Those who are considered members of the University community include: unionized or non-
unionized full-time, part-time, temporary, casual and contract staff, grant-paid employees as
well as those who work to gain experience or for benefits, such as volunteers, co-op students,
interns and apprentices; faculty members, including adjunct professors, visiting scholars and
post-doctoral fellows; full-time and part-time students, exchange students and students
attending Queen’s School of English.

Students, staff and faculty members also include former students, staff and faculty members
who raise allegations of harassment/discrimination which occurred while they were still
members of the University community if the incident(s) occurred within the time limit set out in
this document (see s.23).

Application of the Policy and Procedure for Non-University community
members

Non-University community members include, but are not limited to, volunteers, visitors to the
University, contractors, their employees and agents, vendors of goods and services and their
employees and agents, and others similarly connected to the University. It also includes
individuals who are applying for employment, or registration into a program or applying to live
in Queen’s residences or housing.

Non-University community members may have concerns about harassment/discrimination at



4.

a Human Rights Advisor or an appropriate University agent. Such allegations, if substantiated,
may result in suspension of University privileges, such as access to the campus or other
appropriate actions.

Non-University employment, placement, internships, instructional field

courses and practica

The University has no control over organizations, companies, agencies or institutions that
employ students, or those who supervise students doing placements, internships, instructional
field courses or practica outside of the University. Thus, Queen’s Procedures cannot be used to
address student complaints of harassment/discrimination in these non-University venues.

In situations where our members are involved in placements, etc. outside of the University, the
University needs to respond to ensure that individuals are given opportunities to work in
harassment and discrimination- free environments. Individuals may utilize this Procedure in
cases where they feel the University has not met this obligation.

Many such organizations will have their own Procedures to deal with harassment/discrimination
and students are encouraged to access these Procedures; or alternately, the legal services of the
Ontario Human Rights Tribunal. The Queen’s Human Rights Office’s advisors are available to
individuals who wish to discuss the incidents and examine their options. Although the
procedures cannot be used in a non-University venue, in these cases, assistance, liaison, and
referral services will be provided.

Queen’s University expects external organizations to provide students with a harassment and
discrimination free environment. Thus, whether students have access to complaint Procedures
or not, they are strongly encouraged to report such incidents to their coordinator, faculty
advisor, supervisor, department head or a Human Rights Advisor as appropriate.

University campuses/sites outside of Kingston

This Policy applies to Queen’s campuses outside of Kingston, such as the International Study Centre, and
Queen’s sites outside of Kingston such as the Queen’s University Biological Station, etc. Administrators
of such campuses have a responsibility to ensure that the policies are applied and that an appropriate
Procedure is in place to inform individuals of their responsibilities and to allow them to access their
rights as outlined in this Policy.

Definitions
For additional information refer to Appendix A.

5. Prohibited Grounds



grounds This Policy prohibits discrimination or harassment on the basis of the following grounds, and
any combination of these grounds:

a) Age; Creed (religion); Sex (including pregnancy and breastfeeding); Gender Identity;
Family status (such as being in a parent-child relationship); Marital status (including the
following status whether in a same sex or opposite sex relationship: being married,
single, widowed, divorced, separated, or living in a conjugal relationship outside of
marriage); Disability (including mental, physical, developmental or learning disabilities);
Race; Ancestry; Place of origin; Ethnic origin; Citizenship; Colour; Record of offences
(criminal conviction for a provincial offence, or for an offence for which a pardon has
been granted).



It should be noted that personal/workplace harassment which is not based on one of the prohibited
grounds enumerated above is not covered under this Policy and Procedure.

8. Poisoned environment
A poisoned environment is created by comments or conduct, which create a discriminatory work, study
or living environment such that it can be said that accepting such comment or conduct has become a

term or



Guidelines and processes outlined by the department of Human Resources and student
Disability Services should be accessed



14. Involvement of external agencies
Notwithstanding the provisions of this Policy, every person has the right to seek assistance from other
bodies, such as his or her union and/or the police. An individual may also make a claim in the courts or
file a complaint with and seek a remedy from the Ontario Human Rights Tribunal. Should a claim based
on a human rights violation be filed in the courts or with the Ontario Human Rights Tribunal, any formal
complaint process under this Policy relating to the same complaint will cease until the external case is
brought to a conclusion or discontinued.

