Title IX Personnel
Team Training

ot No person in the United States shall, on the basis
; of sex, be excluded from participotion in, be
e e e denied the benefits of, or be subjected to
P S e discrimination under any education program or
gﬁ:n‘gr‘js': e e s T aclivity receiving Federal financial assistance.
© Adoms and Reese

201.5.C 1681{q) Title IX Educotion Amendments of 1372

Major Provisions

Website and

+ Define Title IX sex harassment +  Claity thot recipients ore not required

to deprive individuals of rights
+ Specily when schook ate obligated lo guaranteed undst US. Canstitution Handbook
respond do sax harassmant ollegations when responding 1o sexual horassmen) .
7 Impose ganerol standard for chaim under Titlg X N O h [CE
sufficiency of rasponsa & requirements v Acknowledge inlarsection of Tille 1X, :
for response (ex. suppartive measures} titte Vi1, and FERPA and legol fights of ke guiremen 1s
+ Establsh procedural due process paranis ta ac)
protections that must be in grlevance 7 UpdateTille IX Coordinotor
process dasignalions, notice requiramenis. ond
«  Alfism OCR's rola in monitoring Tile IX policy distritwtion
camplionce + Prohibif retatiation
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Complainant
=4 ]
e ; < How fo recognize and
eliminate bics for or against @« How to conduct an
complainant or respondent invesfigation and grievance

+ How lo recognize and [SeIER
eliminate conflicts of interest v How to prepare an
The individual who is alleged The individual who has been + The definition of sexual investigation report
fo be the victim of conduct reported to be the perpetrator harassment under Title IX +» How to be a decision maker -
fhat covld constitute sexual of the conduct that could both initial and appeal

harassment. conslitute sexval harassment. < The “scope of the School's

program or activity”
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state mind where the :.’:251- 55 COMSGious of
person has a min;"+ keep an openy
predispaosition in favor oward botyy
Pﬂr‘th

of or against someone
or something. e

Al s K

Requires examination of the particular tacts
of a situation

Apply an objective. *common sense
approach to evaluating whether a parlicutar
person serving in a Title IX role is biased.

Exercise caulion not to apply
generalizations that might unreasonably
conclude that bios exst

*whather a reasonable person would believe
blos exists

WA v FLEL AL e

is this important?

® ® e o o8 * e

The grigvance process provides that the declston may be
overturned an eppesl by ihe appeal decision maker if the Tille IX
Coordi K igator(s) or decision maker(s) had a conflict of

intereat or bias for or against complainants or raspondents.
genarally or the individual complainant or respohdent that
affected the oulcome of the malter

Arany ek RALE v
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Example: Can't assume alt complainants are viclims or
all respondents ara wrongly accused. Must listen to all
facis presented,

Conflicts of Interest

a conflict between the private
interests and the cfficial
responsibilities of a personina
pasition of trust

Al 250 RIAH ur

A Iraining opproach that encourages Title 1IX
personhel to "believe” one party or the other would
T fail to comply with the requirement thot Title 1X
Training - Py a

personnel be trained to serve imparticlly, and

Impartiality

violate the regulalions preciuding credibility
detemminalions based on o pariy's status as a
complainant of respandent.
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Today's

Theme - Fair
Process

Members of the
Title IX Team

Title: IX Coordginalor
Dismissals

¥ Faciifator
Invesiigator

Initiaal Cecision Maker
[separate pesson(s))

Appeal Decision Maker
{seporate uersonfs)]

Definition 1
Quid Pro

Quo
Harassment

parties should be treated with equal dignity and
respect by Title IX personnel

the credibility of any porty, as well as ultimale
conclusions aboul responsibility for saxual
harassment, must not be prejudged and must be
based on objective evaivotion of Ihe relevant
evidence in o particular case

In summary, fraining matetials thut promote the
application of “profiles” or “predictive behaviors"
to parliculor cases would likely run contrary to the
regulotory requirements of foimess.
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< Must have a Tilie X Coordinator,

+ Can oulsource one or more of the
olher jobs.

< Only overlap In dulies can occur in
Tille I1X coordinator, dismissals,
Tacilitator, and investigalor roles. (Best
practice to separate some of these
jobs.)

