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Institutional Values, Community Expectations, and Notice of Non-
Discrimination 

It is the policy of Occidental College (“Occidental” or “the College”) to maintain an environment 
for students, faculty, administrators, staff, and visitors that is free of all forms of discrimination 
and harassment, including sexual and interpersonal misconduct. The College has enacted this 
Sexual and Interpersonal Misconduct Policy (“Policy”) to reflect and maintain its institutional 
values and community expectations, to provide for fair and equitable procedures for determining 
when this Policy has been violated, and to provide recourse for individuals and the community. 
 
This Policy prohibits all forms of discrimination or harassment on the basis of sex (including sex 
stereotypes, sex characteristics, pregnancy, perceived pregnancy, childbirth, breastfeeding, and 
related medical conditions), reproductive health decision-
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The College’s Civil Rights & Title IX Coordinator  

The Civil Rights & Title IX Coordinator coordinates and manages the College’s compliance with 
Title IX and related provisions of the Clery Act (as amended by VAWA). The Civil Rights & Title 
IX Coordinator oversees the College’s centralized response to all reports of Prohibited Conduct to 
ensure consistent implementation of this Policy and compliance with federal and state law. The 
Civil Rights & Title IX Coordinator and designated staff will, among other things: 

• Communicate with members of the College community regarding applicable law and 
policy and provide information about reporting and support options. 

• Review applicable College policies to ensure institutional compliance with applicable 
federal and state law. 

• Monitor the College’s administration of its own applicable policies, including record 
keeping, adherence to timeframes, and other procedural requirements. 

• Conduct training regarding Title IX, related provisions of the Clery Act (as amended by 
VAWA), and Prohibited Conduct as defined in this Policy. 

• Respond to any report regarding conduct that may violate this Policy. In this capacity, the 
Civil Rights & Title IX Coordinator will oversee the response to, and resolution of, such 
alleged misconduct, direct the provision of any remedial and protective measures 
(including oversight of the failure to abide by an interim protective measure), and monitor 
the administration of any request for review of the finding. 

 
The Civil Rights & Title IX Coordinator may delegate responsibilities under this Policy to 
designated administrators or external professionals, who will have appropriate training and/or 
experience. When used in this Policy, the term Civil Rights & Title IX Coordinator may include 
an appropriate designee. The Civil Rights & Title IX Coordinator’s contact information is: 

Alexandra Fulcher 
AGC Room 111 
(323) 259-1338 

afulcher@oxy.edu 

Prevention and Awareness Programs 

The College is committed to the prevention of Prohibited Conduct through mandated, regular, and 
ongoing education and awareness programs. Incoming students and new employees receive 
primary prevention and awareness programming as part of their orientation and returning students 
and current employees receive ongoing training and related education.  
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Scope of Policy 

This Policy applies to all reports of Prohibited Conduct received on or after the effective date of 
this Policy. If the alleged Prohibited Conduct occurred before the effective date of this Policy, 
applicable definitions of misconduct in College policies in existence at the time of the conduct will 
be used to the extent that they conflict with definitions of terms in this Policy. The Grievance 
Processes under this Policy will be used to investigate and resolve all reports made or that are 
pending on or after the effective date of this Policy, regardless of when the incident(s) occurred. 

This Policy uses the terms complainant, respondent, third party, and witness as follows: 
• !"#$%&'(&(): An individual who is reported to have experienced conduct that could 

constitute Prohibited Conduct, even if they do not participate in any related process. 
• *+,$"(-+(): An individual who has been reported to have engaged in conduct that could 

constitute Prohibited Conduct. 

• .&/)01.&/)'+,: A complainant or respondent participating in a resolution process. 
• 2')(+,,: An individual who may have information relevant to a report of Prohibited 

Conduct. A witness may be a student, an employee, or a third party. 
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• 3994!&#$5,6!"(-57): Conduct that occurs off-campus and has continuing adverse effects 
on, or creates a hostile environment for, any member of the Occidental community on-
campus or in any College employment or education program or activity. 

Occidental College will take reasonable steps to respond to each incident of Prohibited Conduct 
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Parties may request reasonable accommodations for disabilities to the Civil Rights & Title IX 
Coordinator at any point relating to the implementation of this Policy, including making a 
disclosure or report, and initiating a grievance procedure. Accommodations will be granted if they 
are reasonable and do not fundamentally alter the procedures established by this Policy. Please 
note that the Civil Rights & Title IX Coordinator will not affirmatively provide disability 
accommodations that have not been specifically requested by the parties, even where the parties 
may be receiving accommodations in other College programs and activities.  
 
With the consent of the impacted student or employee, the Civil Rights & Title IX Coordinator 
will work collaboratively with Disability Services (students) or Human Resources to ensure that 
approved reasonable accommodations (disability-related) are implemented. 

Academic Freedom and Freedom of Speech 

This Policy is consistent with the College’s commitment to academic freedom and free speech, 
including but not limited to those set forth in the 1940 Statement of Principles on Academic 
Freedom and Tenure. This commitment requires that the College protect community members’ 
expression of ideas in their teaching, learning, and research, including advocacy that may be 
controversial, provocative, or unpopular. Though not unlimited, this protection extends to the 
expression of ideas, however controversial, in the classroom, residential life, and other campus-
related activities. Allegations of discrimination or harassment involving speech must be carefully 
considered in light of students’ free speech rights under California law and the College’s 
commitment to academic freedom and free speech. As a protected right under California law, a 
currently enrolled student may not be subject to discipline on the basis of speech, unless that speech 
rises to a legal standard of being 5($/")+7)+-. 

Prohibited Conduct and Definitions 

In determining whether reported conduct violates this Policy, the College will consider the totality 
of the facts and circumstances involved in the incident, including the nature of the reported conduct 
and the context in which it occurred. Individuals of any sex or gender can commit any of the 
Prohibited Conduct defined in this Policy, and it can occur between individuals of the same sex or 
gender, or different sexes or genders. It can occur between strangers or acquaintances, as well as 
persons involved in intimate, sexual, dating, domestic, or familial relationships. This Policy 
prohibits the following forms of conduct, including attempts to commit the Prohibited Conduct 
defined below. 

!"#$%&'(&)%*+,$&-,.,//0%1#&
“Title IX Sexual Harassment” is a subset of Prohibited Conduct. Under Department of Education 
regulations (,++ 34 C.F.R., Part 106) issued in May 2020 to implement Title IX of the Education 
Amendments of 1972, the College is required to prohibit certain forms of sexual harassment as 
defined in those regulations.  
 