15. Reprisals
Any reprisal, or expressed or implied threat of reprisal, for making and pursuing a complaint under this
Procedure, is itself considered a breach of this Policy and may result in increased sanctions or a new
complaint. Reprisal is defined as an action taken by the respondent or others related to the complaint
that has an adverse impact on the complainant.

16. Residences
When a concern involving a breach of the Policy is made in a residence setting, those in authority are
responsible for advising the complainant of her or his entitlements under this Procedure and for
ensuring a liaison between the Human Rights Office and the Residence system in the resolution of such
acase. See Section 27 and Appendix B: Addressing Human Rights Issues in Residences.

17. Emergency action



b) The Coordinator of Dispute Resolution Mechanisms (located at the University Secretariat) or a
designate will be responsible for advising respondents concerning their rights and
responsibilities under the Policy and Procedure, for assisting respondents in understanding the
complaint, and supporting respondents through this process when requested to do so by a
respondent.

c) Consultations with Human Rights Advisors and the Coordinator of Dispute Resolution
Mechanisms are considered confidential. Advisors will not act on information provided to them
without express consent except where there is concern that the interests or safety of the
individual, other members of the Queen’s community, or members of the public may be
endangered.

Informal Consultation with the Human Rights Office
A person who believes that s/he has been the target of harassment and/or discrimination may contact a
Human Rights Advisor.

19. Information

The Advisor shall provide information about the University’s Policy and Procedure to all individuals
seeking advice and will ensure they have a copy of the Policy and Procedure and






24. Multiple complaints

If several complaints are received regarding the same individual or unit, and the complaints refer to the
same incident or series of incidents, these will be processed together and each complainant will have
the opportunity to make individual submissions.

25. Early Disposition

Before proceeding to resolution of a complaint, the Advisor will assess whether the complaint is within
the time limits for making a complaint and would be considered a prima facie issue of harassment or
discrimination. Should the Advisor make a determination that the complaint appears to be outside the
jurisdiction of this procedure, the Advisor will advise the complainant of his/her entitlements under
Section 36 to seek a ruling from the Chair of the Senate Harassment/Discrimination Complaint Board.

26. Informal Resolution

With the consent of the complainant, an Advisor may attempt to take appropriate steps to resolve the
complaint, keeping in mind the principles of procedural fairness at all times.

27. Fact Finding

In certain instances, for example where matters intersect with a disciplinary process such as that of the
Residences system, an Advisor may determine that it is necessary to involve an appropriate
administrator/supervisor in a fact-finding process. The purpose of such fact-finding is to assist in the
direction or resolution of informal discrimination and/or harassment complaints. The results of such
fact-finding process may assist the University, or an appropriate administrator, in exercising
responsibility in responding to the complaint, including the possibility of affecting a resolution.

The respondent to the complaint will be informed that a complaint has been made including the
substance of the complaint. Both the complainant and the respondent will be provided the opportunity
to present their views to the fact-finder and to respond to information from the other party.

The fact-finding process should occur in a manner that is consistent with the principles of procedural
fairness and that is as transparent as possible having regard to all of the circumstances. Parties to the
complaint may be accompanied to meetings with the fact-finder by a representative of their choosing.

28. Contacting the respondent

a) When a written complaint has been filed with an Advisor as per Section 23, the respondent will
be contacted by phone or email within 5 working days if possible and informed that a complaint
has been filed and of the substance of the complaint. The Advisor, or appropriate
supervisor/administrator who has been contacted as per Section 27, shall also inform the
respondent of the availability of assistance from the Coordinator of Dispute Resolution
Mechanisms or a designate

11



b) If a respondent does not respond to the information sent by phone or email, the Advisor, or
appropriate supervisor/administrator, will, if possible, send the information to the respondent
in a form that provides proof of receipt. This notification will indicate that a respondent’s
decision not to respond will not stop the process and may lead to the initiation of a formal

process.

