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St. John’s College Sexual Misconduct Policy 

As an institution of higher education, St. John’s College (the College) is committed to providing 

programs, activities, and an educational environment that is free from sex-based discrimination.  As a 

leader in liberal arts education, the College highly values the environment that results when students, 

faculty, and staff from different backgrounds come together to discuss the ideas and ideals that are the 

cornerstone of a St. John’s education. 

The SJC Sexual Misconduct Policy identifies resources that are available to students, faculty, and staff; 

defines the conduct that is prohibited under this Policy; and outlines the process by which the College 

will respond to reports of sexual misconduct as defined herein.  St. John’s College strives to be a 

community in which all members readily and safely report acts of sexual misconduct; it is our goal to 

remove all barriers to reporting. 

I. Sexual Misconduct Policy Statement 

This Policy prohibits sexual misconduct, including Sexual Assault, College Sexual Harassment, Quid Pro 

Quo Sexual Harassment, Domestic Violence, Dating Violence, Sexual Coercion, Sexual Exploitation, and 

Stalking. It further prohibits Retaliation and Intimidation, as defined in Section V, below. 

II. The College Sexual Misconduct Coordinator  

The Sexual Misconduct Coordinator is responsible for coordinating the College’s compliance with this 
policy, the Violence Against Women Reauthorization Act of 2013 (VAWA), and any applicable state laws. 
The College’s Sexual Misconduct Coordinator s are: 

¶ In Santa Fe:  Christine Guevara, Vice President of Student Engagement.  Weigle Hall Room 117, 
christine.guevara@sjc.edu, 505-984-6128. 

¶ In Annapolis:  Danielle Lico, Vice President of Student Affairs. Mellon Hall Assistant Dean’s Office, 
danielle.lico@sjc.edu, 410-626-2530. 

The College Sexual Misconduct Coordinator will be informed of all reports or allegations of violations of 
this policy. The College Sexual Misconduct Coordinator responsibilities include (but are not limited to): 

¶ Reviewing applicable College policies to ensure compliance with state law and VAWA; 
¶ Monitoring the administration of this policy, any associated policies, and the 
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measures. For any formal complaint, the Sexual Misconduct Coordinator oversees the 
investigation and resolution of such alleged misconduct, directs the provision of any additional 
supportive measures, and monitors the administration of any related appeal. 

The Sexual Misconduct Coordinator may delegate certain responsibilities under this policy to designated 
administrators, who will be appropriately trained. 

Questions about this policy should be directed to the Sexual Misconduct Coordinator on the appropriate 
campus. 

III. Definitions 

Complainant is an individual who is alleged to be the victim of conduct that could constitute a policy 
violation as defined herein.  

Formal Complaint refers to a written complaint (electronic submission via email meets this definition) 
alleging sexual misconduct against a Respondent that is submitted by the Complainant to the Sexual 
Misconduct Coordinator or Deputy Sexual Misconduct Coordinator, that articulates the following details: 

1. A stated desire to move forward with an investigation into the incident as outlined in this policy; 
2. Date(s) or approximate date(s) of the alleged incident(s); 
3. Time(s) or approximate time(s) of the alleged incident(s); 
4. Name(s) of the Respondent(s) involved in the alleged incident(s); and 
5. Details of the alleged incident(s) sufficient to permit the Respondent(s) to prepare for an initial 

interview. 

Formal complaint may also refer to a document signed by the Sexual Misconduct Coordinator alleging 

sexual misconduct.  Where the Sexual Misconduct Coordinator signs a formal complaint, the Sexual 

Misconduct Coordinator is not a complainant or otherwise a party. 

Hearing Officer is the person responsible for conducting a hearing in an orderly manner, controlling the 
conduct of all participants and attendees of the hearing, and rendering a written determination 
regarding responsibility of the Respondent’s alleged conduct charges in an impartial, neutral, and 
objective manner.  The Hearing Officer need not be an employee of the College. 

