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Join Zoom Meeting Information
Meeting URL: 	https://clackamas.zoom.us/j/94026902818  
Meeting ID: 	940 2690 2818
	Form revised 10/29/21
	
	MEMBERS IN ATTENDANCE
	




     

	       TOPIC/ITEMS
	Facilitator
	Allotted Time
	Key Points: Provide 50 words or less on expected outcome
	Category

	1. Welcome/Introductions
	Tim Cook
	3:30 – 3:35 PM
(5 min)
	
	☐ Discussion
☐ Decision
☐ Advocacy
☒ Information

	2. 
	
	
	NOTES: 
	

	3. ISP Policies:
Second Read:
ISP 150 – Online Hybrid, and Remote Courses Policy

	Sue Goff
	3:35 – 3:45 PM
(10 min)
	

	☐ Discussion
☒ Decision
☐ Advocacy
☐ Information

	4. 
	
	
	NOTES:
	

	5. Board Policy:
First Read:
GBN/JBA, Sex-Based Discrimination/Misconduct
GBN/JBA – AR1, Title IX 

	Melissa McCormack / Katherine Hopkins
	3:45 – 4:05 PM
(20min)
	




	☒ Discussion
☐ Decision
☐ Advocacy
☒ Information

	6. 
	
	
	NOTES:
	

	7. Roundtable Reports:
ASG, Admin/Admin Professionals, Associate Faculty, Classified, and Full-Time Faculty
	All
	 (15 min)
	
	☐ Discussion
☐ Decision
☐ Advocacy
☒ Information

	8. 
	
	
	NOTES:
	



	     COMMITMENTS

	Date
	Who
	  What
	Committed To
	When

	
	
	
	
	



	    FUTURE AGENDA ITEMS FOR MEETINGS

	     Topic/Item
	Facilitator
	Key Points:  Provide 50 words or less on expected outcome
	Category

	
	
	
	☒ Discussion
☒ Decision
☐ Advocacy
☐ Information



	UPCOMING MEETING DATE
	Start Time
	End Time
	Location

	Potentially October of 2024
	3:30 
	5:00
	RR 110



	       PURPOSE
	GUIDING PRINCIPLES     

	Presidents’ Council makes policy recommendations to the Board of Education and approves all Administrative Regulations. The Council also coordinates college-wide planning and communication, sets goals and strategic priorities, and advises the Executive Team on the proposed budget. 

Presidents’ Council provides the opportunity for staff and student involvement in the development and review of institutional policies, activities, budgets, and performance.
	Presidents’ Council embodies core values of shared governance, which is understood as student and staff involvement in decision making in a climate of mutual trust and respect. The Council’s Guiding Principles include 
Consensus: When making decisions and recommendations, we seek broad agreement on specific issues and the overall direction of the college in service to its mission. 
Transparency: When we make decisions or recommendations, we have a common understanding and ability to articulate and explain what decisions have been made, and the decision process. 
Answerability: As the stewards of communication, we have a shared responsibility for explanation, discussion, and implementation of decisions and recommendations among constituent groups and across the college. 
Engagement: We encourage engagement across the college.



image2.emf
2. ISP 150 Online  Hybrid and Remote Courses Policy_Second Read_PC.docx


2. ISP 150 Online Hybrid and Remote Courses Policy_Second Read_PC.docx
[image: ]



ISP 150

Online, Hybrid, and Remote Courses Policy



PURPOSE



Establishes the standards for online, hybrid, and remote courses (see ISP 151 Course Modalities), aiming for best practices and teaching and learning. Especially important are the ideas of designing, starting, communicating within, managing, and improving the course.



SUMMARY



Online, hybrid, and remote  courses are equivalent to face-to-facein-person courses in content and quality, including equivalent contact time expected for the credit hours of the course. To help students achieve the learning outcomes, online, hybrid, and remote  courses should be designed with student engagement, regular and substantive interaction (see the Open SUNY Course Quality Review (OSCQR) Regular & Substantive Interaction (RSI) resource), and reflection in mind. Clackamas does not endorse online or self-paced courses that require little or no instructor and student engagement.



To best ensure quality of online, hybrid, and remote courses, all instructors assigned online courses must be given preparation and training. The focus should always be on effective teaching of the material. From the design of the course through its implementation and ending, instructors should strive for substantive interaction and active engagement with all students. If instructors wish to improve their online, hybrid, and remote courses, Clackamas fully supports their professional development in this area. It is imperative that all CCC classes provide high quality and meaningful educational experiences.