29. Advice to members of bargaining units

a) If an Advisor receives a complaint that involves a member of a bargaining unit either as a
complainant or a respondent, the Advisor shall inform the complainant or the respondent that
s/he should cl

12



31. Therole of the Advisor as ADR facilitator

a)

b)

If both the complainant and the respondent consent, the Advisor may assist the parties in
resolving the complaint through an Alternative Dispute Resolution process.

In consultation with the complainant, and with the consent of the respondent, the Advisor may
speak to the respondent on behalf of the complainant; may conduct shuttle mediation, may
facilitate a meeting between the parties or their representative; may propose another course of
action deemed appropriate to the circumstances.

If a resolution is achieved, the Advisor will record it. The parties will sign the resolution, which
will remain on file until an agreed upon time. After the agreed upon time, all written
documentation will be destroyed and only an anonymous account of the complaint will remain
on file for statistical purposes.

If a resolution is not achieved, all records and notes relating to what took place during the
meetings associated with the process shall be destroyed, and no person shall introduce such
documents during any subsequent proceedings at the University which would disclose what
took place during meetings aimed at resolving the issue informally.

32. External dispute resolution

a)

If it is deemed by the Advisor that the issue cannot be resolved through an internal ADR process,
the Advisor may suggest the use of an external facilitator or mediator. The Advisor will contact
the other party and s/he will indicate within 5 working days whether s/he is willing to consider
ADR. If the matter proceeds to an external process, the Advisor will help the parties identify a
mutually acceptable ADR facilitator or mediator. The facilitator or mediator must be identified
within 10 days and s/he shall then contact the parties within 5 working days of her/his
appointment unless a different time has been agreed to by all parties. Both parties must agree
to the choice of the facilitator or mediator or who may be any other member of the community
upon whom the parties can agree, and who agrees to serve.

The external facilitator or mediator will set the process to be used with the parties. Within four
weeks from the date of the agreement on a particular facilitator, the process will be concluded.
If a resolution is achieved, the agreed upon resolution shall be signed by the complainant, the
respondent and the facilitator or mediator and shall be presented to each of the parties, their
Advisors and senior administrators as appropriate (in the event that such a senior administrator
has been informed respecting the issue by virtue of Section 27 otherwise). The Advisor copy will
be kept on file for as long as the parties are at Queen’s, or 2 years (whichever is the longest.) At
the end of that period, if there has been no breach of the agreement, the agreed upon
resolution and all written records associated with the case shall be destroyed and the Advisor(s)

13



c)

If a resolution is not achieved, all records and notes relating to the facilitation or mediation shall
be destroyed and no person shall give evidence or introduce documents during subsequent

14



35. Initiating a formal complaint

If a complainant wishes to make a formal complaint, it shall be initiated by filing with the University
Secretariat, written details of the alleged harassment including dates, times, places, names of individuals
involved as well as an indication of any specific remedy being sought. Where necessary, the Advisor
shall assist the complainant in the preparation of this document and, in particular, shall ensure that the
complainant has identified the appropriate respondent or respondents. In the case of complaints
against the University, the respondent will be the Principal as representative of the University, while in
complaints against one of the University’s operating units or any group or society, it will be the Dean,
Head, Director, Chair or President as the case may be, as representative of the operating unit, group or
society. The University Secretariat will ensure that the complainant has a copy of this Procedure and
will respond to requests for information about the process including the possibility of ADR.
Complainants should also, simultaneously, seek advice from their professional associations or certified
unions.

36. Establishing jurisdiction
a) Ifacomplaintis not considered to involve harassment or discrimination covered by this

15



d)

these facts. It will be accompanied by all relevant documentation in the possession of the
complainant.

Such a request must be made within 10 working days of the receipt of the written complaint by
the Advisor, unless the complainant wishes to consider alternative dispute resolution.

Upon receipt of a written request for a hearing, the Secretary of the University will send copies
of the request and the complaint to the Chair of the Board, and to the respondent(s). The
Secretary of the University will advise the respondent of sections d) and e) below.