Investigator(s) are neutral and impartial fact-finders who gather evidence during the investigation. The 
investigators are responsible for completing an investigation report at the conclusion of the 
investigation. The Sexual Misconduct Deputy Coordinators may supervise and advise the investigators 
when conducting investigations and update the Sexual Misconduct Coordinator as necessary to ensure 
compliance with this policy.  Investigators need not be employees of the College. 

Party or parties refer to the complainant(s) and the respondent(s). 

Recognized Organization is any student organization, club, intramural sports team, or other group of 
students organized in a formal and/or identifiable way. 
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It can occur between strangers or acquaintances, as well as people involved in intimate or sexual 
relationships. 

The prohibited behaviors listed below are serious offenses and will result in College discipline. 
Prohibited conduct involving force, duress, or inducement of incapacitation, or where the perpetrator 
has deliberately taken advantage of another individual’s state of incapacitation, will be deemed 
especially egregious and may result in expulsion or termination of employment. The respondent’s 
consumption of alcohol or the use of illegal substances does not constitute a mitigating circumstance 
when it contributes to a violation under this policy. 

Specific prohibited behaviors are: 

A. Quid Pro Quo Sexual Harassment – An employee of the institution conditioning the provision of 
an aid, benefit, or service of the College on an individual’s participation in unwelcome sexual 
conduct. In certain circumstances, quid pro quo sexual harassment can occur between non-
employee individuals of the College. 

A. 
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b. An offense that meets the definition of rape or sexual offenses, as defined by the laws 
of the State of Maryland (Md. Code Ann., Crim. Law § 3-303, et seq.), as applicable. 

c. An offense that meets the definition of rape, aggravated rape, or criminal sexual contact 
as defined by the laws of the State of New Mexico (N.M. Stat. Ann. § 30-9-11, et seq.), as 
applicable. 

D. Dating Violence means an act of violence committed by a person who is or has been in a social 
relationship of a romantic or intimate nature with the person who is subject to such behavior. 
The existence of such a relationship shall be determined based on all of the following: the 
Complainant’s statement, the length of the relationship, the type of relationship, and the 
frequency of interaction between the persons involved in the relationship. For the purposes of 
this definition: 

a. Dating Violence includes, but is not limited to, sexual or physical abuse or the threat of 
such abuse. 

b. Dating Violence does not include acts covered under the definition of Domestic 
Violence. 

E. Domestic Violence refers to felony or misdemeanor crimes of violence committed by a current 
or former spouse of the victim (or a person similarly situated to a spouse of the victim), by a 
person who shares a child with the victim, or by a person who is or formerly has cohabitated 
with the victim as a spouse. Domestic Violence also includes: 

a. An offense that meets the definition of abuse as defined by the laws of the State of 
Maryland (Md. Code Ann., Fam. Law § 4-501, et seq.), as applicable. 

b. An offense that meets the definition of assault or battery as defined by the laws of the 
State of New Mexico (N.M. Stat. Ann. § 30-3-12, et seq.), as applicable. 

 
F. Stalking means engaging in a course of conduct directed at a specific person that would cause a 
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Annapolis Campus 

¶ Student Health and Wellness Center at x2553 from a campus phone or 410-626-2553 

¶ Anne Arundel County sexual assault hot line at 410-222-7273  

¶ Anne Arundel Medical Center at 443-481-1000 

Santa Fe Campus 

¶ Student Health Office at x6418 from a campus phone or 505-984-6418 

¶ Therapy Services at x6419 from a campus phone or 505-984-6419 

¶ Solace Sexual Assault Services at 505-986-1951 

¶ Christus St. Vincent Regional Medical Center at 505-913-3361 

The following resources are considered confidential for employees: 

Annapolis Campus 

¶ Employee Assistance Program offered by Business Health Services at 800-327-2251 

¶ Anne Arundel County sexual assault hot line at 410-222-7273  

¶ Anne Arundel Medical Center at 443-481-1000 

Santa Fe Campus 

¶ Employee Assistance Program offered by The Solutions Group at 505-254-3555 
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It should be noted that the College’s ability to investigate or act upon anonymous reports may be 
limited. Additionally, complainants cannot file a report anonymously. 