A v FFiy
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this for Hogis

+ An employee of the recipient (i.e.

educational inslituiion such as a schoaol
district/LEA that receives federal funds)
conditioning the provision of an aid,
benefit or service of the educational
institution on an individual's participation
in unwelcome sexual conductk:

St.rlve to serve Inipmﬂnlty

#  avon:

prejudgment of the facts ot issue,

conffict of interest ond blas, and

sex stareotypes

A asd Bk ar

What is Title IX Sexual

Harassmente

®*®® - o

Titke 1X has more

& o eoee

Ihan one definilion of sexual

harassment. Under the law, it s conduct on the
basis of sex that meels one or more of the

Definition 2: .

Hostile
Environment

following:

Most Commoy,

Unwelcome conduct determined by o
reasonable person fo be 5o severe,
pervasive, and objectively ofiensive that it
effectively denies a person equal access
to the educational institution’s education
program or aclivity:

Arwng s RE L L



+ "Sexual assault” as defined in 20 U.S.C.
1022{t}{6)(A) {v).

+ "dating violence" os defined in 34 U.S.C.
E2291{a){10), "stalking"” as defined in 34
US.C. 12291{a}(30}, or

Definition 3;

Statutory

* "“domestic violence" as defined in 34
US.C. 12291 {a}(8)

What is an "Education Program or
Activity"?

[ B B BB - BB B R N N N
Any location, event or circumstance over
which the School exercised substantial control
over both the respondent and the context in
which the harassment occurs, This is o foct-
specific inquiry.

Actuat Knowledge activates
District's/LEA's Tille 1X response
reguirements

#iriggered

A o L

Definition 2; Hostile Environment

Requires the most analysis,
generally, to determine if the
allegations "meet"” the
segmenis of each description

A qoas WA e

what is “Actual Knowledge”?

V|

*Actual knowledge” of sexual
harassment is nolice of sexual
harassment or allegations of sexual
harassment 1o ANY EMPLOYEE

Mgy dodk RS

A
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Which are e et
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Examples of N i P i
Actual
Knowledge?
; shudents uting cffensive
24rs 10 an LGBTG
student




Title 1X Coordinator

1, Has copacity 1o coordinate School's Tille IX
program and ensures complionce;
2. Recelve and coordinate prompt ond

equitable rasponses to bath reporls and formal
comploints of sexual harassment;

3. Meet with comploinonts ond Inform the
parent/guardian once you become awaie of
allegations of conduct thal cauld conslitule
saxual horassment os defined in Title 1X;

4. Identity ond implement supporlive measures;

5. In certain coses, sign formal comploints;

4. Engoge with the paranisfguardicns of
parties ta any formal cornplaind of sexual
harassment;

7. Coordinate with Tifte X team to ensure thol
1he $¢hool othenwise meals ils obligalions
associaled with reports and complaints of
sexual harossmant:

A
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The Title IX Process

A Complete Waik Through

Wha'f" To dO, whﬂl’] +o do

So you've
received

a reponiss
Nnow "
whate

it, and whe is

résponsible for i+

# The Coordinaior must meet with
complainant, offer supportive measures
[available whether or not files a formal
complaint) and consider wishes of
complainant as to supportive measures,
explain how to file a formal complain

Hotel

A ‘jrep.oﬁ’ of sexual harassment
is different from a "formal
d_complainf’ and each requirs
ifferent actions o1 the part of
the Schoel,

Title IX Coordingtor, cont.

12, Work with School to ensure appiopriate
training of all employees and students in
aceordance with the iralning requirements under
Title IX;

9. Monitor lormal complaint process o ensure
proper nolices are provided and sleps are
taken in proper order;

10, Datermine, in emargency silualions,
whether an individuolized sofety ond risk 13. Develop and implement syslams to
analysis Is required with regard to arespondent.  maintain Title X records ond data tor a
11. inform school leaders of any reported period of soven years;

employee raspondents s¢ that any required

reports 10 Lowisiono Dept. of Educalion maoy be

made:

T " o
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Reports of Sexual Harassment

Repots are just that - reports of
harassment or suspected
harassment, which are received by

the Title IX Coordinator.

A 25t REWL 1

What are "supportive measures’'<

Supportive measures are non-disciplinary,
non-punitive, individualized services
offered as appropriaie and withoul

charge to a complainant or a respondent
before or after the fiing of a formal

complaint or where a complaint has not
been liled

Apus s BRI e



what are "supportive measures’?