Prohibited Conduct meets the definition of Title IX Sexual Harassment when:  
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• An Employee conditions the provision of an aid, a benefit, or a service on an individual’s 
participation in unwelcome sexual conduct (i.e., :5'-6./"6:5" sexual harassment), within 
the United States; or 

• A Student, Employee, or Third Party engages in unwelcome conduct on the basis of sex 
that would be determined by a reasonable person to be so severe, pervasive, and objectively 
offensive that it effectively denies another person equal access to the College’s programs 
or activities, in the United States; or  

• A Student, Employee, or Third Party engages in Sexual Assault, Domestic Violence, 
Dating Violence, or Sexual and/or Gender-based Stalking as defined below; and 

o The alleged conduct was perpetrated against a person in the United States; and 
o The conduct took place within the College’s programs and activities. 

 
Conduct takes place within the “College’s programs and activities” when that conduct occurs: (1) 
in a location, at an event, or in a circumstance where the College exercises substantial control over 
both the respondent and the context in which the conduct occurs; or (2) in any building owned or 
controlled by a student organization recognized by the College. Events that occur off campus or 
in locations with no connection to the College are unlikely to be considered a College program or 
activity. Conduct that does not meet this strict definition for Title IX Sexual Harassment is still 
prohibited by this policy if it otherwise constitutes Prohibited Conduct as further defined below. 
Prohibited Conduct under the definition of Title IX Sexual Harassment will follow the disciplinary 
resolution procedures outlined in Appendix A.  
 
The following Prohibited Conduct definitions apply for purposes of the definition of Title IX 
Sexual Harassment: 

;')%+6<=6:5'-6./"6:5"6>+?5&%6@&/&,,#+()6
Conduct on the basis of sex by which an employee of the College conditions the provision of an 
aid, benefit, or service of the College on an individual’s participation in unwelcome sexual 
conduct. 

;')%+6<=6>+A+/+B6.+/A&,'A+6&(-63CD+7)'A+%06399+(,'A+6>+?5&%6@&/&,,#+()6
Conduct on the basis of sex that constitutes unwelcome conduct determined by a reasonable person 
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of the College in the United States. Non-Title IX Misconduct will follow the disciplinary resolution 
procedures outlined in Appendix B. Such conduct is defined for purposes of this policy as: 

F',7/'#'(&)'"(6"(6)I+6J&,',6"96>+?6
Except as permitted by Title IX, prohibited discrimination on the basis of sex (where sex includes 
sex stereotypes, sex characteristics, pregnancy or related conditions, sexual orientation, and gender 
identity) 
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Quid Pro Quo Harassment 
Quid pro quo harassment occurs when someone from or in the work or educational setting, 
including an employee, agent, or other person authorized by the recipient to provide an aid, benefit, 
or service under the recipient's education program or activity explicitly or implicitly actually, 
attempts to or purports to provide and condition an aid, benefit, or service under the recipient's 
education program or activity of the College on an individual’s participation in unwelcome sexual 
conduct, which includes but is not limited to, unwelcome sexual advances, requests for sexual 
favors, and other verbal, visual, or physical conduct of a sexual nature, including under any of the 
following conditions:  

• 
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>+?5&%6L?$%"')&)'"(6
Taking sexual advantage of another person for the benefit of anyone other than that person without 
that person’s affirmative consent, including, but not limited to, any of the following acts: 

• The prostituting of another person; 
• The trafficking of another person, defined as the inducement of a person to perform a 

commercial sex act, or labor or services, through force, fraud, or coercion; 
• The recording of images, including video or photograph, or audio of another person’s 

sexual activity or intimate parts, without that person’s affirmative consent; 
• The distribution of images, including video or photograph, or audio of another person’s 

sexual activity or intimate parts, if the individual distributing the images or audio knows 
or should have known that the person depicted in the images or audio did not affirmatively 
consent to the disclosure; and/or 

• The viewing of another person’s sexual activity or intimate parts, in a place where that 
other person would have a reasonable expectation of privacy, without that person’s 
affirmative consent, for the purpose of arousing or gratifying sexual desire. 

!"#$%'7')06
Any act that knowingly aids, facilitates, promotes, or encourages the commission of Prohibited 
Conduct by another person. 

*+)&%'&)'"(6
Retaliation includes adverse action taken against a person for making a good faith report of 
Prohibited Conduct or participating in any proceeding under this Policy. Adverse action includes 
conduct that threatens, intimidates, harasses, coerces, or that seeks to discourage a reasonable 
person from engaging in activity protected under this Policy. Retaliation can be committed by or 
against any individual or group of individuals, not just a Complainant or Respondent. Retaliation 
does not include good faith actions lawfully pursued in response to a report of Prohibited Conduct. 
Retaliation may be present even where there is a finding of “no responsibility” with respect to the 
allegations of Prohibited Conduct. 
 
The College will take immediate and responsive action to any report of retaliation and will pursue 
disciplinary action as appropriate. An individual reporting Prohibited Conduct is entitled to 
protection from any form of retaliation following a report that is made in good faith, even if the 
report is later not proven. 

8.39":"#%7&;%$,#"31/9"</&&
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authority to supervise, evaluate, counsel, coach, or otherwise make decisions or recommendations 
as to the other person in connection with their employment or education at the College.  
 
If an individual contemplates beginning, or is involved in, a sexual or romantic relationship with 
another, over whom the individual holds direct supervisory or evaluative responsibilities, the 
individual must immediately: (1) discontinue any supervising role or relationship over the other 
person; and (2) report the circumstances to their supervisor and the Chief Human Resources 
Officer. Failure to 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.  

./"I'C')+-6*+%&)'"(,I'$,6M')I6>)5-+(),6
Even if an employee of the College (excluding student employees) does not hold a position of 
authority over a student, any sexual or romantic relationship between an employee and a student 
of the College could jeopardize the integrity of the academic and living environment of the 
Occidental community and damage the student. Therefore, sexual or romantic relationships 
between an employee and any student of the College are prohibited. A sexual or romantic 
relationship in violation of this section may result in disciplinary action against the employee, up 
to and including dismissal.  