STANDARD

1. Assigning the course No faculty shall be expected to teach an online, hybrid, or remote course without preparation and training (see article 12.C of the full- time faculty contract, article  of the  faculty contract [20]). If a department has no set training procedure, it is highly advisable that an instructor contact teaching an online, hybrid, or remote course for the first time.



2.	Designing the course Even before the course meets, instructors should design their courses with consideration for the different parameters of an online, hybrid, or remote class. This includes different for active learning, assessment, and accessibility. All online classes and materials regardless of course modality (see ISP 151 Course Modalities) must comply with both copyright law and both the Americans with Disabilities Act (ADA) and Section 504 of the Rehabilitation Act. Ffor instance, caption , , and so on). Given that students’ primary interface with online, hybrid, or remote the courses will be onlinethrough an online platform, instructors should be mindful of their responsibility to provide course materials that help diverse learners attain the outcomes for the class..





3. Starting the course Instructors have a particular responsibility to establish course expectations in the first week of the class. They should ensure that the course is visible, its content is functional and , accessible, and that the syllabus is prominently available (see ISP 160A Course Syllabus Information and Format for required syllabus content). Students should be made aware of academic and other support resources (e.g. the Disability Resource Center and the ). Instructors should also establish how (and how frequently) students are expected to interact with course content, the instructor, and each other.



4. Communicating within the course Online, hybrid, and remote instructors should strive for frequent, active, and meaningful communication with their students, i.e. regular and substantive interaction (see the OSCQR RSI resource). Ideally, students should receive instructor response within 48 hours (or 2 business days) for emails or discussion board questionsactivities, and within one week for feedback on assignments.



5. Managing the course Instructors should engage with their students through interactive and frequently updated course materials as well as assignments. Instructors should also monitor their students actively, communicating and adapting as the situation requires (e.g. providing notifications to non-participants, intervening to redirect inappropriate behavior, and referring students to resources that might benefit them). Students should be given meaningful opportunities to ask questions and to provide feedback to the instructor about their learning experience.



6. Improving the courseAny instructors who wish to improve their online, hybrid, or remote teaching abilities – at any point before, during, or after teaching a course – can contact. is open to questions about accessibility, technology, and pedagogical strategies, among other topics. Additionally, houses a resource document entitled  that offers strategies for many of the points discussed above..





REVIEW HISTORY



		President’s Council

		Reviewed

		October 19, 2018



		ISP Committee

		Adopted

		October 12, 2018



		College Council

		Reviewed

		June 1, 2018
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[bookmark: _Hlk167368231]Sex-Based Discrimination/Misconduct



Clackamas Community College does not discriminate on the basis of sex and prohibits sex discrimination in any education program or activity that it operates, as required by Title IX, including in admission and employment.  The College is committed to the elimination of sex-based discrimination and/or misconduct in its programs, admissions, services, and intercollegiate activities. Sexual harassment, sexual assault, domestic violence, dating violence, and stalking by or of students, employees, Board members, or third parties is strictly prohibited and will not be tolerated. .



Definitions

The following definitions will be used for reporting, investigating, and resolving complaints of sex-based discrimination and/or misconduct.



Sex-Based harassment is unwelcomed behavior on the basis of sex stereotypes; sex characteristics; parental, family or marital status; pregnancy, lactation and related medical conditions; sexual orientation; and gender identity that is quid pro quo harassment, hostile environment harassment, or the specific offenses of, sexual assault, dating violence, domestic violence, and stalking.   



Sexual harassment is unwelcome conduct of a sexual nature. Sexual harassment can include unwelcome sexual advances, requests for sexual favors or other verbal, nonverbal or physical conduct of a sexual nature where such conduct is sufficiently severe or pervasive that it has the effect, intended or unintended, of unreasonably interfering with an individual’s work or academic performance or it has created an intimidating, hostile, or offensive environment and would have such an effect on a reasonable person.	Comment by John Ginsburg: Old info, I think.  Can come out.	Comment by Katherine Hopkins: I agree


Sexual harassment can also include quid pro quo harassment. In educational settings, quid pro quo sexual harassment is when a school employee explicitly or implicitly condition’s a student’s participation in an education program or activity or bases an educational decision on the student’s submission to unwelcome sexual advances, requests for sexual favors, or other verbal, nonverbal, or physical conduct of a sexual nature. In employment settings, quid pro quo sexual harassment is when submission to unwelcome sexual advances, requests for sexual favors, or other verbal, nonverbal, or physical conduct of a sexual nature is made either explicitly or implicitly a term or condition of an individual's employment; or submission to or rejection of such conduct is used as a basis for employment decisions affecting an individual.