Alumni Reports 

Alumni are encouraged to report past sexual misconduct to the college, especially in cases involving 
current or former employees. While the college cannot take disciplinary action against former 
employees or students, administrative actions may be available in certain circumstances. In cases where 
the complain involves a current employee, in addition to the remedies provided within this policy, 
alumni complaints involving sexual assault may be resolved through an informal resolution process.  

Reporting to Law Enforcement 

The College encourages (but does not require) Complainants to pursue criminal action for incidents of 
sexual misconduct that may also be crimes under applicable law. The Sexual Misconduct Coordinator or 
Deputy Sexual Misconduct Coordinator will inform the Complainant of the possibility of bringing criminal 
charges. If the Complainant decides to proceed with a criminal charge, officials of the College will 
cooperate with the police investigation. At the request of the Complainant, College officials will also 
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Reports Without a Formal Complaint or Withdrawal of a Complaint 

The College understands that a Complainant may report an incident but request confidentially.  The 
College also understands that some Complainants may not wish to pursue an investigation or change 
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Timeliness 

Complainants and other reporting individuals are encouraged to report any alleged violation of this 
policy as soon as possible in order to maximize the College’s ability to respond promptly and effectively. 
If the respondent is no longer affiliated with the College at the time of the report or complaint, the 
College may not be able to take disciplinary action against the respondent. However, the College will still 
seek to provide support for the complainant and seek to take steps to end the prohibited behavior. 

Timeframes  

The College has established timeframes for each major stage of the grievance procedure (set forth 
below).  In certain instances, these timeframes may need to be extended on a case-by-case basis for 
good cause.  Any request for extension of timeframes should be made to the Sexual Misconduct 
Coordinator. 

Amnesty 

The College encourages reporting and recognizes that a reporting party, complainant, or witness who 
has been drinking or using drugs, or who otherwise engaged in conduct in violation of the Community 
Standards Policy, at or near the time of the incident may be hesitant to make a report or participate in 
an investigation because of potential consequences for their own conduct. To address this concern, the 
College has implemented an amnesty policy for reporting parties, complainants and witnesses who 
participate in an investigation of sexual misconduct. 

Students who report an alleged violation of this policy, either as a reporting party, complainant, or a 
third-party witness, will not be subject to disciplinary action by the College for their own personal 
consumption of alcohol or drugs, or for a violation of the Community Standards Policy, at or near the 
time of the incident. The College may initiate an educational discussion or pursue other educational 
remedies. 

Amnesty does not apply to violations that the College determines to be egregious, including actions that 
place the health or safety of any other person at risk or involve plagiarism, cheating, or academic 
dishonesty.  
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responsibilities during the pendency of the grievance procedures. Violation of an emergency removal 
under this policy is grounds for expulsion or termination. 

In all cases in which emergency removal is imposed, the individual will be given the opportunity to 
appeal prior to the emergency removal being imposed, or as soon thereafter as reasonably possible, to 
show cause why the emergency removal should not be implemented.  Appeals should be submitted in 
writing to the Sexual Misconduct Coordinator within three (3) business days of the notice of emergency 
removal. Appeals for cases on the Annapolis Campus will be reviewed by Christine Guevara, VP for 
Student Engagement and Sexual Misconduct Coordinator in Santa Fe. Appeals for cases on the Santa Fe 
Campus will be reviewed by Danielle Lico, VP for Student Affairs and Sexual Misconduct Coordinator in 
Annapolis. Appeal decisions will be communicated within three (3) business days. 

IX. Grievance Procedures, In General 

The College is committed to providing a prompt and impartial investigation and adjudication of all 
complaints alleging violations of this policy. During the informal resolution and grievance processes, 
both parties have equal rights to participate. 