L?7+$)'"(,6
Exceptions to these prohibitions will be considered on a case-by-
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• <(9"/#+-6&(-6/+7'$/"7&%N All parties must demonstrate a clear and mutual understanding 
of the nature and scope of the act to which they are consenting and a willingness to do the 
same thing, at the same time, in the same way. 

• O/++%06&(-6&7)'A+%068'A+(N Consent cannot be obtained through the use of force, coercion, 
threats, intimidation or pressuring, or by taking advantage of the incapacitation of another 
individual. 

• P5)5&%%06 5(-+/,)&(-&C%+N Communication consists of mutually understandable words 
and/or actions that indicate a mutually unambiguous willingness to engage in sexual 
activity. Consent may not be inferred from silence, passivity, lack of resistance, or lack of 
active response. An individual who does not physically resist or verbally refuse sexual 
activity is not necessarily giving consent. Relying solely upon non-verbal communication 
can lead to a false conclusion as to whether consent was sought or given. 

• K")6'(-+9'(')+N Affirmative consent must be ongoing throughout the activity. Consent may 
be withdrawn by any party at any time. Recognizing the dynamic nature of sexual activity, 
individuals choosing to engage in sexual activity must evaluate consenting an ongoing 
manner and communicate clearly throughout all stages of sexual activity. Withdrawal of 
consent can be a verbally expressed “no” or “stop” or can be based on an outward 
demonstration that conveys that an individual is hesitant, confused, uncertain, or is no 
longer a mutual participant. Once consent is withdrawn, the sexual activity must cease 
immediately, and all parties must obtain mutually expressed or clearly stated consent 
before continuing further sexual activity. 

• K")65(%'#')+-N Consent to one form of sexual contact does not constitute consent to all 
forms of sexual contact, nor does consent to sexual activity with one person constitute 
consent to activity with any other person. Each participant in a sexual encounter must 
consent 
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It will not be a valid excuse that the respondent believed that the complainant affirmatively 
consented to the sexual activity if the respondent knew or reasonably should have known that the 
complainant was unable to consent to the sexual activity under any of the following circumstances: 
(a) the complainant was asleep or unconscious; (b) the complainant was incapacitated due to the 
influence of drugs, alcohol, or medication, so that the complainant could not understand the fact, 
nature, or extent of the sexual activity; (c) the complainant was unable to communicate due to a 
mental or physical condition. 
 
Whether the respondent reasonably should have known that the complainant was incapacitated 
will be evaluated using an objective reasonable person standard. The fact that the respondent was 
actually unaware of the complainant’s incapacity is irrelevant to this analysis, particularly where 
the respondent’s failure to appreciate the complainant’s incapacitation resulted from the 
respondent’s failure to take reasonable steps to determine the complainant’s incapacitation or 
where the respondent’s own incapacitation (from alcohol or drugs) caused the respondent to 
misjudge the complainant’s incapacity. It is the responsibility of each party to be aware of the 
intoxication level of the other party before engaging in sexual activity. In general, sexual activity 
while under the influence of alcohol or other drugs poses a risk to all parties. If there is any doubt 
as to the level or extent of the other individual’s intoxication, it is safest to forgo or cease any 
sexual contact or activity. Being intoxicated by drugs or alcohol is no defense to any violation of 
this Policy and does not diminish one’s responsibility to obtain consent. 

Confidentiality, Privacy, and Related Reporting Responsibilities 

8."C,6@&,17&B31>"7%1#",$"#@D&E17%./#,17"1F&#9%&=">>%.%16%/&
The College is committed to protecting the privacy of all individuals involved in the investigation 
and resolution of reports under this Policy. The College also is committed to assisting students, 
employees, and third parties in making informed choices. With respect to any report under this 
Policy, the College will make reasonable efforts to protect the privacy of participants, in 
accordance with applicable state and federal law, while balancing the need to gather information 
to take steps to eliminate Prohibited Conduct, prevent its recurrence, and remedy its effects. All 
College employees who are involved in the College’s Title IX response receive specific instruction 
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or respondent to the general public without express written consent or absent another exception 
consistent with the law. The release of names will be guided by applicable law, including the 
Family Educational Rights and Privacy Act (FERPA) and the Clery Act. In addition, no 
information will be released from a proceeding to enforce this Policy except as required or 
permitted by law and College policy. 

!"(9'-+()'&%')06
“Confidentiality” generally means that information shared by an individual with designated 
campus or community professionals cannot be revealed to any other individual without the express 
permission of the individual. The confidentiality of information shared by an individual with 
designated campus or community professionals generally is governed by California law, including 
California Evidence Code restrictions on disclosure of information by mental health providers, 
ordained clergy, rape crisis counselors, and attorneys, all of whom have legally protected 
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!/'#+6Q"86
All higher education institutions that have campus police forces or security departments must 
maintain a daily crime log that includes entries for all crimes that occur within both the Clery 
geography and the campus safety force’s regular patrol route. The crime log does not include 
identifying information about the complainant or respondent. 

Reporting Options 

All complaints of violations of this Policy will be taken seriously and in good faith. The 
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with law enforcement, and information about on- and off-campus resources and options for 
resolution. 

QE.F6RQ",6E(8+%+,6."%'7+6F+$&/)#+()S6
Available to respond to any reports of crime or violence, including Prohibited Conduct. 
For Emergencies: 911 
For concerning situations, call dispatch at (877) ASK-LAPD [(877)-275-5273]. 

QE.F6K"/)I+&,)6F'A','"(6
Available to respond to any reports of crime or violence, including Prohibited Conduct.  
3353 North San Fernando Road Los Angeles, CA 90065 
Front desk phone number: (323) 344-5701 

6
Criminal investigations may be useful in the gathering of relevant evidence, particularly forensic 
evidence. The standards for finding a violation of criminal law are different from the standards for 
finding a violation of this Policy. Conduct may constitute Prohibited Conduct under this Policy 
even if law enforcement agencies lack sufficient evidence of a crime and decline to prosecute.  
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The Civil Rights & Title IX Coordinator will receive the anonymous report and will determine any 
appropriate steps, including individual or community remedies as appropriate, and in consultation 
with the Clery Team, compliance with all Clery Act obligations. A formal complaint cannot be 
filed anonymously and is only considered to have been filed when the complaint contains the 
complainant’s physical or digital signature, or otherwise indicates that the complainant is the 
person filing the formal complaint. 