Quid pro quo harassment. An employee, agent, or other person authorized by CCC to provide an aid, benefit, or service under the recipient’s education program or activity explicitly or impliedly conditioning the provision of such an aid, benefit, or service on a person’s participation in unwelcome sexual conduct.



Hostile environment harassment. Unwelcome sex-based conduct that, based on the totality of the circumstances, is subjectively and objectively offensive and is so severe or pervasive that it limits or denies a person’s ability to participate in or benefit from the recipient’s education program or activity (i.e., creates a hostile environment). Whether a hostile environment has been created is a fact-specific inquiry that includes consideration of the following:

(i)  The degree to which the conduct affected the complainant’s ability to access the recipient’s education program or activity;

(ii)  The type, frequency, and duration of the conduct;

(iii)  The parties’ ages, roles within the recipient’s education program or activity, previous 	interactions, and other factors about each party that may be relevant to evaluating the effects of 	the conduct;

(iv) The location of the conduct and the context in which the conduct occurred; and

(v)  Other sex-based harassment in the recipient’s education program or activity;



Sexual Assault. means any nonconsensual sexual act proscribed by Federal, tribal, or State law, including when the victim lacks capacity to consentAn offense classified as a forcible or nonforcible sex offense under the uniform crime reporting system of the Federal Bureau of Investigation.



Domestic Violence. includes felony or misdemeanor crimes of violence committed by a current or former spouse or intimate partner of the victim, by a person with whom the victim shares a child in common, by a person who is cohabitating with or has cohabitated with the victim as a spouse or intimate partner, by a person similarly situated to a spouse of the victim under the domestic or family violence laws of the jurisdiction receiving grant monies, or by any other person against an adult or youth victim who is protected from that person’s acts under the domestic or family violence laws of the jurisdiction. M A felony or misdemeanor crimes committed by a person who:

(A) Is a current or former spouse or intimate partner of the victim under the family or domestic violence laws of the jurisdiction of the recipient, or a person similarly situated to a spouse of the victim;

(B)Is cohabitating, or has cohabitated, with the victim as a spouse or intimate partner;

(C) Shares a child in common with the victim; or

(D)Commits acts against a youth or adult victim who is protected from those acts under the family or domestic violence laws of the jurisdiction;



Dating Violence. includes violence committed by a person who is or has been in a social relationship of a romantic or intimate nature with the victim and where the existence of such a relationship shall be determined based on a consideration of the following factors: The length of the relationship, the type of the relationship, and the frequency of interaction between the persons involved in the relationship. Violence committed by a person:

(A) Who is or has been in a social relationship of a romantic or intimate nature with the victim; and

(B) Where the existence of such a relationship shall be determined based on a consideration of the following factors:

(1) The length of the relationship;

(2) The type of relationship; and

(3) The frequency of interaction between the persons involved in the relationship





Stalking.  means engaging in a course of conduct directed at a specific person that would cause a reasonable person to fear for their safety or the safety of others or suffer substantial emotional distress. Engaging in a course of conduct directed at a specific person that would cause a reasonable person to:

(A) Fear for the person’s safety or the safety of others; or

(B) Suffer substantial emotional distress





Complaint . means Aan oral or written request to the college recipient that objectively can be understood as 

a request for the college recipient to investigate and make a determination about alleged discrimination 

under Title IX or its regulations.



Complainant. includes Aa student or employee who is alleged to have been subjected to conduct that could 

constitute sex discrimination under Title IX or its regulations; or a person other than a student or employee who is alleged to have been subjected to conduct that could constitute sex discrimination under Title IX or its regulations and who was participating or attempting to participate in the recipient’s education program or activity at the time of the alleged sex discrimination.



Respondent. M means Aa person who is alleged to have violated the college’s recipient’s prohibition on sex discrimination.



Confidential employee.  An employee of the college whose communications are privileged or confidential under Federal or State law. The employee’s confidential status, for purposes of this part, is only with respect to information received while the employee is functioning within the scope of their duties to which privilege or confidentiality applies.