(Conknwed)

Supportive measures should ba designed
to restore or preserve equal access to the
educational program or activity without

portive unreasonably burdening the other party
for exampl ; s;t:“ \ere f N
W\Gﬂsur:“ T&S'Pa“dm fro:‘d #
removes 1E L J e consider b
an punttiVe: "{ il

ATt Al B
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Schoel must freat complainants and respondents equitably by:

. Offering supportive measuras to a complainont and respondent,
ond
2. Following a grievance process BEFORE imposing any disciplinory
sanciions on a respondent, and
3. Provide remadies o complainant AFTER determination of
responsibiity of respondant

School may place emplioyee respondents on

Tille IX administrative leave — only available
AFTER a formal complaint is filed.

Must respond promptly to actusl knowledge of sexual

harassment in an education program or activity in a
manner that is not deliberately indifferent
School is deliberately indifferent if its response is clearly
unreasonable in light of known ¢ircumstances

A bk nbals W

. School conduck on indviduaiized solety and ask onalysis, and

. Detenmines ihat an ermeargancy removal [s necassary to protect a studend of other

individuo! from on imenadiole theoal to physical health o sately

. Must pravide respondent wilt nolice and an cpportunity 10 challenge ihe

dedision immediately atter removal

. Canimplemenl immediate remevol wilh regord lo both sludent and employee

respordents

A, Ao BAR oL e

Formal Complaints

A Formal Complaint Is a document
filed by a complainant, the
complainant's parent/guardian, or
signed by the Title IX Coordinator
alleging sexual harassment against a
respondent and requesting that the
School investigole the ollegations.

A xR iy



The Coordinator must promplly
send written nolice to ol porties at
the same time. The formal
grievance procedure must now be

So you've

received d followed.
formai | " | Notel
complaint...
now whate

This uo-hae Must be provided +o
partes prior +o initial nterview
) the Investigator so +he
Parties can prepare andfor have
A parewt/guardian adfor
advisor present.

At wag Riise

The foowing provisions govem fhe School's
Titie IX Grlevance Process:

1. Tha School treals complainants and respondents
equilably by

providing remedies to a comploinant gfigt o
determination of responsibllity for sexual
harassment hos been maode agains! o
respondent, and

by [oliowing this grievance process bofore
imposing any discipinary ganctions or ciher
aclions that are not supportive measures agains!
a respondent

What is a formal
grievance
procedure?

Remadies must be designed to reslore or prasarve
equal access 1o tha distict's/LEA’s ediscation program
of aclivity. Remedies may Include supportive measures,
bul may also inckide punishing respondent

At AL R s

4. There is o presumplion thot the respondent Is not
resparsible for the obeged conduct unil o
datemsination regarding responsibiity hos besen
made at Iha conclusion of the griavanca process

" 5 the School provides reasonably prompd lime frames

W h atis o fO nm O| for compleling the grievonce process, including a
. process 1o occommadaote permissible dekays.

grievance 4. Fhe School identilias disciplinary sonctions ond

procedure2 remedies that may be implementad. Empoyes

H? L i sanclions - oclion up 1o and including suspension of

s temination. Student sonetions -student code of
conduct consequences, up fo and including
suspansion or expulsion.

ADauE app R

Written Notice must contain:

-

3, astotement ihat the respondent i presusmed
nol responsible [or the alieged conduc) and
that a dslemmination ol responsibidy is made al

2. nolice of ihe oflegations potenticly the conciuslon of the grisvance placess;
conslituing sexual harassmant, including: 4, notice thal he poriies moy hove on odviior of
thek chelce (may or moy nol ba on attomay)
ond may inepect ond review avidencs;

5. idaenfity proviskons of code of conduct that
profibit krowingly providing fosn
siaternentsfintormatian.

+ dale and location of incident it
e L o o

Wikl A BIEL

notice of the grlevance procedure,
including infermol rasolution process;

identity of the porfies(if known):

3

conduct aliagadly constituling sexual
harassment undar Title X

o

2. The Schoal provides an objective evaluation of all
ovaikable evidence without making crediblity
delerminations based on a parly's status as
complainant. respondent. of withess

3. The School ensures 1ho! ne member of the Tille IX
Personnel leom has a conflict of inferest or bias for or
- ogainst either the complainani or he respondent.
grievance Ihe School further ensures Ihat fraining has been
provided individuals hotding Title i jobs re: definition
PTCCEdUTEE of Title IX sexual horassment. scope of the
1f districi's/LEA's pragrom of aclivity, how to conduct
an investigation ond grevonce process, hearings
[hearings not requirad in K12 under TIX progess),
oppedls and informal processes,

what is a formal

Al et ‘::\{_l!l'\- ur

7. The School odopts an allowable standard to
determine responsibiiity. |Ether e prepondarance
of the avidence standard OR the cleor and
convincing standard].