Conflict of Interest 

All individuals who have responsibilities in administering the informal resolution and grievance 
processes under this policy must be free of any conflict of interest or bias for or against complainants or 
respondents generally or an individual complainant or respondent. Parties will be notified at the 
appropriate juncture of the identities of the individuals serving as a facilitator for an Informal 
Resolution, an investigator, or a Hearing Officer. The names of people hearing appeals are included in 
the policy.  

A party who has concerns that one or more of the individuals performing one of the previously 
mentioned roles has conflicting interest or is biased must report those concerns to the Sexual 
Misconduct Coordinator within 48 hours of being notified of their identities and include a brief 
explanation of the basis for the conflict or bias concern. The Sexual Misconduct Coordinator will assess 
the allegations of conflict or bias to determine whether or not the identified individual(s) can fulfill their 
duties in an impartial way. If the Sexual Misconduct Coordinator concludes that the facts and 
circumstances support the claim of conflict or bias, the pertinent individual(s) will not participate in the 
case. 

In order to address issues of potential conflicts of interests, the College utilizes external, third-party 
entities as investigators and Hearing Officers. Depending on the specific allegations, the College may 
also use an external third-party entity as a facilitator for Informal Resolution or to replace an appeal 
officer otherwise identified within this policy. 

Responsibility to Review Reports and Formal Complaints 

In order to protect the safety of the campus community, the Sexual Misconduct Coordinator may review 
reports of violations of this policy even absent the filing of a formal complaint or
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not be pursued. For additional information about the factors the Sexual Misconduct Coordinator will 
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Any individual who serves as an adviser or support person is expected to make themselves available for 
meetings, interviews, and the hearing, as scheduled by the College. The College (including any external 
third-party entity acting on behalf of the College) has the right at all times to determine what constitutes 
appropriate behavior on the part of an adviser and support person and to take appropriate steps to 
ensure compliance with this policy. 

Anybody serving as an advisor or support person must sign and agree to the terms as outlined in the 
Support Person-Advisor Agreement. 

Parties initiating this Policy on the Annapolis Campus are encouraged to review Section XIV which 
outlines specific information about attorneys and advocates available within the State of Maryland. 

Inadmissible Evidence/Information 

The parties sexual interests or prior sexual behavior are not relevant and should not be raised during an 
Informal Resolution and will not be accepted as evidence during grievance process, unless offered to 
prove the source of the injury, prove prior sexual misconduct, support a claim that a student has an 
ulterior motive, or to impeach a party’s credibility after that student has put their own prior sexual 
conduct at issue.  Any questions posed during a hearing are expected to adhere to these same 
standards. 

Any records that are otherwise protected by federal or state law or evidence provided to a confidential 
employee, including records that are maintained by a physician, psychologist, or other recognized 
professional or paraprofessional in connection with the provision of treatment to the party or the 
witness, unless the party or witness to whom the privilege or confidentiality is owed voluntarily provides 
written consent for its use.  

Parties are encouraged to think very carefully about submitting any evidence that is defined as 
inadmissible above. 

Allegations Against Student Employees 

When a complainant or respondent is both a student and an employee of the College, including as a 
student employee, the College will make a fact-specific inquiry to determine whether the respondent 
will be treated as a student or an employee. In making this determination 
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An informal resolution can be requested by a Complainant at any time after a formal complaint has been 
submitted up to the start of a hearing. The Complainant and Respondent may withdraw from an 
informal resolution process at any time before agreeing to a resolution. If a Complainant or Respondent 
chooses to end an informal resolution process prior to agreeing to a resolution, the investigation and 
hearing process will resume.  

Engaging in the informal resolution process is not an admission of responsibility for the allegation or an 
admission of the falsehood of the allegations. The existence of an informal resolution is not viewed as a 
finding of responsibility against the Respondent. Once a complaint has been resolved through an 
informal resolution process, the matter will be closed. 

In all cases, the Sexual Misconduct Coordinator will have the discretion to determine whether an 
informal resolution is appropriate to the circumstances. An informal resolution may include mediation 
for some limited types of Prohibited Conduct. Informal resolution is not permitted for any allegations of 
Sexual Assault. 