Designated Responsible Employee. F, for the purposes of this policy only, is any employee with an obligation to report rumors, information, or allegations of sex-based discrimination to a Title IX Coordinator as soon as possible upon becoming aware of the incident. All administrative employees are considered designated responsible employees. Any non-confidential employee at CCC who either has authority to take corrective action on behalf of CCC or has responsibility for administrative leadership, teaching, or advising in CCC’s education program or activity is obligated to notify the Title IX Coordinator of conduct that reasonably may constitute sex discrimination.





Third parties. Includes include, but are not limited to, volunteers, parents, visitors, service contractors or others engaged in cCollege business, such as employees of businesses or organizations participating in cooperative programs with the cCollege and others not directly subject to cCollege control at intercollegiate and athletic competitions or other events.



The College includes cCollege facilities, cCollege premises and non-College property if the student or employee is at any College-sponsored, College-approved or College-related activity or function where students are under the control of the College or where the employee is engaged in College business.



Grievance Procedure.  Refers to the formal process for handling complaints of sex discrimination, which can include sexual harassment or violence



Reports of Sex-Based Discrimination or Misconduct

Any designated responsible employee who has knowledge of conduct in violation of this policy involving a student, must immediately report their concerns to a Title IX Coordinator. A student may report concerns to a Title IX Coordinator, Human Resources, or to an employee. If requested, the employee will promptly notify the appropriate Title IX Coordinator.



 Expectations in Cases of Sex-Based Discrimination or Misconduct



All employees who have knowledge of conduct involving an employee that may be in violation of this policy, must immediately report their concerns to the Title IX Coordinator in Human Resources.



WWhen a Title IX Coordinator has knowledge that sex-based discrimination has or may have occurred, an initial inquiry will be conducted.



Students and employees have a duty to participate in any inquiry and/or investigation.



It is the intent of the Board that appropriate corrective action will be taken by the College to stop sex-based discrimination and/or misconduct, prevent its recurrence and address negative consequences. Students in violation of this policy may be subject to discipline including counseling or sex-based discrimination awareness training, suspension or expulsion, as appropriateary measures as outlined in the Student Code of Conduct. Employees in violation of this policy may be required to complete additional sex-based discrimination/misconduct training and may be subject to discipline, up to and including dismissaltermination, in accordance with the applicable employee handbook and/or bargaining agreement. Third parties whose behavior is found to be in violation of this policy shall be subject to appropriate sanctions as determined and imposed by the President or designee.



Additionally, the College may report individuals in violation of this policy to law enforcement officials.



Retaliation / False Charges

The initiation of a report in good faith about behavior that may violate this policy will not adversely affect the educational assignments or study environment of a student complainant or any terms or conditions of employment or work environment of an employee complainant. The College prohibits retaliation and discrimination against an individual who has opposed any sex-based discrimination act and/or sex-based misconduct because that person has filed a charge, testified, assisted or participated in an investigation, proceeding or hearing; and further prohibits anyone from coercing, discrimination, intimidating, threatening or interfering.



 







with an individual for exercising the rights guaranteed under state and federal law. False charges shall be regarded as a serious offense and will result in disciplinary action or other appropriate sanctions.



Employee Disclosure of Sex-Based Discrimination and/or Misconduct

The College will not require an employee to enter into any agreement if the purpose or effect of the agreement prevents the employee from disclosing or discussing conduct constituting discrimination, harassment, or sexual assault. An employee claiming to be aggrieved by discrimination, harassment, or sexual assault may, however, voluntarily request to enter into a settlement, separation, or severance agreement which contains a nondisclosure, non-disparagement, or no-rehire provision and will have at least seven days to revoke any such agreement.



Under this policy, a nondisclosure agreement is any agreement by which one or more parties agree not to discuss or disclose information regarding any complaint of work-related harassment, discrimination, or sexual assault. A non-disparagement agreement is any agreement by which one or more parties agree not to discredit or make negative or disparaging written or oral statements about any other party or the company. A no-rehire provision is an agreement that prohibits an employee from seeking reemployment with the College and allows the College to not rehire that individual in the future.



Training and Reporting Information

The President or designee shall ensure appropriate annual training to all employees about the CCC’s Title IX obligations, the scope of conduct that constitutes sex discrimination, and all applicable notifications. All investigators, decisionmakers, and Title IX coordinators will be required to take additional trainingperiodic sex-based discrimination awareness training or information is provided to all employees.





