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I. POLICY STATEMENT 

Every member of the Mercy University community, including students and employees, deserve 
the opportunity to live, learn and work free from sexual harassment and sexual violence 
(hereinafter also referred collectively as “sexual misconduct”) and discrimination. This Policy can 
be found at 

/about/title-ix
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E. Other Relevant University Policies    

All Mercy University Policies can be found at: https://www.mercy.edu/about/mercy-university-
policies. When conduct may involve more than one policy, the University will in its sole discretion 
determine which policy/policies shall govern the handling of a potential violation, based on the 
circumstances of the allegation. An individual who has a question about which policy applies in a 
specific instance can contact the University’s Director of Title IX and Equity.    

• Policy Regarding Bias-Related Crimes. Bias-related crimes and incidents, commonly 
referred to as “hate crimes,” will not be tolerated at Mercy University. The Bias-Related 
Crimes Policy sets forth the prohibition against bias-related crimes, but violations of that 
policy shall be investigated pursuant to this Policy on Sexual Misconduct and Non-
Discrimination. 

• Reasonable Accommodations. The University is committed to providing reasonable 
accommodations to individuals with disabilities, individuals observing religious practices, 
and employees and students who have pregnancy or childbirth-related medical conditions 
in accordance with reasonable accommodations policies.  Separate procedures stipulate 
how community members may request and seek review of decisions concerning reasonable 
accommodations for a disability.  These are set forth in Mercy’s Policy and Procedures for 
Implementing Reasonable Accommodations and Academic Adjustments for Students, 
Mercy’s Policy and Procedures for Implementing Reasonable Accommodations for 
Employees, and Mercy’s Lactation Policy. 

• FERPA: The Family Educational Rights and Privacy Act (FERPA) (20 U.S.C. § 1232g; 

/about/mercy-university-policies
/about/mercy-university-policies
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B. Forms of Discrimination (Including Bias-
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or (b) the conduct is severe or pervasive enough to create a work environment that 
a reasonable person would consider intimidating, hostile, or abusive. 

• Under Title VI, in the academic context, unwelcome conduct based on race, color 
or national 
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5. Retaliation 
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9. Consent means affirmative consent. 

10. Affirmative Consent is a knowing, voluntary and mutual decision among all 
participants to engage in sexual activity. Consent can be given by words or actions, as 
long as those words or actions create clear permission regarding willingness to engage 
in the sexual activity. Silence or lack of resistance, in and of itself, does not demonstrate 
consent. The definition of consent does not vary based upon a participant’s sex, sexual 
orientation, gender identity or gender expression. 

a. Consent to any sexual act or prior consensual sexual activity between or with any 
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or submits false information in connection with any allegation of s
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III.   

mailto:titleix.equity@mercy.edu
/about/title-ix
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2. 
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violence or hate crimes to outside law enforcement without the complainant’s consent when the 
University determines that the respondent poses a serious continuing threat to the physical safety 
of the complainant or another person. 

If a student or employee chooses to report sexual violence or hate crimes to outside law 
enforcement, Mercy will provide assistance. The University shall have an appropriately trained 
employee available at all times to provide the complainant with information regarding options to 

/student-support/health-wellness-center
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A list of local off-campus resources can be found in Appendix B of this Policy and on the Mercy 
University website at https://www.mercy.edu/about/title-ix, which includes law enforcement 
agencies, rape crisis centers, anonymous and confidential reporting hotlines, mental health 
counseling, victim advocacy services, legal assistance, and visa immigration services available 
throughout Westchester County and New York City. This list also includes a designation of which 
local hospitals are designated as SAFE (Sexual Assault Forensic Examination) hospitals, which 
are specially equipped to handle rapes, including the gathering of evidence. These services are 
available to both students and employees. 

VI.   REPORTING SEXUAL MISCONDUCT AND DISCRIMINATION AT MERCY  

In order for Mercy University to address allegations of sexual misconduct and discrimination, it 
has to learn about the allegations. As such, Mercy strongly encourages individuals who have 
experienced sexual misconduct or discrimination to report the incident to a designated University 
official, as set forth in Section VI.C below. The designated officials are trained to receive 
allegations of sexual misconduct and discrimination, to ensure they are investigated in accordance 
with this Policy and to help complainants obtain necessary assistance. Students, employees and 
other community members are encouraged to report allegations of sexual misconduct and 
discrimination to campus officials, regardless of whether they have reported the incident to outside 
law enforcement authorities and regardless of where the incident took place.  