The College will generally allow only one informal resolution per Respondent. Informal resolutions are 
not permitted between student complainants and employee respondents. 

Notice of Request for Informal Resolution 

The Sexual Misconduct Coordinator will provide the Respondent written notice of the Complainant’s 
interest in resolving a complaint through the informal resolution process. The Respondent will have five 
(5) business days to respond to the informal resolution request indicating whether they have an interest 
in participating in the informal resolution process. In the instance when a party does not reply to the 
notice or a party does not voluntarily agree to participate in the informal resolution process, the College 
will proceed with the grievance process. 

Privacy of Informal Resolution 

The existence of an informal resolution and/or the agreed-upon terms is considered private information. 
The existence of an informal resolution and/or the agreed-upon terms may be shared with a limited 
circle of individuals in the College who “need to know” in order to: (i.) assist in implementing the 
agreed-upon terms; (ii.) monitor the agreed upon terms; 
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Recordkeeping 

Any records created in reaching an informal resolution agreement will be maintained for a period of 
seven (7) years in accordance with the federal regulations. 

XI. Investigation and Hearing Process 

The purpose of this policy and the activities of the Sexual Misconduct Coordinator and Deputy Sexual 

Misconduct Coordinator s is to stop, remediate the effects of, and prevent the recurrence of sexual 

misconduct, as defined within this policy.  All complaints and investigations will be handled in a prompt, 

thorough and impartial manner.  Additionally, Complainants and Respondents are entitled to treatment 

with dignity, respect, and sensitivity by the College during all phases of the Grievance Process. 

If the Sexual Misconduct Coordinator has determined, following an initial assessment and provided that 
an Informal Resolution between the parties is not appropriate or is not reached, that an investigation is 
appropriate, the Sexual Misconduct Coordinator will refer the matter for investigation. 

Notice of Allegations and Investigation 

Following the initiation of a complaint and a determination by the Sexual Misconduct Coordinator that 
the matter properly falls under this policy the parties will be provided with a written Notice of 
Allegations and Investigation which shall include: 

¶ The identities of the parties, if known; 
¶ A summary of the alleged conduct, including the date(s) and location(s) with sufficient detail to 

allow the Respondent to prepare for an investigation; 
¶ Notice of the allegations potentially constituting prohibited conduct under this policy; 
¶ A copy of the Formal Complaint; 
¶ A statement that the respondent is presumed not responsible and that a determination 

regarding responsibility is made at the conclusion of the grievance process; 
¶ A statement informing the parties that they may have an adviser of their choice, who may be, 

but is not required to be, an attorney; 
¶ A statement informing the parties that they may submit, and request to inspect and review not 

otherwise inadmissible evidence; 
¶ A statement informing the parties that knowingly making false statements or knowingly 

submitting false information during the grievance process may constitute a violation of College 
policy; 

¶ A statement that retaliation is prohibited;  
¶ Information regarding the applicable grievance procedures, including the informal resolution 

process. 

If, during the investigation, additional information is disclosed that may also constitute prohibited 
conduct under this policy or another policy of the College, the respondent and complainant will be 
informed in writing that such additional information will be included in the grievance process. 
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Assignment of Investigators 

Concurrent with or immediately following issuing the Notice of Allegations and Investigation, the Sexual 
Misconduct Coordinator will notify the parties the name of the trained, impartial individual(s) who will 
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The investigator will provide to a party written notice of the date, time, location, participants, and 
purpose of all investigative interviews to which they are invited or expected, with sufficient time 
(generally no less than three (3) business days, absent exigent circumstances) for the party to prepare to 
participate. Parties are permitted to have the advisor and/or support person of their choice present at 
any meeting, as outlined in Section IX of this policy. Notes of the interviews will be taken by the 
investigator. Any other recording of interviews is prohibited and violations may result in discipline. 