The President or designee will establish a procedure for reporting incidents of sex-based discrimination.



This policy as well as the reporting procedure will be made available to all students and employees. The President shall appoint and make known the individuals to contact on issues concerning the Americans with Disabilities Act of 1990 and the Americans with Disabilities Act Amendments Act of 2008 (ADA), Section 504 of the Rehabilitation Act of 1973, Title VI, Title VII, Title IX and other civil rights or discrimination issues.



The College will publish reporting procedures providing for prompt and equitable resolution of reports of violations of this policy from students, employees and the public. Note that Oregon state law requires that any legal action taken on alleged discriminatory conduct (specifically that prohibited by ORS 659A.030, 659A.082 or 659A.112) commence no later than five years after the occurrence of the violation. Other applicable laws may have a shorter time limitation on filing.



Process for Resolving Complaints 

Inquiries or investigations of reported sex-based discrimination and/or misconduct involving students and

only students will be coordinated by the Title IX Coordinator(s) for students and the Student CARE Team.



Inquiries or investigations of reported sex-based discrimination and/or misconduct involving employees, 

vendors or other individuals will be coordinated by the Title IX Coordinator(s) in Human Resources.



CCC has both an informal and formal method for resolving the complaints of an individual who believes that they have been discriminated against or harassed.



Normally, the Informal Resolution Process is completed before the Formal Discrimination Complaint Procedure begins. There may, however, be circumstances in which it is more appropriate to address a concern about discrimination or harassment by initiating the Formal Discrimination Complaint Procedure. Those circumstances include situations in which:

· Based on its initial assessment of the facts, the Title IX Coordinator(s) determines it is more appropriate to begin with the formal process.

· When sexual assault, sexual violence, or a crime has been committed.



The individual will be informed of the right to end the Informal Resolution Process at any time can begin the Formal Complaint Procedure.



[bookmark: _Hlk167368190][bookmark: _Hlk167368142][bookmark: _Hlk167368132][bookmark: _Hlk167368092]CCC also follows Mandated Title IX procedures.  For more information see on Title IX and the formal procedures see Title IX JBA/GBN-AR(1) and Sex-Based Discrimination Reporting Procedure JBA/GBN-AR(2) for the details.    



		END OF POLICY

		



		Legal Reference(s):

		

		



		ORS 341.290(2)

		ORS 659A.029

		OAR 589-010-0100



		ORS 659.850

		ORS 659A.006

		ORS 659A.030





Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 2000d (2012). Title VII of the Civil Rights Act of 1964, 42 U.S.C. § 2000e (2012).

Title IX of the Education Amendments of 1972, 20 U.S.C. §§ 1681-1683 (2012). Bartsch v. Elkton School District, FDA-13-011 (March 27, 2014).



Cross Reference(s):

JBA/GBN - Sexual Harassment

Sexual Harassment - GBN/JBA 2-2
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Code:	JBA/GBN-AR(1)

Adopted:	10/20/20



Title IX

Title IX is a federal civil rights law that protects students and employees from sex-based discrimination and sex-based harassment in education programs or activities.

 Title IX defines sex-based discrimination as incidents of sexual assault, domestic violence, stalking, as well as sexual harassment,  as discrimination on the basis of sex stereotypes, sex characteristics, pregnancy or related conditions, sexual orientation, and gender identity

, as well as, Title IX further defines sexual-based harassment as a form of sex discrimination and  sexual harassment and other harassment on the basis of sex, including on the basis of sex stereotypes, sex characteristics, parental, family, or marital status, pregnancy or related conditions, sexual orientation, and gender identity, that is quid pro quo harassment, hostile environment harassment, or the specific offenses of, sexual assault, dating violence, domestic violence, and stalking.  

All unwelcome sex-based conduct that, based on the totality of the circumstances, is subjectively and objectively offensive and is so severe or pervasive that it limits or denies a person’s ability to participate in or benefit from CCC’s education programs or activities.. when the harassment would be determined by a reasonable person to be so severe, pervasive and objectively offensive as to effectively deny a person’s access to the College’s education program or activity.	Comment by John Ginsburg: This is the definition of hostile environment harassment.  Do we want to further include the definitions of this, quid pro quo, and then each of the specific offenses.  It seems that we could make reference to the law but not have to re-print all that detail. (Those definitions could change) Thoughts?