;%<3.#"1F&#3&H*#%.1,$&KF%16"%/&
In addition to reporting to law enforcement or the College, students, faculty, and staff should be 
aware of the following external governmental agencies that investigate and prosecute complaints 
of prohibited discrimination and harassment: 

;')%+6<=6!"#$%'&(7+6
Inquiries or complaints concerning the College’s compliance with Title IX may be referred 
to the U.S. Department of Education’s Office for Civil Rights. 

U.S. Department of Education Office for Civil Rights, San Francisco  
United Nations Plaza, Suite 50 
San Francisco, California 94102  
(415) 486-5555  
www2.ed.gov/about/offices/list/ocr/index.html 

L#$%"0#+()6F',7/'#'(&)'"(6"/6@&/&,,#+()6
Any employee may pursue any charge of discrimination or harassment with the California 
Department of Fair Employment and Housing (“DFEH”) or the federal Equal Opportunity 
Employment Commission (“EEOC”). It is unlawful to retaliate against any employee for 
opposing the practices prohibited by the California Fair Employment and Housing Act or 
comparable federal law or for filing a complaint with, or for otherwise participating in an 
investigation, proceeding, or hearing conducted by the DFEH or EEOC. 
 
Any employee may pursue any charge of discrimination or harassment with the California 
Department of Fair Employment and Housing (“DFEH”). 

California Department of Fair Employment and Housing 
320 West 4th Street
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The Bureau for Private Postsecondary Education accepts all types of complaints related to 
the College and may refer any complaint it receives including complaints related to 
institutional policies or procedures, or both, to the College, an accrediting agency, or 
another appropriate entity for resolution.  

Bureau for Private Postsecondary Education  
2535 Capitol Oaks Drive, Suite 400  
Sacramento, CA 95833 
(916) 431-6924  
www.bppe.ca.gov 

A#9%.&;%<3.#"1F&B31/"7%.,#"31/&

;'#+%'(+,,6&(-6Q"7&)'"(6"96<(7'-+()6
Complainants and third-party witnesses are encouraged to report Prohibited Conduct as soon as 
possible in order to maximize the College’s ability to respond promptly and effectively. The 
College does not, however, limit the time frame for reporting. If the respondent is not a member 
of the Occidental community, the College will still seek to take steps to end the harassment, prevent 
its recurrence, and address its effects, but its ability to take disciplinary action against the 
respondent may, of course, be limited. An incident does not have to occur on campus to be reported 
to the College.  

E#(+,)069"/6E%7"I"%6"/63)I+/6F/586U,+6"/63)I+/6!"(-57)6G'"%&)'"(,6
The College strongly encourages the reporting of Prohibited Conduct under this Policy. It is in the 
best interest of this community that as many complainants as possible choose to report to college 
officials and that participants in the grievance process are forthright in sharing information. To 
guard against discouraging reporting or participation, a student who reports Prohibited Conduct or 
participates in the grievance process, either as a complainant, respondent, or a third-party witness, 
will not be su
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survivoradvocate@oxy.edu  
(323) 259-1359 

399'7+69"/6*+%'8'"5,6T6>$'/')5&%6Q'9+6
Provides spiritual guidance and in the context of ordained clergy, confidential support. 
Herrick Interfaith Center 
www.oxy.edu/student-life/resources-support/orsl 
(323) 259-2621 

L#$%"0++6E,,',)&(7+6./"8/&#6
Occidental College’s Employee Assistance Program (EAP) is designed to help maximize 
employees’ health and effectiveness at home and at work. Administered by The Standard 
the EAP offers employees confidential, personal support for a wide range of issues, from 
everyday concerns to serious problems. The Employee Assistance Program is available to 
employees and their family members at no cost. 
www.healthadvocate.com/standard3 
(888) 293-6948 

L##"(,6>)5-+()62+%%(+,,6!+()+/V66
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www.rainn.org 
(800) 656-4673 

K&)'"(&%6F"#+,)'76G'"%+(7+6@")%'(+6
Available 
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438 W. Las Tunas Dr. 
San Gabriel, California 91776  
(877) 209-3049 

QE6!"5()01U>!6P+-'7&%6!+()+/6
Provides medical treatment and forensic exams performed by Sexual Assault Nurse 
Examiners. Los Angeles County designated SART Center. 
2010 Zonal Ave.  
Los Angeles, California 90033  
(323) 226-3961 

*&$+6;/+&)#+()6!+()+/6&)6>&()&6P"('7&4U!QE6P+-'7&%6!+()+/6
Provides free treatment for sexual assault survivors, including 24- hour emergency medical 
care and forensic exams performed by Sexual Assault Nurse Examiners, counseling and 
psychotherapy, advocacy, and accompaniment services. Los Angeles County designated 
SART Center. 
1250 Sixteenth Street 
Santa Monica, California 90404  
(424) 259-7208 (24-hour hotline) 

K77"#"31,$&A14B,0<+/&S&A>>4B,0<+/&;%/3+.6%/&
Occidental community members have access to a variety of resources provided by the College. All 
on-campus reporting options listed above have staff members trained to support individuals 
affected by Prohibited Conduct and to coordinate with the Civil Rights & Title IX Coordinator 
consistent with the College’s commitment to a safe and healthy educational environment. While 
not bound by confidentiality, those resources will maintain the privacy of an individual’s 
information within the limited circle of those involved in the Title IX resolution process. 
 
Students, faculty, and staff may also access resources located in the local community in addition 
to those confidential resources above. These organizations can provide crisis intervention services, 
counseling, medical attention, and assistance in dealing with the criminal justice system. It may be 
helpful for survivors to have someone who can help them explore their off-campus options and 
guide them through legal processes; an advocate can provide assistance in this area. Two local 
resources, Peace Over Violence and the Rape Treatment Center at Santa Monica UCLA Medical 
Center offer advocacy support. Below are some additional on-campus and community resources. 