A 5. The School pravides on appeal option. Either porty

What is a formal may appeal.

gri evance %. The Schoolidentifies a range of suppoitive meoswres.

10, The School disollows evidence or quesfions thal
proc edure? constitute or seak legally privisged Informalion,
o0 1) unless ihe privilege is woived.

LW oW -
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A Formal Complaint mgy be dismbsad it

+ complainant notifies lhe Tiffe IX Ceardinalor at any
lime thot hefsho wishes 1o wilhdrow the complaint
or on afegalion.

wWhen is < il thes respondent*s emrolliman of ernployment ends

n " or

dISfTWISSCﬂ Of a # If specific chcumstances prevent the aducational

formal institulion from gathering evidence (e.g. possage

of severcl yeors between complaint ond alleged
conduct. non-cooparation of complainant, etc |

F o o4 vt
e of digmissal 0
NO: ‘“_ o otk Pm—H&S.

e TEASENS for 1
e and chaws 2 9PF

complaint
discretionary?

ADaut ALD KLESE us

Informal Resolution Facilitator

Jo¥ o .
A Taidgl Dismissal of Formal Complaints

The person whot handles this job evaleales the
allegations 1o determine whether Ihe formal
complaint Must be dismissed or May be dismissed
The job could be held by o seporale person or by
the Title iX coordinator or the investigator

Ay as KW

A Formal Complaint mugt be dismissed If
¥ the afegalions do not constitute sesudt
harassment as defined.
A + did not ooew in the Schodl's progiam or activity or
when is ¥ did nol occw againsl a parson in the United States

dlSlﬂ 550' Of d * The some Nolice of dismissal must be provided fo
formal both parties, a5 with discretionary dismissal

complaint

mandatory? notel

565
Dremissal for Title TN purpes
dogow't precinde possivie action
wnder anether provision of the
Sonoet's code of conduct.

ADAS AN RIS e

wWhat is “informal resolution”2

The person who conducts the informal resclulion process. Also
referred to 0s o mediator. This job could be handled by a separate
pearson. by ihe Title IX coordingtor of by the investigalor. If the
investigator handtes the infarmal resolution, remember that either
party can withdraw from informal resolution and resume the
grievance process wharever it wos left, which could be in the
investigotion stage.

Mgkt sy P

School may offer to taciitate an informal medialkion that does not
1equire a tull investigotion. This can be offered at ony polnt after a
formal comptaini has been filed.

. e I ,'-:-' 1 + Both parties recaive wrilten notice of 1heir fights and provide wiitlen,
LA MO voluntary consent.
| 4o 0776 + Cannol require 1he waiver of the righl 1o formol process as o
condilion of employment, confinuing empioyment, enrolment or
continying enrolimend.
+ Canhot be offered if allagotions are mode ogainst an employee by
0 studeni,
+ Right to withdraw from the informal resolution process and resume
the grievance process ol any tima, Anasts AND REEYE oo
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. Providing both paries and Iheir advisors, it

The Formal ““‘}f
Complaint

* The Title IX Investigatar must now
investigate the Formal Complaint in
accordance with the Title IX regulations and
the School's grlievance procedures.

does net get
dismissed...
now whate

¥ As the person with the "burden of proof,”
the Investigator has a duty to prove or
disprove a disputed fact. Neither of the
~at i pariies has to prove anything in the Title IX
(@ 1~ process - this is your duty.
“"burden of
ool dewit {whether
The sM“d": d of :V‘ ~glear an
sproponder plished v S0
convine ey ") T‘rﬂ are rodl r&d to
s policy 15 WhA 4_‘: varden of Pr
prove mee

Title IX Investigator, cont.