The Student CARE Team and Human Resources are responsible for coordinating inquiries and investigations of alleged Title IX violations. General procedures for reporting and investigation into allegations of Title IX violations are outlined below.



Reporting Title IX violations

Reports, complaints, and information or rumors of sex-based discrimination or should be reported to a Title IX Coordinator.

To report information about conduct that may constitute sex discrimination or make a complaint of sex discrimination under Title IX, please refer to [include link to location(s) on website or otherwise describe location(s)].

Designated responsible employees have an obligation to report rumors, information, or allegations of sex- based discrimination to a Title IX Coordinator as soon as possible upon becoming aware of the incident. All administrative employees are considered designated responsible employees. All other employees are encouraged to report such information to a Title IX Coordinator in order to provide resources and supportive measures to those impacted by such discrimination. Any non-confidential employee at the college who either has authority to take corrective action on behalf of  the college or has responsibility for administrative leadership, teaching, or advising in CCC’s education program or activity is obligated to notify the Title IX Coordinator of conduct that reasonably may constitute sex discrimination



All other CCC employees are obligated to either notify the Title IX Coordinator or provide the contact information of the Title IX Coordinator and information about how to make a complaint of sex discrimination to any person who provides the employee with information about conduct that reasonably may constitute sex discrimination.



Inquiries or investigations of reported Title IX violations involving students and only students will be coordinated by the Title IX Coordinator(s) for students and the Student CARE Team.

Inquiries or investigations of reported Title IX violations involving employees, vendors or other individuals will be coordinated by the Title IX Coordinator(s) in Human Resources.

All parties participating in the Title IX process or investigation are prohibited to engage in retaliation.

Contact information for the Student CARE Team and Human Resources can be found below:



· The Title IX Team, titleix@clackamas.edu

Student CARE Team, CARE@clackamas.edu, 503-594-3404

· Human Resources, hr@clackamas.edu, 503-594-3300

· Chief Human Resources Officer, Room B 204, 503-594-3458

· Director of Human Resources, Room B 204, 503-594-3087

· Title IX Coordinator for Students, Room CC 153, 503-594-3030

Reports, information or rumors of Title IX violations involving the Title IX Coordinator(s) must be reported to the President.



Reports, information or rumors of Title IX violations involving the President must be submitted to the Board chair.
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Inquiries and Investigations of Title IX Violations





The Title IX coordinator receiving the report of alleged Title IX violations will promptly initiate an inquiry and/or investigation. The inquiry and/or investigation will be conducted in accordance with state and federal laws.



Procedureess Overview



When a formal written complaint of sex-based discrimination is reported by an individual(s), the Title IX Coordinator(s) will complete an initial inquiry to determine if the allegations meet the requirements of Title IX. If the allegations do not meet the Title IX requirements, the formal Title IX complaint must be dismissed. However, the College may still choose to investigate the sex-based discrimination and/or misconduct. The dismissal of the Title IX complaint may be appealed following the appeal procedures below.

For purposes of this process, the complainant is the individual(s) filing the report of a Title IX violation. The respondent is the individual(s) alleged to have been involved in an incident of prohibited conduct under Title IX.

If it is determined that the allegations meet the requirements of Title IX, and if the complainant wishes to proceed with a formal investigation or the allegations involve an employee, an investigator will be assigned. The complainant and respondent will receive written notification of the allegations and investigation. The written notice will also include the following informationinformation:



· Clackamas Community College’s Title IX grievance procedures and any informal resolution process

· Sufficient information available at the time to allow the parties to respond to the allegations, including the identities of the parties involved in the incident(s), the conduct alleged to constitute sex discrimination, and the date(s) and location(s) of the alleged incident(s); 

· Retaliation is prohibited;This should be moved or changed. Refer to page 16 of resource for drafting

· Both parties may have an advisor of their choice who may be, but is not required to be, an attorney;

· The parties are entitled to an equal opportunity to access the relevant and not otherwise impermissible evidence or an accurate description of this evidence. [If CCC provides a description of the evidence: the parties are entitled to equal opportunity to access the relevant and not otherwise impermissible evidence upon the request of any party.]

· CCC prohibits knowingly making false statements or knowingly submitting false information during the grievance process and procedures. Such behaviors shall be regarded as a serious offense and will result in disciplinary action or other appropriate sanctions.