Summary of Evidence and Final Investigative Report 

The investigator will prepare a draft Summary of Evidence that includes all collected evidence that is 
relevant to the allegations raised in the complaint and not otherwise inadmissible, including the 
evidence upon which the College does not intend to rely in reaching a determination regarding 
responsibility and any inculpatory or exculpatory evidence, whether obtained from a party or other 
source as part of the investigation. In all cases, any information relied on in adjudicating the matter will 
be provided to the parties. As appropriate, the parties will also be provided with an updated Notice of 
the Allegations. 

Within ten (10) business days of receiving the Summary of Evidence, each party may submit a written 
response, not to exceed 3000 words (including exhibits, screenshots, etc.). If the investigator believes 
that further new information is needed the investigator will pursue any additional investigative steps as 
needed. Responses to the Summary of Evidence will be included in the Final Investigative Report. 
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respondent. Written objections must be submitted within three (3) business days of notification of the 
name of the Hearing Officer to the Sexual Misconduct Coordinator. 
 
The Hearing Officer will have absolute discretion with respect to administering the hearing. The Hearing 
Officer will be responsible for maintaining an orderly, fair, and respectful hearing and will have broad 
authority to respond to disruptive or harassing behaviors, including adjourning the hearing or excluding 
the offending individual, including a party, witness, adviser or support person. Prior to the hearing, the 
Hearing Officer will be provided with the Final Investigative Report.  
 
At least fifteen (15) business days prior to the hearing, the parties will be notified of the hearing date, 
time, and location (or relevant electronic information, if the hearing will be conducted remotely). Ten 
(10) days prior, parties will be required to identify witnesses sought to be called at the hearing. The 
parties are required to specifically state if they will be participating in the hearing. Should a party elect 
not to participate, any statement they made during the investigation will be considered inadmissible and 
cannot be relied upon in reaching a finding. Specific timelines for the submission of questions will be 
determined based on the number of participants in the hearing. 

At the Hearing Officer’s discretion, pre-hearing meetings may be scheduled with each of the parties and 
their advisers to explain the hearing protocol. 

Standard of Proof 

The standard of proof under this policy is preponderance of the evidence. A finding of responsibility by a 
preponderance of the evidence means that it is more likely than not, based on all the relevant evidence 
and reasonable inferences from the evidence, that the respondent violated this policy. 

Hearing Process and Participant Expectations 

¶ In all proceedings under this policy, including at the hearing, the complainant, the respondent, 
and the witnesses are expected to provide truthful information. 

¶ The Hearing Officer will rule on all procedural matters and maintain the general order for the 
hearing. 

¶ Each party may propose to the Hearing Officer questions and follow-
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Written Determinations 

Following the hearing, the Hearing Officer will consider all the relevant evidence that is not otherwise 
impermissible – including all inculpatory and exculpatory evidence – and make a determination, by a 
preponderance of the evidence, whether the respondent has violated the policy.  A written 
determination will be issued, which will contain:  

¶ The allegations potentially constituting sexual misconduct as defined herein; 

¶ A description of the procedural steps taken from the receipt of the formal complaint through 
the determination (including any notifications to the parties, interviews with parties and 
witnesses, site visits (if any), methods used to gather other information, and the hearing). The 
Hearing Officer may rely on the information included in the final investigation report as 
documentation of the procedural steps taken from the receipt of the formal complaint through 
the start of the Hearing; 

¶ Findings of fact supporting the determination; 

¶ Conclusions regarding the application of this policy to the facts; 

¶ A statement of, and rationale for, the result as to each allegation, including a determination 
regarding responsibility (i.e., whether a policy violation occurred), any disciplinary 
sanctions imposed if there has been a finding of responsibility, and whether any remedies 
designed to restore or preserve equal access to the College’s education program or activity or 
working environment will be implemented; and 

¶ Relevant appeal information for the parties. 

The parties and their advisers will simultaneously be provided with the written determination via 
electronic format. 

The College will not discipline a party, witness, or others participating in these grievance procedures for 
making a false statement based solely on the determination of whether a policy violation occurred or for 
engaging in consensual sexual conduct.  

