Non-Discrimination, Harassmentand Retaliation Policy

Policy/Procedure

Eliminating All Forms of Discrimination

Dickinson College is an intellectual and social community that values justice, free inquiry, diversity,
and equal opportunity. It is a fundamental policy of the college to respect pluralism, civility and

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

This Anti-Discrimination, HarassmerandRetaliationPolicy is intended to keethe college in

compliance with state and federal laws and regulations, including but not limited to the Pennsylvania
Humahe same subject matter. Therefore, i f Dickinson has any

other policy or procedure that more specificaddresses any of the issues outlined herein, the more
specific plicy or procedure controls. Any conflicts between pear proceduresill be resolved by

the vice president or provost over the division in question, in consultation with general counsel.

Dickinson College provides equal employment opportunity for qualified applicants and employees, as
well as equal opportunity for all individuals peking in its academic programasd activities - and
promotes the full realization auch equal opportunity thugh positive, continuing programs in every
department. This commitment appltesnot just college administrators, but also every member of the
Dickinson community, as we are all chargathwespecting the rights of others. To this extent, even
when not specifically required to do so by law, Dickinson implores its community to be respectful of
each other and to not harass, discrimipatethewise exhibit bias against each other on thsibaf

any immutable (or alternatively, not easily changed) characteristic. Aswachust all workogether

to ensure aatinued succss of these ideals, whether legally mandated or aspirational in natuse. Wh
follows are the proceduratgs Dickinson College will take to provide for the prompt, fair and
impartial consideration of all complaints discrimination harassent and retahtion

Eliminating All Forms of Discriminatory Harassment

Harassment basl upon a person’s raamlor, national orig, sex, disability, religion, age, veteran

status, gender identity or expression, sexual orientation, or any othetgut@lass isstrictly

prohibited. These characteristics are personal in nature and are protected under federal and state laws.
The colege prohibits all forms of harassing conduct based upon these protected characteristics. No
person should beaubjectedto harassmeror discriminated against because he or she is a member of a
certain group.



Certain conduct that may constitute discrimorg harassmenncludes, but is not limited to:
preferential or derogatory treatment based upon protectedotbidtcs; using sgere or pervasively
insulting or degrading language that would reasonably offend members of a given race, color, national





https://www.dickinson.edu/info/20043/about/3697/report_a_concern

mediation /facilitated discussion within ten (10) working days of thee®tgrhe conciliatomwill

facilitate tre discussion betvem the @sputing parties to help find a mutually agreeable solution to the
conflict. The conciliator may make recommendasiam how to resolve the dispute but will not

impose a solution, W not share any of the recommendations to resolve proffered by anyone involved
in the process, and will not be subjected to being called as a witness by either pdatgirhearing,
grievance or similar process. The mediator will keep no recorde grbceedings except for a

general document outlining whether the parties participated in the conciliation and a copy of any
negotiated agreemergached by the pags At any time duringhe processeither with or without
reaching an agreemerat pary may opt out and request to proceed with a forcnaiplaint.

Formal Complaint

A formal complaint requires an appropeatollege dicer to carry otia thorough investigation, to
determine the facts of the case, and, where discrimination or harasssentinred,d take
approprate actions which may include disciny and corective actions designed to prevent future
occurrences. This is the proper course of adfieither party is dissatisfied with tleeitcome of
informal processes, or if formal charges &led without pursuing informal resolutions. While
comphints can be taken to a myriad of collegaders, generally thelfowing positions will be
involved with the cases as referenced below:

e Complaints concerning sexual harassment and miscondué X Coordinator
o Contact Information: Kat Matic, 717-254-8316, TitleIX@dickinson.edu

e Complaints concerning studensébility accommodations - Director of Access and Disability
Services
o0 Contact Infemation: Marni Jones, 717-245-1734, access@uison.edu

e Complaints concerning all forms of discriminatigrarassmentisability accommodations and
retaliation impacting employees — Director of Human Resource Services
o Contact Information: Dennette Moul, 717-245-1026, mould@dickinson.edu

e Complaints concerning all forms of discrimination, harassramhtetaliationimpacting
students — Chief Diversity Officer
o0 Contact Information: Tony Boston, 717-245-1125, bostont@dickinson.edu

Note tha allegations of sexual harassment are processed in accordance with the Sexual Harassment
and Misconduct paty. If an employee is a comphant or respondent in anededsexual harassment
case, and there is a reasonable ladielieve that the case is govermedvhole or in part by Title IX
reguldions, the Title IX Coordinator will maage the process, and a me&mbf Human Resource

Senices will participate in the investigah process and/or assist with the adjudication of the matter as
a member of the &/iew Panel

Complainants who believe that separation or other protection isssygealung the procss of a
formal complaint or apgal may, as part of theiomplaint or by separate letter, specifically request
that the ollege arrange for separatigmeaning either temporary or permanent reménesh campus
or oncampus physical separation from tespndent to provide adequate sp&c navigate capus



with less fear or concern) or other protection. The investigating officer, in consultatiomevith t
divisional vice president/provost and any otherege employee with a need to know and be involved
in the deision, will determine tk necessity and arrange guch protection pending the completion of
the complaint and appeal. A decision to arrange for suchasiepeor other protection need not be
basd on a finding ofault andshall not be interpreted as a finding of fault. Sati@an may be
especially pudent if a person in a position of authority is alleged to have violated the ¢slage
harassment ahdiscrimination polies

When an allegtion is mae against a faculty, staffr student in positions of authority, there will be an
assessment ragding the individuab ability to remain in their current position and, if it is determine

that a conflct exists, the individual will be either moved to a different position or suspended with or
without pay until the inv&igation is complete and a deion on the underlying case is madibe
assessment will include considerations such as the nature of complaint itself, the proximity and direct
or indirect control or influence between the complatreard the respondent, and thaitability of

temporary dernate assignments that are capable of keeping thelamant as whole as possible

during the pendency of the investigation.

Once the investigation is complete, the in\gesing officer's decison will be submitted to the
appopriate personnel — typila one of the six (§ positions enumerated in thEliminating all Forms
of Discriminatory Harassment’ section - for resolution.

General Considerations

Employees with debilities, who can perfom thecore responsibilities of tirejob with a reasonab
accommaation, should promptly bring their concerns to their supervishese employes shi be
provided with a reasonable accomdation, except where suahcommodation would cagishe
college undue hardship or would prevent the employee frofarpeng the core responsibilities of
their joh We invite employees wittisabilities that rqguirereasonald accommodation to inform
Human Resource Services of theeed for such reasonal@decommodatin. Stidents should bring
their building, educational aess and other acconodation needs to the attention of either the
Director of Access and Bability Servcesor the Director of Equityrad Inclusivity.

If applicants believehiat they have expenced anydiscrimination during the hiring process, during
normal work activities or through other aspects of the work environment, such as cowsiderat
promotion, transfer, rates of pay or through the college’s recruitment, training or selectramfog,
th





https://www.dickinson.edu/info/20227/popel_shaw_center_for_race_and_ethnicity/3406/bias_education_and_response_team/3

Responsibk Division/Office: Human Resource Service©ffice of Gerr