CCC will take reasonable steps to protect the privacy of the parties and witnesses during its grievance procedures. These steps will not restrict the ability of the parties to obtain and present evidence, including speaking to witnesses; consulting with their family members, confidential resources, or advisors; or otherwise preparing for or participainge in the grievance process.. . The parties cannot engage in retaliation, including against witnesses.



Timeframes







 about a process advisor for both parties.

Clackamas Community College has established the following timeframes for the major stages of the grievance procedures:

Following the initial investigation, a draft report will be provided to both parties. Both parties will have at least ten (10) calendar days to provide a response. Any responses received will be reviewed and incorporated, as appropriate, into the final investigation report. All parties will have the opportunity to review the final investigation report.

At least ten (10) calendar days following the final investigation report, all parties will participate in a live hearing conducted by the hearing officer(s). During the live hearing, the hearing officer(s) will review the final investigation report and ask questions of the parties. Each party is subject to cross-examination during the live hearing.

Following the hearing, the hearing officer(s) will determine if the respondent is responsible or not responsible for the sex-based discrimination and/or misconduct and if there has been a policy violation. If the respondent is a student and found responsible, the hearing officer(s) will impose appropriate sanctions to eliminate the occurrence of the violation, prevent its reoccurrence, and remediate its effects, in accordance with the student code. If the respondent is an employee and found responsible they will be subject to discipline, up to and including dismissal, in accordance with the applicable employee handbook and/or bargaining agreement.

Investigation timelines may vary with the complexity of the case but should be completed within 60 days of receiving the complaint (unless extraneous circumstances are present, such as a police investigation or academic break).

Timelines may be extended based upon mutual consent of both parties in writing.

Either party may appeal the decision of hearing officer(s) per the appeal process outlined in the appeals section below.

.



Timeframes

Investigation timelines may vary with the complexity of the case, but should be completed within 60 days of receiving the complaint (unless extraneous circumstances are present, such as a police investigation or academic break).

Timelines may be extended based upon mutual consent of both parties in writing.

Appealing the Dismissal of a Formal Title IX Complaint or Determination of Responsibility

If a complainant and/or respondent is not satisfied with the dismissal of the formal Title IX complaint, or the determination of responsibility by the respondent, they may submit a written appeal to the Dean of Academic Foundations and Connections or the Chief Human Resources Officer.

Appeals should be submitted within ten (10) calendar days of receipt of the findings. Meetings will be arranged with the affected parties as deemed necessary to discuss the appeal. A written response to the appeal will be provided to the individual filing the appeal.

If a complainant and/or respondent is not satisfied with the results of the initial appeal, they may submit an additional appeal to the President or the President’s designee. Appeals to the President should be submitted within ten (10) calendar days of receipt of the response to the initial appeal. Meetings will be arranged with the affected parties as deemed necessary to discuss the appeal. A written response will be provided to the individual filing the appeal. 

Documentation of Inquiries and Investigations

Documentation of inquiries or investigations of Title IX violations may become part of the student’s

education record or employee’s personnel file. Additionally, documentation of inquiries, investigations or findings of Title IX violations will be maintained as a confidential file in the student services office and/or human resources office in accordance with state and/or federal law.



Additional Reporting Resources

Title IX violations may be reported, at any time, to the following state and/or federal agencies:





· U.S. Department of Labor

· Equal Employment Opportunity Commission

· Oregon Bureau of Labor and Industries

· U.S. Department of Education

· Office for Civil Rights

· Higher Education Coordinating Commission

[bookmark: _Hlk167368132]



For more information see on CCC’s Sex-Based Discrimination/Misconduct policy or additional information on the procedures see Sex-Based Discrimination/Misconduct GBN/JBA and Sex-Based Discrimination Reporting Procedure JBA/GBN-AR(2) . 
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Appendix: Definitions 

 

Complainant means: 

(1)A student or employee who is alleged to have been subjected to conduct that could constitute sex discrimination under Title IX or its regulations; or 

(2) A person other than a student or employee who is alleged to have been subjected to conduct that could constitute sex discrimination under Title IX or its regulations and who 

was participating or attempting to participate in the recipient’s education program or activity at the time of the alleged sex discrimination. 



Complaint means an oral or written request to the recipient that objectively can be understood as 

a request for the recipient to investigate and make a determination about alleged discrimination 

under Title IX or its regulations. 