7. Preporing a written Investigation report that
faidy summasizas 1ha relavant evidence and
providing the report to the parties and their
advisors af least 10 days before a
determination of responsibRity For review ond
witten resporas,

any. an equal opporiunity to review all
avidence that Is direcHy refated to the
oliegations In the formol complalnt. including
avidence on which Jhe Schodl does not
intand to rely and ony sxculpatory or
inculpalory evidence lrom any sowcar must
be provided prior to the camplation of tha final
Investigotive reporl and In time fo give the
parties ot least 10 days to submit o wriiten
response, which investigalor mus! consider
before complating the investigation report:
ond

AbAsL T RILSE

2. Providing an equal opperunity for both

3. Maoking sure 1hol bath parties hova the obilly

Title IX Investigator

1. Ensuring that ihe burden of preof and
gotherdng evidence resh on the $choo! (le.
you) rolhar fhan the porties;

4. Ensuring thal the paries have the saome
opportunity ko have an odviser (who may be
an oftomey] present duing allinterviews ond
proceedings. A student may have both a
parenl ond advisor present;

5. Providing written notice lo a party who s
inviled or expected to atlend cny interview of
meeling. including the date, fima,
paricipanis. purpose. and kocation, with
anough limw to allow Ihe party and odvisor il
obtained) to prepare to porticipate;

partias to present wilnessas and evidence:

o ditcuss the gllegations or gather and
praseni evidence - for sxample, can'y
perohibil the pariies from tatking to witnasses
ta obtain evidencs in support of thelr
position

ARANY 5D R

= You cannot lell parlies not to discuss the
Title IX investigotion, allegations. or evidence.
what do you mean

"both parties have
the ability to discuss
the allegations or
gather and present
evidence"?

»The porties musl be able to discuss the
invesligation, allegations, or evidence for the
purpose of gathering additional evidence.

»You can still warn parties not to discuss or
disseminate the allegalions in a manner that
constitutes retatiation or unlawtul tortious
conduct {ex. defamation, libel, slander).

* You must categorize the evidence as “relevani™ or
"imglevand,” and "incuipaiory” and “exculpatory,”

= At least 10 doys befars finalizing the investigation repert,
you musi prowde ail of this evidence — anything thol is

You think you've d fo 1he allegations - ta both pariies and their
adviors.
completed your

ePorties ore given 10 doys 1o provide wiitten responses fo
this evidence, which must be incomoroted inlo the final
invesligation report

investigation. ..

now whate
' Tite IX requires trays T
must be balauced wrl";l‘a F?;'?:M
- concerns. Establish best practicest



Irrelevant Evidence

{"Evidence on which the school does nof infend o refy”)

OOy oo

Ul any information related t

o the
you do not think it is important or
Bvant evidence, You £an leave out
068 not relate lo the allegations.

You cannot Isave o
allegations, aven i
probative. This Is irraf
evidence that d

AIWYLLL b L o

= Follow up on wilness stalements that don' contain
Information Inilially stated in the inlerview

»Follow up with porties/witnesses if you learm
information from a later witness about which you
need lo ask someone you've already interviewead

Investigation
Best Practices

=Nolify porenis/guardions - parents/guardians have
ihe "right to acl” on behalf of alf students who are
parties

# Tha Investigotor finalizes the formal investigation
repor.

10 days have
passed since
submitting the
evidence...
now whate

¥ The investigation report should faily summeorize cll
relevant evidence.

»Evidance is relevont if:

#It has any lendency te moke a foct more o jess
probable than it would be without 1he evidencs. and

»Tha fact is of consequence in delemining the oction.

Inculpatory & Exculpatory Evidence

respo
ateged = S eqations.

¢ Detalled notes of allinterviews

rAllinvestigation notes should include comect dales.
times, locotions. poge numbers

»Preland that someone who does not know onything
about tha matter con read your notes and be able lo
undarstand alt the informadion obtained

nvestigation
Best Practices

rimmedictely save any polentically applicable video
foolage

»Be propared to handle issues related to evidance on
phones and legally securing phone evidence

Ideal Investigation Report

Biteri]

SO0 OG - T@ 2000
Surmmarizes the steps you took in the Investigation;
Summarizes what you determine to be relevant evidence;

Includes relevant inculpatory and exculpatory evidence;
Shows that you considered parties’ writlen response re evidence
and covers whelher report compaort with/contradicl olher evidence;
Does not make finding of responsible/not responsible;

Coan make credibiity assessments by evaluation of evidence, though
the decision-maker is not bound by assessment

Ay, Ny L v



Title IX Initial Decision Maker
¥ Title IX compliant hearings are not required in K-12
educational instilutions for Title IX formal complaints.