./"D+7)6>EOL6R>+?5&%6E,,&5%)6O/++6L(A'/"(#+()S6
An on-campus prevention and education support program dedicated to ending sexual 
violence on campus through resources, advocacy, and educational programming. 
Stewart-
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Q",6E(8+%+,6QZJ;6!+()+/6
Provides support and advocacy services for LGBT community members. 
1625 N. Schrader Blvd. 
Los Angeles, California 90028 
lalgbtcenter.org 
(323) 993-7400 

!&%'9"/('&62"#+([,6Q&M6!+()+/6R!2Q!S6
The CWLC has attorneys available to serve as a resource/advisor to Occidental College 
complainants, including both men and women, who are filing Title IX sexual assault, 
harassment, or gender discrimination complaints and going through the Occidental College 
resolution process. *Please note, however, that the College does not endorse or recommend 
this organization (or their attorneys), and that the organization makes an independent 
decision about the cases that it will accept and the terms of the representation. 
360 North Pacific Coast Highway, Suite 2070, El Segundo, CA 90245 
https://www.cwlc.org/ 
(323) 951-1041 

Overview of Resolution Options 

The College is committed to providing a prompt, thorough, equitable, and impartial resolution of 
all reported violations of this Policy. The College uses two processes to resolve reports of 
Prohibited Conduct under this Policy: Disciplinary Resolution, which involves an investigation 
and adjudication, and if appropriate, the imposition of sanctions, and Adaptable Resolution, which 
includes restorative options for resolving reports. The Civil Rights & Title IX Coordinator will 
determine the appropriate resolution process after making an initial assessment of the reported 
information, considering the stated interests of the parties, campus safety, and the College’s 
obligation to maintain an environment free from harassment and discrimination. 
 
The processes under this Policy are separate and distinct from California’s criminal procedures. 
Proceedings under this Policy may be carried out prior to, simultaneously with, or following civil 
or criminal proceedings off-campus. Neither a decision by law enforcement regarding prosecution 
nor the outcome of any criminal proceeding will be considered determinative of whether a 
violation of this Policy occurred.  

'1"#",$&K//%//0%1#&
After receiving a report of Prohibited Conduct, the Civil Rights & Title IX Office will gather 
information about the reported conduct and respond to any immediate health or safety concerns 
raised by the report. The Civil Rights & Title IX Office will assess the complainant’s safety and 
well-being, offer the College’s immediate support and assistance, and assess the nature and 
circumstances of the report to determine whether the reported conduct raises a potential Policy 
violation, whether the reported conduct is within the scope of this Policy, and the appropriate 
manner of resolution under this Policy.  

The Civil Rights & Title IX Office 
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• the College has received a report that they may have experienced misconduct; 
• retaliation for filing a complaint or participating in a complaint process, or both, is 

prohibited; 
• the counseling resources available at the College or in the community; 
• that, when a crime may have occurred, they have the right to report the matter to law 

enforcement; 

• the right to seek medical treatment; 
• the College’s investigation procedures; 

• potential interim measures that are available; 
• the importance of preserving evidence; 
• a request for the complainant to meet with the Civil Rights & Title IX Office to discuss 

options for responding to the report;  

• the right to be accompanied by an advisor of choice; and 
• the way the College responds to reports of misconduct and a description of potential 

disciplinary consequences. 

As part of the initial assessment, the Civil Rights & Title IX Office will: 

• assess the nature and circumstances of the report;  
• address immediate physical safety and emotional well-being;  
• communicate necessary details of the report to Campus Safety to enter the report into the 

College’s daily crime log if required by the Clery Act;  
• provide the complainant with an explanation of the procedural options, including 

Disciplinary Resolution and Adaptable Resolution;  
• discuss the complainant’s preference for manner of resolution and any barriers to 

proceeding;  

• discuss the process for filing a formal complaint; 
• assess for any pattern of conduct by the respondent; and 
• determine age of the complainant; and if the complainant is a minor or was a minor at the 

time of the alleged Prohibited Conduct, make the appropriate notifications to state 
agencies.  

 
Any Supportive Measures put in place will be kept private, except to the extent that doing so 
impairs the ability of the institution to provide the supportive measures. For example, to effectuate 
a housing change, staff at Residential Education and Housing Services will be informed of the 
need to assist with a housing change as directed by the Civil Rights & Title IX Coordinator but 
will not be provided with any of the details of any complaint. When the Civil Rights & Title IX 
Coordinator decides to initiate an investigation, impose interim protective measures, or take any 
other action that impacts a respondent, the Civil Rights & Title IX Coordinator will also ensure 
that the respondent is notified and receives written information on available resources and options. 
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At the conclusion of the initial assessment, the College will proceed with one of the following 
options: 

• Proceed with an investigation and resolution under the Disciplinary Resolution process as 
outlined in Appendix A or Appendix B. This will occur when a complainant requests an 
investigation, and the Civil Rights & Title IX Coordinator determines it is appropriate; 
when the Civil Rights & Title IX Coordinator determines that an investigation must be 
pursued even when a complainant requests that no investigation be pursued; or when 
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Even if the allegations of a formal complaint fall within the definition of Title IX Sexual 
Harassment, the Civil Rights & Title IX Coordinator may (but is not required to) dismiss a formal 
complaint or any allegations therein if at any time during the investigation or resolution process: 

• A complainant notifies the Civil Rights & Title IX Coordinator in writing that they would 
like to withdraw the formal complaint or any allegations therein; 

• The respondent is no longer enrolled at or employed by the College; or 
• Specific circumstances prevent the College from gathering evidence sufficient to reach a 

determination as to the formal complaint or allegations therein. 
 
If a formal complaint is dismissed by the College 
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representative transfer all information gathered and related findings to the Civil Rights and Title 
IX Office to determine whether further investigation is necessary under this Policy. 

>)&(-&/-6"96LA'-+(7+6
The standard for determining whether the respondent is responsible for a policy violation is the 
preponderance of the evidence standard, i.e., whether it is more likely than not that a violation of 
College policy occurred. 

K"6!"(9%'7)6"96<()+/+,)6"/6J'&,6
Any individual carrying out these procedures must be free from any actual conflict of interest or 
bias that would impact the handling of this matter. Should the Civil Rights & Title IX Coordinator 
have a conflict of interest, the Civil Rights & Title IX Coordinator is to immediately notify the 
President of the College, who will appoint a College administrator to serve as Acting Civil Rights 
& Title IX Coordinator for the matter at issue. To raise any concern involving bias, conflict of 
interest, or discrimination by the Civil Rights & Title IX Coordinator, please contact the Office of 
the President. 
 
Should any Investigator have a conflict of interest, the Investigator is to notify the Civil Rights & 
Title IX Coordinator immediately upon discovery of the conflict. Each party may object to the 
designated Investigator, Hearing Officer, or appeals officer, on the grounds of an actual bias or 
conflict of interest. If any party objects, they must notify the Civil Rights & Title IX Coordinator, 
in which case the Civil Rights & Title IX Coordinator will evaluate whether the objection is 
substantiated. The party raising the objection will be notified in writing of the determination within 
three (3) business days. If it is determined that an actual bias or conflict of interest exists, the 
person who was the subject of the objection will be removed and replaced. 