The respondent will have 10 working days from receipt of the complainant’s
statement/documentation within which to submit to the Chair of the Board a written statement
of response. This statement should set forth all the facts relied upon and identify all persons
who in the knowledge of the respondent may support or verify these facts. The response should
be accompanied by copies of all relevant documentation in the possession or control of the
respondent.

On receipt of the response and any accompanying documentation, the Chair of the Board will
immediately send copies to the complainant.

If the respondent fails to file a statement of response as required in section d) above, the Board
may proceed with the hearing of the complaint without further notice.

38. Make-up of Complaint Board

a)

The Principal will nominate a Chair and Vice-Chair of the Harassment/Discrimination Complaint
Board and Senate will ratify these nominations. The appointed Chair (who shall usually be a
member of the Faculty of Law) and the Vice-Chair (who shall not usually be from the same
Faculty as the Chair) will have experience sufficient to advise the Harassment and Discrimination
Complaint Board on matters of human rights law and Procedure. The term of office for the
Chair and Vice-Chair will ordinarily be three years. The appointments may be renewed.

Appointees to the Harassment and Discrimination Board will be selected from the elected
members of the

16






41.
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44. Additional parties

If at any time after the initiation of a hearing under section 35 it becomes apparent to the Chair or a
Board, after it has been struck, that there are interests of the University at issue in the dispute which
might not be addressed by the parties, the Chair or a Board, if it has been struck, shall notify the
Principal with a request that the University instruct either its lawyers or in-house counsel to represent
those interests in the process. In such a case, the University is entitled to all the protection afforded by
these rules to parties and all other rules will be modified accordingly.

45. Disposition of complaint by the Board

a)

d)

After hearing the parties, the Board shall, normally within 5 working days, decide whether there
has been harassment and/or discrimination and shall inform the parties, the Advisor(s), the
person(s) given notice under sections 27 and 30 and, where appropriate, the Principal in writing.

Normally within a further 5 working days, the Board will produce a written statement of its
findings including the reasons therefore and supply a copy of the statement to the parties and
the Principal.

Where the Board has found the respondent responsible for any harassment and/or
discrimination as defined under this Procedure, it will reconvene within 10 working days, or as
soon thereafter as is possible to enable the complainant, the respondent, their respective
Advisors, as well as counsel to the University to make oral or written submissions as to remedial
action or sanction if they so wish. In the case where a breach of a facilitated/negotiated
settlement has occurred, the Board may take this into consideration when deciding appropriate
remedial action or sanction.

19



e) TheBoard hasno a

20



48. Service of documents
For the purposes of this Procedure, a document is deemed to have been received when it has been
delivered personally to the person concerned or within five working days of it being mailed to the
residential address of that person as designated in the University’s records. In the case of any person
with two or more such addresses, any such document will be sent to each address. Documents sent will

21
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Undue hardship
When accommodating the needs of an individual or a protected group would alter the essential nature

of the enterprise, substantially affect the economic viability of the enterprise, or produce a substantial
health and safety risk that outweighs the benefit of accommodating that group or individual. The
employer, service provider, or provider of living accommodation has the burden of proving that
accommodating an individual would cause undue hardship for the enterprise.

Alternative Dispute Resolution (ADR)
Processes used in place of or as a supplement to litigation (such as mediation, negotiation, arbitration

and conciliation) in order to facilitate discussion and settle disputes. (Promoting Equality: A new vision,
Report of the Canadian Human Rights Act Review Panel, LaForest, 2000)

Complainant
A person, group or institution who brings a claim forward against another.

Discrimination
See definitions section.

Constructive discrimination
Occurs when a seemingly neutral requirement has an adverse impact on a group protected under

human rights laws. For instance, a rule requiring all employees to be available to work seven days a
week will disallow those employees whose religious belief requires that they abstain from work on
particular holy days.

Direct discrimination
Practices or attitudes that expressly discriminate against members of a group. Refers to an act of

discrimination which is overt, that is, practices, policies or attitudes that expressly discriminate against
members of a group. A refusal to provide service to someone based upon his or her membership in one
of the protected groups would be direct discrimination.