Confidential employee.  An employee of the college whose communications are privileged or confidential under Federal or State law. The employee’s confidential status, for purposes of this part, is only with respect to information received while the employee is functioning within the scope of their duties to which privilege or confidentiality applies. 



Grievance Procedure refers to the formal process for handling complaints of sex discrimination, which can include sexual harassment or violence  



Relevant means related to the allegations of sex discrimination under investigation as part of 

these grievance procedures. Questions are relevant when they seek evidence that may aid in 

showing whether the alleged sex discrimination occurred, and evidence is relevant when it may 

aid a decisionmaker in determining whether the alleged sex discrimination occurred. 



Remedies means measures provided, as appropriate, to a complainant or any other person the 

recipient identifies as having had their equal access to the recipient’s education program or 

activity limited or denied by sex discrimination. These measures are provided to restore or 

preserve that person’s access to the recipient’s education program or activity after a recipient 

determines that sex discrimination occurred. 



Respondent means a person who is alleged to have violated the recipient’s prohibition on sex 

discrimination. 



Retaliation means intimidation, threats, coercion, or discrimination against any person by the 

recipient, a student, or an employee or other person authorized by the recipient to provide aid, 

benefit, or service under the recipient’s education program or activity, for the purpose of 

interfering with any right or privilege secured by Title IX or its regulations, or because the 

person has reported information, made a complaint, testified, assisted, or participated or refused 

to participate in any manner in an investigation, proceeding, or hearing under the Title IX 

regulations.

 

Sex-based harassment is a form of sex discrimination and means sexual harassment and other 

harassment on the basis of sex, including on the basis of sex stereotypes, sex characteristics, 

pregnancy or related conditions, sexual orientation, and gender identity, that is: 

	(1) Quid pro quo harassment. 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 impliedly conditioning the provision of such an aid, benefit, or service 

on a person’s participation in unwelcome sexual conduct; 

(2) Hostile environment harassment. Unwelcome sex-based conduct that, based on the 

totality of the circumstances, is subjectively and objectively offensive and is so severe or 

pervasive that it limits or denies a person’s ability to participate in or benefit from the 

recipient’s education program or activity (i.e., creates a hostile environment). Whether a 

hostile environment has been created is a fact-specific inquiry that includes consideration of 

the following: 

(i) The degree to which the conduct affected the complainant’s ability to access the 

recipient’s education program or activity; 

(ii) The type, frequency, and duration of the conduct; 

(iii) The parties’ ages, roles within the recipient’s education program or activity, previous 

interactions, and other factors about each party that may be relevant to evaluating the 

effects of the conduct; 

(iv) The location of the conduct and the context in which the conduct occurred; and 

(v) Other sex-based harassment in the recipient’s education program or activity; or 

	(3) Specific offenses. 

(i) Sexual assault meaning an offense classified as a forcible or nonforcible sex offense 

under the uniform crime reporting system of the Federal Bureau of Investigation; 

(ii) Dating violence meaning violence committed by a person: 

(A) Who is or has been in a social relationship of a romantic or intimate nature with 

the victim; and 

(B) Where the existence of such a relationship shall be determined based on a 

consideration of the following factors: 

(1) The length of the relationship; 

(2) The type of relationship; and 

(3) The frequency of interaction between the persons involved in the relationship; 

(iii) Domestic violence meaning felony or misdemeanor crimes committed by a person 

who: 

(A) Is a current or former spouse or intimate partner of the victim under the family or 

domestic violence laws of the jurisdiction of the recipient, or a person similarly 

situated to a spouse of the victim; 

(B) Is cohabitating, or has cohabitated, with the victim as a spouse or intimate 

partner; 

(C) Shares a child in common with the victim; or 

(D) Commits acts against a youth or adult victim who is protected from those acts 

under the family or domestic violence laws of the jurisdiction; or 

(iv) Stalking meaning engaging in a course of conduct directed at a specific person that 

would cause a reasonable person to: 

(A) Fear for the person’s safety or the safety of others; or 

(B) Suffer substantial emotional distress.



Supportive measures means individualized measures offered as appropriate, as reasonably 

available, without unreasonably burdening a complainant or respondent, not for punitive or 

disciplinary reasons, and without fee or charge to the complainant or respondent to: 

(1) Restore or preserve that party’s access to the recipient’s education program or activity, 

including measures that are designed to protect the safety of the parties or the recipient’s 

educational environment; or 

(2) Provide support during the recipient’s grievance procedures or during an informal 

resolution process.
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