P"-'9'7&)'"(6"96./"7+,,+,6
The College will follow the Processes described herein barring exceptional circumstances. In rare 
instances, however, the College may be required to adapt or modify the Processes (including 
timelines) to ensure prompt and equitable resolution of a report o
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This policy designates reasonably prompt timeframes for the major stages of the investigation and 
resolution process (typically set forth in business days), but the College may extend any timeframe 
in this policy for good cause. An extension may be require
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Appendix A: Disciplinary Resolution of a Grievance of Title IX Sexual 
Harassment  

Appendix A outlines the disciplinary resolution procedures the College follows in resolving 
allegations that a person has been subjected to Title IX Sexual Harassment in violation of the 
College’s Sexual and Interpersonal Misconduct Policy.  

23#"6%&3>&



44 
 

 
The Investigator will prepare a summary of each interview (“Interview Summary”). The 
Investigator will share the Interview Summary with the interviewee. The interviewee will have 
three (3) business days to correct or comment on any statements made in the Interview Summary. 
The deadline may be extended for Good Cause, upon request to the Investigator. If the interviewee 
has no corrections to, or comments on, the Interview Summary, the interviewee will sign an 
acknowledgement that the interviewee has reviewed and agrees that the Interview Summary is 
accurate. If the interviewee has corrections or comments to the Interview Summary, the 
interviewee may submit a written response within three (3) business days reflecting any additions 
or changes which the interviewee believes are necessary to ensure the accuracy of the interviewee’s 
statement. If no response is received from the interviewee by the deadline, their Interview 
Summary may be included in the Investigation Report and will be presumed to be accurate. In all 
instances where the Investigator includes the Interview Summary as an exhibit to a report, the 
Investigator will also include any response. 
 
Each party will be provided with an opportunity to offer relevant witnesses and evidence. The 
Investigator will consider all relevant evidence, both inculpatory and exculpatory. All information 
for consideration by the Hearing Officer must be provided to the Investigator as part of the 
investigation process. Information that was not provided to the Investigator will not be allowed 
during the hearing itself, unless it can be clearly demonstrated that such information was not 
reasonably known to or available to the parties at the time of the investigation. If new evidence is 
provided at the hearing, the Hearing Officer either reject the new evidence, or send the case back 
to the Investigator for further fact-gathering, in the sole discretion of the Hearing Officer. 

LA'-+(7+6*+A'+M6
At the conclusion of all interviews and fact gathering, and when the evidence has been gathered, 
the Investigator will provide each party the opportunity to review all of the evidence gathered that 
is directly related to the allegation(s). This will include both inculpatory and exculpatory evidence. 
Given the sensitive nature of the information provided, the information will be provided in a secure 
manner (e.g., by providing digital copies of the materials through a protected, “read-only” web 
portal). Neither the complainant nor the respondent (nor their advisors) may copy, remove, 
photograph, print, image, videotape, record, or in any manner otherwise duplicate or remove the 
information provided. Any student or employee who fails to abide by this may be subject to 
discipline. Any advisor who fails to abide by this may be subject to discipline and/or may be 
excluded from further participation in the process. 
 
Each party may respond to the evidence gathered. Each party will have ten (10) business days in 
which to respond to the evidence. Each may provide a response in writing to the Investigator. The 
Investigator will incorporate any response provided by the parties into the Investigation Report. 
Along with their response to the evidence, each party may also submit a written request for 
additional investigation, such as a request for a follow-up interview(s) with existing witnesses to 
clarify or provide additional information, including offering questions to the Investigator to pose 
to witnesses or to the other party. This response may include written, relevant questions that a 
party would like the Investigator to ask of any party or witness (at the discretion of the 
Investigator). If any of the questions posed will be excluded as not relevant, or not likely to lead 
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to relevant information, the Investigator will explain to the party who proposed the questions any 
decision to exclude a question as not relevant. 
 
Upon receipt of each party’s response to the evidence reviewed, the Investigator will determine if 
any additional investigation is needed. In addition, either party may offer new witnesses or other 
new evidence. The Investigator will consider the responses provided, will pose questions to parties 
or witnesses as appropriate (at the discretion of the Investigator), and interview new witnesses, 
and accept new, relevant, evidence. If new relevant evidence is provided by either party, or 
gathered by the Investigator, the newly gathered evidence (including answers to clarifying 
questions) will be made available for review by each party. Each party will have five (5) business 
days in which to respond to the new evidence. Each may provide a response in writing, or verbally, 
to the Investigator. The Investigator will incorporate any written response provided by the parties 
into the Investigation Report. 
 
Any evidence to be considered by the Hearing Officer must be provided to the Investigator during 
the fact-gathering portion of the investigation. Information that was not provided to the 
Investigator will not be allowed during the hearing itself, unless it can be clearly demonstrated that 
such information was not reasonably known to, or available to, the parties at the time of the 
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Hearings will be held via videoconferencing. Prior to the hearing, the Hearing Officer will receive 
instructions regarding the operation of any audio-visual equipment for the hearing. Each 
participant will also be provided with instructions on how to access the hearing. Each hearing will 
be audio recorded. No individual is permitted to record while the hearing is taking place. The 
recording is the property of Occidental College but will be available to the parties for listening by 
contacting the Civil Rights & Title IX Coordinator. 
 
The complainant, respondent, and the Hearing Officer all have the right to call witnesses. 
Witnesses must have information relevant to the incident. No party will be permitted to call as a 
witness anyone who was not interviewed by the Investigator as part of the Preliminary 
Investigation. Each party must submit the names of witnesses they would like to call to the Civil 
Rights & Title IX Coordinator no less than five (5) business days in advance of the hearing. Parties 
will have the opportunity to submit written questions to the hearing officer in advance of the 
hearing.

w i l l
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is responsible for one or more violations of the College’s antidiscrimination policies, the College 
will issue sanctions commensurate with the violation(s), in accordance with Appendix D or 
Appendix E. Any sanctions issued will be included in the Hearing Officer’s written determination. 