Systemic discrimination
Refers to barriers in employment, service provision and the provision of living accommodation, that

result from intentional or unintentional discriminatory practices, policies, attitudes and values. These
can include any of the following: direct discrimination, harassment or constructive discrimination. For
example, height and weight requirements for specific jobs in police and fire departments discriminated
against women and certain racialized groups whose norms for height and weight are less than those of
the dominant male groups on which the requirements are based.

Disability
The sense of the term “disability” in the context of human rights legislation encompasses both perceived
limitations and actual, i.e. functional, ones. (2000 S.C.C.)

Conduct that is based on actual or perceived possibility that an individual may develop a disability in the
future constitutes discrimination on the basis of disability. (2000 S.C.C.)
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or their agents (including people performing a contracted service) and that is known or reasonably
ought to be known to be unwelcome or objectionable, and likely to cause offense or humiliation. When
related to one of the protected grounds in the Policy it is considered discrimination.

When not related to a protected ground under the Policy, it may be known as “personal,” “workplace,”
“psychological” or “non-code” harassment. Forms of harassment include: name-calling, jokes or slurs,
graffiti, insults, threats, discourteous treatment, and written or physical abuse. While not covered by
the Queen’s Harassment/Discrimination Policy and Procedure, personal harassment may be covered
under documents such as Ontario’s Occupational Health and Safety legislation, various collective
agreements, and the Queen’s staff Prevention and Resolution of Harassment in the Workplace Policy.

Sexual Harassment
Occurs when a person receives unwelcome sexual attention from another person, whose comments or

conduct are known or should reasonably be known to be offensive, inappropriate, intimidating, hostile,
or unwelcome. Sexual harassment includes situations where a person in a position of authority (a
supervisor or teacher, for example) shows unwelcome sexual attention to an employee or student, and
where reprisals occurs or is threatened if the sexual attention is rejected. It also includes situations
where a hostile or poisoned work environment exists, in which offensive sexual attention or behaviour
prevails in the work, study or living space, creating a negative psychological and emotional work
environment for those to whom the offensive behaviour is directed — or those around them.

Thus, sexual harassment can be both physical and psychological; and in order to constitute sexual
harassment it is not necessary that a respondent had made sexual overtures to a complainant in the
form of a quid pro quo exchange - sexual harassment can consist of both sexual coercion and sexual
annoyance. Sexual harassment has been widely accepted as an abuse of power.

Hate propaganda
Communicating false statements which incite or willfully promote hatred against an identifiable group.

Hate/Bias Motivated Act
Any action committed against persons or property which is motivated in whole, or in part, by the

offender’s hate or bias based on any prohibited ground.

Heterosexism
Is a system of beliefs and practices that devalues and discriminates against those who are not (or

perceived not to be) heterosexual. Heterosexism posits heterosexuality as the only “normal” sexual
orientation; and assumes that everyone is heterosexual, unless there is clear evidence to the contrary.
The term is typically used to describe systemic forms of discrimination.

Homophobia
Irrational fear and negative attitudes, feelings and beliefs about homosexuality. Homophobia can range

from hatred and extreme fear of gay men or lesbians to feelings of disquiet or discomfort.

25



Intake
The first stage of bringing a complaint to the Human Rights Office; involves a first examination of the

facts in order to determine whether there are possible grounds for discrimination and whether the HRO
has the authority to deal with the complaint.

Jurisdiction
The area over which the HRO has the mandate to advise.

Marginalization
Exists when the voices of a community are separated and contained apart from the problem-solving and

central decision-making of an institution or a society.

Procedural Fairness
In the context of an investigation or a hearing, processes that are fair, which include the right to know

the case against you and to have a meaningful opportunity to present your side of the case before an
unbiased decision-maker.

Prohibited grounds
Those characteristics enumerated in human rights legislation or policy such as race and age, for which

discrimination is forbidden.