Sanctions 

If the Hearing Officer determines that a violation has occurred, they will then determine the appropriate 
sanction(s). Members of the College community who are determined to have violated this Policy may be 
subject to sanctions depending on the nature and severity of the offense, regardless of whether the 
prohibited conduct is the subject of a criminal investigation or results in a criminal conviction.     

The goal of sanctions is to (1) end the misconduct; (2) remedy its effects on the reporting party and/or 
the College community; and (3) take reasonable steps calculated to prevent its recurrence. 
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¶ There is new and relevant information that was unavailable, with reasonable diligence and 
effort that could materially affect the outcome. 

¶ The Sexual Misconduct Coordinator, investigator(s), or hearing officer had a conflict of interest 
or bias for or against the parties (generally, or specifically in this matter) that affected the 
outcome of the matter. 

Generally, the original decision, including sanctions, remains in effect throughout the appeal period. 

Both the Complainant and the Respondent will have five (5) business days from written notification of 
an outcome to submit a written appeal to the Sexual Misconduct Coordinator. If the Sexual Misconduct 
Coordinator receives no timely appeals, both parties will be notified that the original decision stands. 

If and when the Sexual Misconduct Coordinator receives a timely appeal, the appeal will be shared with 
the non-appealing party who may, but need not, provide a written response within five (5) business days 
of receiving a copy of the appeal. This response is a right, but not a requirement. The decision by a party 
not to respond to the other party’s appeal does not indicate agreement with that appeal. 

For cases adjudicated on the Santa Fe Campus, the person reading the appeal (Appeal Officer) will be 
the Director of Human Resources on the Annapolis Campus.  For cases adjudicated on the Annapolis 
Campus, the Appeal Officer will be the Director of Human Resources on the Santa Fe Campus.  Parties 
will not meet with the Appeal Officer and should not communicate with them directly.  The appeals 
process is conducted in writing through the Title IX/Sexual Misconduct Coordinator. Therefore, when 
submitting documents in the appeal process, parties should include any and all information they would 
like to have considered. 

The Appeal Officer will evaluate the appeal based on the record considered by the Hearing Officer. The 
Appeal Officer is not expected to conduct a full review of the case. This is not an opportunity for the 
Appeal Officer to substitute their judgment for that of the Hearing Officer.  Rather, they may only make 
changes to the original outcome when at least one of the specified grounds for appeal is met.  The 
changes made should directly pertain to the appeal grounds that were met. 

The Appeal Officer may a) determine that no grounds for appeal have been met; thus, the original 
decision stands; b) determine that grounds for appeal have been met, and choose to remand the matter 
back to the Hearing Officer to address the appealed aspects of the case; or c) may make a new finding of 
fact, finding of responsibility, and/or (as appropriate) sanction(s).  The Appeal Officer’s decision will be 
made based on the preponderance of the evidence standard.  The Officer’s decision is final, and no 
further appeal is permitted. 

Absent unusual circumstances, the Sexual Misconduct Coordinator will provide the outcome of the 
appeal in writing to the Complainant and Respondent within ten (10) business days from the Appeal 
Officer’s receipt of the appeal. 

XIV.  Respondent Change in Status 

If a student Respondent withdraws or is academically separated from St. John’s College after a 
complaint has been filed but before the informal resolution or grievance process has been completed, 
the college reserves the right to proceed to the conclusion of the Title IX Sex-based Harassment Process 
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¶ Complaints of misconduct: Prior to reinstatement, a student must notify the College if they have 
been the subject of any complaints of misconduct during the period of suspension, whether at an 
educational institution, through law enforcement, employment, or otherwise.  Failure to notify 
the College of any complaints of misconduct will result in immediate expulsion should such 
complaints later come to light. 

¶ Re-entry meeting: Students applying for reinstatement must schedule a meeting with the Sexual 
Misconduct Coordinator and the Assistant Dean prior to the desired term of re-enrollment to 
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