The Inillal Declsion-Maker receives the final wiitten
investigation report from Ihe Investigator, and makes a
decision regarding the detarmination of rasponsibility.

Bafore the Initiol Decision-Maker determines whelher the
respondenl is responsible, the parties have ten days lo
review Ihe investigation report and prepare a wiitten
response jo be pravided to the Inilial decision-maker.
The parties are also permitted to submit written questions.

E AP 34D RISt e

Hearings

At wnls RALE i

Initial Decision Maker, Cont.

» After the School has sent the investigolive report 1o
the parlies and before 1eaching a determinalion
regarding respenaibility, the decision-maker must
provide sach party the opporiunity to submit written,
relevant questions that The party wants asked of
dnother parly or withess, provide each party wilh the

Wr | TT 25 answers. ond provide for limited follow-up questions, Aftar Ihe exchange of wiitien questions
o ivil il Helaly
Questions > You moy place reasanably lmils of witten questions. b Toa il Dacison Moker fiues a
aslong os limilalions are applied equilably. final determination of responsioiily.
2 A sl BRI ur
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The decision-maker has to:

Written Determination of Responsibility

»Make an independent decision.

The writtan Determination of Responsiblity 4. Include conclusions regarding cppbcation
must: of the code of conduct to the focts: D e Ci S-I on kAddress the things that come AFTER the investigalion
1. Idemsi;y :he Ohﬁ:iom that :)olegti:llfva 5. Include o statement ol. and a rationcle report
consiitute sexual horassment as deline tor, Ihe resull s to ench dlegation, Includin . 5
in the amendmenits; o delerminotion of !espons:b%ilv, any ? M a ke r :‘Wn:ll_en :?Sponsgzm S A IO T )
. : , v ofion re
2. Describe the Schaol's proceduralsteps  scipAnary sonclions imposed upon the Reminders! et e

; - respandeni, and whether remedies to
foken from the receipt of the complaint restore of praserve equal acces lo the

lo the determinatior: School's education program or aclivity wil
3. Include findings of toc! supporling the be provided to 1the complainant: and
CUEGTIL 2 &, Includes procadures for appeals.

=Wrilien questions come after the invesligotion report

ADAUS AN REESLes aeprarery s B oo



Both parties have the right to
apped
a determination of
responsibility and
21 the School's dismissal of o
formal comploint

far the following reasons;

Adwoas st Kt e

Retaliation

PO oeg : L N ]
Retaliation is prohibited
. ¢ against any person fc
pL;rg;s::‘ c:)r ;?tli:ffer:ng with Title 1X rights or bec:r:st:athe
pated, of refused 1o partici
. pate, in
manner in a Proceeding under Title 1X mguleh‘o::y

AT A REO

Record Keeping

e O 0 P 2 S O0OO00

The Schoo! must keep records related to reports of sexual
harassment for a minimum of seven years, including
investigalion records, disciplinary sanctions, remedies,
appeals and records of any action taken, including
supportive measures.

The Appeal Decision Maker:

»Reviews the determination of responsibility and
receives tha notice of appeal.

»Provides both porlies wiitten nolice of the appeal

Appedl

»Provides both porfies an equal opportunity to submit
a wiitien statement in support of, or challenging, the
determinalion of responsibiity.

Decision
Makers

»Provides a written determinalion on gppeal
simultaneacusly to bolh parfies,

»The Appeal Decision Maker can overturn, affirm, or
modify the final written detemination.

drsay Ao WAL

Confidentiality

o9 TGO

The School must keep confidential the identity of o
person who complains of or reporis sexual harassment,
including parties and witnesses, except as permitted by
law to cany out the purpose of the regulations with
regard to conducting an invesfigation into the
complaint.

A s s B o

The Coorginator is responsible tor record

keeping:

»Records should reflect that the School's response was not
delberately inditieren! and thal megsures were jaken o
reslore of preserve equol access o the education progrom
oF activity.

Tlﬂe |x Il {ha School does not provide a complainant with

supportive meosures, the School mus! dogumend the
reasons why such ¢ rasponse was not cleorly urveosonable
in fight of the known circumstances.

Record Kee pIng #The School must also regin for seven years any malenols
uted lo #ain Tille IX Coordinators, invastigotors, decision-
makers and ony employee designated to loclilale on
inforrmal process.

Coordinator

#The School musi post ralning materials on the School's
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OCR’s Role?
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