Racism
Racism is a system of implicit or explicit beliefs, assumptions and actions that may be based upon an

ideology of inherent superiority of one racial or ethnic group over another, and by which individuals or
groups of people exercise power that abuses or disadvantages others on the basis of skin colour and
racial or ethnic heritage. Systemic racism is embedded within organizational and institutional structures
and programs as well as within individual thought or behaviour patterns.

Racial discrimination
A prejudicial act such as denying an individual employment, housing, accommodation or other services

in the public or private sectors because of the person’s race. Actions may be overt or constructive,
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APPENDIX B

Addressing human rights issues in Residence

The following represents the third draft of a best practice document for addressing human rights issues in
residences developed in consultation with the Chair of USAB, the Chair of the Harassment/Discrimination
Complaint Board, the Human Rights Office and the Director of Residence Life in December 2006.

The referral of human rights issues from Residences to the Human Rights Office will occur in
the manner stipulated in the Harassment/Discrimination Policy and Procedure. The HRO
Advisor seeing the complainant will discuss both the substance of the complaint and the
processes which the complainant might utilize in order to pursue a resolution.

Initial Disposition of Complaint and Referral to the Director of Residence Life (as per the Residence Non-
Academic Discipline Process)

If the complaint appears to involve a fairly low level resolution (e.g. a request for no contact),
the complaint can likely be addressed informally with just the assistance of the HRO Advisor.
However, if the elements in the complaint are such that behavioural contracts, relocation, or
any sanctions related to students or undergraduate student staff is contemplated within the
Residence system as a possible resolution to a complaint, the advisor will refer the complaint to
the Director of Residence Life.

Complainants referred to the Director of Residence Life (as per the Residence Non-Academic
Discipline Process), will be advised of their entitlement to pursue a complaint through the HRO
and the Harassment/Discrimination Policy and Procedure should they feel the outcome of the
Residences process has not been satisfactory i.e. that the human rights elements in the
complaint have not been adequately considered in the Residence process.

Assistance from the Human Rights Office Advisors/Meetings with the Director of Residence Life and
Complainant(s)

The HRO advisor will assist the complainant in documenting her/his complaint, discuss and
provide any necessary referrals (e.g. Health, Counselling and Disability Services, Campus
Security, etc.) The complaint will then be directed to the Director of Residence Life with the
assistance of the Human Rights Advisor. The Human Rights Advisor can, at the request of the
complainant, attend a meeting with, or on behalf of, the complainant and the Director of

28



Residence Life/designate, in order to assist in outlining the complaint and possible options for
resolution.

Fact Finding in Residences

The Director of Residence Life will then engage in a fact-finding process keeping in mind the
principles of procedural fairness at all times. Such a process will include but is not limited to:
meeting with the respondent to discuss the details of the complaint, interviewing witnesses to
the alleged behaviour to ascertain the merits of the complaint, etc., with the goal of effecting an
appropriate resolution.

Emergency Action

In the event that the allegations involve sexual or other forms of assault, The Director of
Residence Life reserves the right to take immediate action to ensure the safety, security and
well-being of all residents. The Director of Residence Life retains her/his right to relocate the
r
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against them, and be informed of the availability of respondent advisors to assist them
throughout the process. The respondent(s) will be sent a letter further confirming a meeting
time with the Director, along with the recommendation that the respondent avail him or herself
of the assistance of a respondent advisor, (including the name and contact information of a
respondent advisor). A meeting will take place as quickly as possible, the purpose of which will
be to outline the complaint, provide a written summary of the allegations, and to discuss the
complaint process with the respondent(s). Included in this meeting will be a discussion of the
shortened time frame the respondent(s) has to in which to process the information included in
the complaint summary, a recommendation to discuss any pertinent issues with his/her advisor
and to secure whatever additional support s/he needs, prior to a second meeting (if necessary)
with the Director of Residence Life, in which the respondent is given the opportunity to respond
fully to the allegations, provided they have not already done so.

A decision about the next steps that need to be taken in the process (further investigation or
decisions about the possible sanctions) will then be made by the Director of Residence Life
while cautioning the respondent(s) about making reprisals against the complainant(s). The
respondent(s) will be informed that any such reprisals will be considered further TEMID t is gieceshspoTf that al
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