K<<%,$/&
Appeals may be filed by either party and must be sent to the Civil Rights & Title IX Coordinator. 
When an appeal is filed, the other party will be notified, in writing, and will then have five (5) 
business days to respond to the appeal. Any party’s decision not to submit a reply to an appeal is 
not evidence that the non-appealing party agreed with the appeal. The appeals process is 
documentary only, and no hearing is held. Appeals will follow the procedures outlined in 
Appendix F. 
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Appendix B: Disciplinary Resolution of a Grievance of Non-Title IX 
Misconduct 

Appendix B outlines the disciplinary resolution procedures the College follows in resolving 
allegations that a person has been subjected to Non-Title IX Misconduct by a student, 
administrator, staff, or faculty member in violation of the College’s Sexual and Interpersonal 









53 
 

The Investigator will prepare a written report summarizing all relevant evidence gathered and all 
investigative steps taken to date. The parties will have ten (10) business days to inspect and review 
the evidence and submit a written response in writing to the Investigator. The Civil Rights & Title 
IX Coordinator will have the discretion to extend the evidence review period based on the volume 
and nature of the evidence.  

When deemed appropriate by the Investigator, the Investigator will conduct any additional fact-
gathering as may be necessary. If new, relevant evidence was submitted as part of evidence review, 
or is gathered during this second fact-gathering period, the new relevant evidence will be made 
available for review by the parties and their advisors. The parties will have five (5) business days 
to provide a response to the newly gathered evidence. No new evidence will be accepted as part of 
any response, except that the investigator will have the discretion to accept relevant evidence that 
was not previously available or known to exist, and that was not previously discoverable with the 
exercise of reasonable diligence.  

 
The Investigator will consider the parties’ written responses before finalizing the investigation 
report.  

=%#%.0"1,#"31&
The Investigator will serve as the Decision-maker. The Decision-maker will 
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Appendix C: Adaptable Resolution Procedures 

Adaptable resolution is a voluntary, remedies-based, structured interaction between or among 
affected parties that balances support and accountability without taking formal disciplinary action 
against the respondent. Adaptable resolution is generally designed to allow the respondent to 
acknowledge harm and accept responsibility for repairing harm (to the extent possible) 
experienced by the complainant and/or the College community. Adaptable resolution is designed 
to eliminate the Prohibited Conduct, prevent its recurrence, and remedy its effects in a manner that 
meets the needs of the complainant while maintaining the safety of the campus community. 
Adaptable resolution may not be used in cases where an employee is alleged to have committed 
Title IX Sexual Harassment against a student. The College will not mandate mediation to resolve 
allegations of sexual harassment, and will not allow mediation, even on a voluntary basis, to 
resolve allegations of sexual violence. 

The Civil Rights & Title IX Coordinator reviews the matter to the extent necessary to confirm that 
it is of the type that would be appropriate for an adaptable resolution process and that use of an 
adaptable resolution process was without pressure or compulsion from others. The adaptable 
resolution options available under this Policy recognize: 

• The goal of adaptable resolution is to address the Prohibited Conduct, identify ways that 
individuals and/or the community have been harmed, and develop a resolution agreement 
to address the harm and prevent future Prohibited Conduct; 

• Participation is voluntary and both a complainant and a respondent, as well as any other 
participating individuals, must consent in writing to participation in adaptable resolution; 

• 
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• Participants in adaptable resolution processes must be protected from secondary 
victimization and other potential harms, including the pressure to proceed through 
adaptable resolution instead of formal resolution. 

K7,<#,:$%&;%/3$+#"31&A<#"31/&
The adaptable resolution options will be enabled by a trained coordinator. The adaptable resolution 
coordinator must be impartial and free from bias or conflict of interest. If the adaptable resolution 
coordinator has concerns that they cannot facilitate a fair or unbiased process, the adaptable 
resolution coordinator must report those concerns to the Civil Rights & Title IX Coordinator and 
a different adaptable resolution coordinator will be assigned. Similarly, a complainant, a 
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>I5))%+6 K+8")'&)'"(N An indirect, facilitated conversation individually with the 
complainant, the respondent, and/or other participants to discuss experience and 
perspective and explore interests while working towards meeting expressed needs. This 
negotiated process does not require direct interaction between the parties or the parties and 
other participants, but rather, independently, with a coordinator. 
!'/7%+6 "96 E77"5()&C'%')06 R!3ESN A facilitated interaction between the respondent and 
College faculty and/or staff designed to provide accountability, structured support, and the 
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necessary to facilitate the resolution, the College may be required to produce records created 
during this process in response to a judicial subpoena or a FERPA educational record request. If 
adaptable resolution is stopped prior to completion, statements made by a party in adaptable 
resolution may not be used in a disciplinary resolution process related to that matter.  

K7,<#,:$%&;%0%7"%/&3.&'1#%.C%1#"31/&>3.&#9%&B3$$%F%&B300+1"#@&
In addition to interventions applied to the respondent, and regardless of whether the College 
pursues a Disciplinary Resolution or takes other formal disciplinary action, the Civil Rights & 
Title IX Coordinator may find it helpful or necessary to request or require the respondent or others 
to undertake specific steps designed to eliminate the misconduct, prevent its recurrence, and/or 
remedy its effects. Examples include, but are not limited to, the following: 

• Requesting or requiring a College entity to provide training for its staff or members; 
• Requesting or requiring the respondent to receive training; 

• Continuing any of the protective and supportive measures previously established; 
• Identifying the need for any additional or ongoing measures, supports and remedies; or 
• Revising College policies, practices, or services. 
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Appendix D: Student Sanctioning Procedures 

If a report proceeds through Disciplinary Resolution and the respondent is found responsible for 
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The Civil Rights & Title IX Coordinator also has the discretion to review any interim protective 
or remedial measures to determine whether they should be changed or are no longer applicable. 
The Review Panel will issue a determination on sanctions and the parties will receive notice of the 
determination within five (5) business days of the Review Panel’s receipt of all materials in the 
case. For cases involving allegations of Title IX Sexual Harassment, the Review Panel’s 
determination regarding sanctions will be included in the Hearing Officer’s written determination.  
 
Any one or more of the sanctions listed here may be imposed on a respondent who is found 
responsible for a violation of the College’s Sexual and Interpersonal Misconduct Policy. Sanctions 
are assessed in response to the specific violation(s) and any prior discipline history of the 
respondent. Sanctions are effective immediately. If the respondent appeals the findings contained 
in the Final Report, the sanctions will continue in effect during the appeal. The sanctions may be 
lifted only if, as a result of the final outcome of the appeal, the respondent is found not responsible 
for one or more of the original policy violations submitted to the Review Panel.&
 
U"/#&3>&83//":$%&),16#"31/&
Any one or more of the sanctions listed below may be imposed on a respondent who is found 
responsible for a violation of the College’s Sexual and Interpersonal Misconduct Policy. Sanctions 
not listed here may be imposed in consultation with and approval by the Civil Rights & Title IX 
Coordinator.  

!&#$5,6!"##5(')0N 
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its transcripts and degrees or to deny a student participation in graduation ceremonies and 
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Appendix E: Faculty or Staff Member Sanctioning Procedures 

If the respondent is found responsible for a violation of one or more of the College’s 
antidiscrimination policies, the Disciplinary Resolution process concludes with the imposition of 
discipline. If the respondent is found not to have violated any antidis
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true the finding as to whether the alleged conduct violated the Sexual and Interpersonal 
Misconduct Policy. The parties will have the opportunity to submit an Impact Statement to 
the Hearing Committee, and the Hearing Committee will review the parties’ Impact 
Statements, and all other materials in the case (redacted as necessary and appropriate), 
including the Hearing or Investigation Outcome and attached appendices, in assessing the 
appropriate sanction.  
The Hearing Committee’s review is documentary only and no hearing is held. Following 
standard practice, the Civil Rights & Title IX Coordinator will be available throughout 
deliberations to address questions about the Sexual and Interpersonal Misconduct Policy 
and related procedures. Any decision to warn, reprimand, or dismiss a faculty member 
requires a two-thirds majority of the members conducting the hearing, the vote in each 
instance to be taken by secret ballot.  
The Hearing Committee will make a recommendation to the Dean of the College, subject 
to her or his approval. Acceptance of the Hearing Committee’s decision will normally be 
expected. The Civil Rights & Title IX Coordinator will notify the parties of the Hearing 
Committee’s decision in writing. The Hearing Committee’s decision on disciplinary action 
may be appealed to the President by either party. An appeal must be submitted in writing 
to both the Civil Rights & Title IX Coordinator and the President within five (5) business 
days of receipt of the Hearing Committee’s decision on disciplinary action. When an appeal 
is filed, the other party will be notified in writing and then have five (5) business days to 
respond to the appeal. The parties will generally be notified in writing of the outcome of 
the appeal within ten (10) business days of receipt of the non-appealing party’s response 
statement. 
The President will transmit to the Board of Trustees the full report of the Hearing 
Committee, stating its action, and/or her or his decision after an appeal. If the Board of 
Trustees chooses to review the case, its review should be based on the record. The decision 
of the Hearing Committee will either be sustained or the proceeding will be returned to the 
Hearing Committee with objections specified and with or without suggesting a different 
decision. In such a case the Hearing Committee will reconsider, taking account of the stated 
objections and any other decision recommended, and receiving new evidence if necessary. 
It will frame its decision and communicate it in the same manner as before. Following 
study of the Hearing Committee’s reconsideration, the Board of Trustees will make a final 
decision. The Dean of the College, all members of the Hearing Committee, the President, 
and the Board of Trustees will complete Title IX training facilitated by the Civil Rights & 
Title IX Coordinator prior to commencing any role in any case under the Sexual and 
Interpersonal Misconduct Policy. 

E77"##"-&)'"(,6&(-6K"(4F',7'$%'(&/0B6E-#'(',)/&)'A+6P+&,5/+,6
In addition to, and independent of, the results of the investigation and disciplinary process, the 
Civil Rights & Title IX Coordinator



65 
 

Appendix F: Appeal Procedures 

Appeals of hearing or investigative outcomes may be filed by either party. Appeals must be sent 
to the Civil Rights & Title IX Coordinator within five (5) business days of receipt of the Final 
Report. When an appeal is filed, the other party will be notified, in writing, and then have five (5) 
business days to respond to the appeal. Any party’s decision not to submit a reply to an appeal is 
not evidence that the non-appealing party agreed with the appeal. 
 
The appeals process is documentary only, and no hearing is held. Either party may file an appeal 
of: 1) a determination regarding responsibility; and/or 2) the Civil Rights & Title IX Coordinator’s 
dismissal of a formal complaint or any allegations therein from the Title IX Sexual Harassment 
process as outlined in Formal Complaints, Dismissals and Appeals of Dismissals, on the following 
grounds:  

• Procedural irregularity that affected the outcome of the matter; 
• New evidence that was not reasonably available at the time the determination regarding 

responsibility or dismissal was made, that could affect the outcome of the matter; and/or 
• The Civil Rights & Title IX Coordinator, Investigator(s), or Decision-maker(s) had a 

conflict of interest or bias for or against complainants or respondents generally or the 
individual complainant or respondent that affected the outcome of the matter. 

 
The Civil Rights & Title IX Coordinator will appoint a trained Appeals Officer and will notify the 
parties of the appointment in writing. The Appeals Officer will not have any actual conflict of 
interest or bias and cannot be the Hearing Officer, the Investigator, or the Civil Rights & Title IX 
Coordinator. The parties will have five (5) business days to object to the Appeal Officer’s selection 
on the basis of bias or conflict of interest. Any objection is to be in writing and sent to the Civil 
Rights & Title IX Coordinator. Should the Civil Rights & Title IX Coordinator determine that 
there is a bias or conflict of interest, the Civil Rights & Title IX Coordinator will remove the 
appeals officer and appoint another. 
 
The role of the Appeal Officer is limited. Appeals are not intended to be a full rehearing of the 
complaint and are confined to a review of the Appeal Record for the grounds stated above. The 
party submitting the appeal carries the burden of proof to demonstrate that either the procedural 
irregularity, the proposed new evidence, or the alleged bias affected the outcome of the matter, or 
that the decision of the Decision-maker was arbitrary or capricious. The Appeal Officer will 
determine whether any grounds for the appeal are substantiated. The Appeal Officer may deny the 
appeal, or if one or more of the appeal grounds have been met, may: 

• Return the case to the original Decision-maker for reconsideration; or 
• Appoint an alternate Decision-maker to review the case. 

 
The parties will generally be notified in writing of the outcome of the appeal within ten (10) 
business days of receipt of non-appealing party’s response statement. The Appeal Officer’s 
decision is final and is not subject to appeal. 