A. Complainants’ Rights  

All members of the University community who have experienced sexual misconduct or 
discrimination have the right to report allegations to the University or to decide not to do so.   

Students who report sexual misconduct have all of the rights contained in the Students’ Bill of 
Rights (Appendix A) and also have the following rights pursuant to New York State Education 
Law:  

1. To notify Campus Safety and/or outside law enforcement, or to choose not to report;  

2. To have emergency access to a University official trained to interview victims of sexual 
assault and able to provide certain information, including reporting options and 
information about confidentiality and privacy. The official will, where appropriate, 
advise about the importance of preserving evidence and obtaining a Sexual Assault 
Forensic Examination (“SAFE”) as soon as possible. The official will also explain that 
the criminal process uses different standards of proof and evidence, and that any 
questions about whether an incident violated criminal law should be addressed to a law 
enforcement official or a district attorney’s office;  

3. To disclose the incident to a University representative who can offer confidentiality or 
privacy and assist in obtaining services;  

4. To describe the incident only to those campus officials who need the information in 
order to properly respond and to repeat the description as few times as necessary; 

/about/title-ix


/about/title-ix
mailto:titleix.equity@mercy.edu
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complainant’s privacy to the greatest extent possible, and all information in connection with the 
allegations, including the identities of the complainant and the respondent, will be shared only 
with those who have a legitimate need for the information.  

C. Reporting Obligations of Mercy Employees 

An individual who speaks to a University official about sexual misconduct or discrimination 
should be aware that employees fall into three categories:  

• Confidential Employees have an obligation to maintain a complainant’s confidentiality 
regarding allegations of sexual misconduct and will not share any identifying information 
with others, except as required by law in emergency circumstances;  

• Responsible Employees are required to report allegations of sexual misconduct to the 
Director of Title IX and Equity Compliance but will protect an individual’s privacy to the 
greatest extent possible and share information with other staff only on a need-to-know 
basis; and  

• All other employees are strongly encouraged, but not required, to report allegations of 
sexual misconduct to the Director of Title IX and Equity Compliance. These employees 
are otherwise encouraged to protect an individual’s privacy to the greatest extent possible 
and share information only with the 
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through the Employee Assistance Program (EAP), which is administered by an 
outside company. Confidential community counseling resources are also available 
throughout Westchester County and New York City. See Appendix B.  

Complainants may use these confidential resources even if they decide not to report allegations of 
sexual misconduct or discrimination, or participate in an investigation, Mercy’s resolution process 
or the criminal justice process. A complainant who first speaks to a confidential resource may later 
decide to report allegations to the University or with outside law enforcement. 

2. Responsible Employees 

Individuals designated as Responsible Employees have a duty to report allegations of sexual 
misconduct and discrimination, including all relevant details, to the Director of Title IX and Equity 
Compliance.  These employees are not permitted to maintain a complainant’s confidentiality but 
will maintain a complainant’s privacy to the greatest extent possible, and information reported to 
them will be shared only with the Director of Title IX and Equity Compliance and other people 
responsible for handling the University ’s response to the report. 

To the extent possible, before a complainant reveals any information to a Responsible Employee, 
the employee should advise the complainant of the employee’s reporting obligations—and if the 
complainant wants to maintain confidentiality, direct the complainant to confidential resources. 

Mercy has designated the following individuals as Responsible Employees: 

• Academic Unit Heads (Deans, Associate Deans, Program Directors and Chairs) 
• Athletic staff 

• Campus Safety staff  
• Faculty or staff advisors to student groups 

• Human Resources staff   
• President’s Office staff 

• Provost and Associate Provosts   
• Residential Life staff 

• Staff Officers  
• Title IX and Equity Compliance staff   

• Office of Student Affairs Directors and above 
• Managers or Supervisors2 regarding allegations that involve people who report to them 

 
2  Managers are employees who have authority to make tangible employment decisions with regard 

to other employees, including the authority to hire, fire, promote, compensate or assign significant different 
responsibilities.  Supervisors are employees who are not managers but have a sufficient degree of control 
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D. Handling Requests for Anonymity or to Not Conduct an Investigation  

Whether the University may maintain a complainant’s anonymity or request to not conduct an 
investigation reported to a non-confidential employee depends on whether the allegations will 
proceed as a Title IX Sexual Harassment matter or a Non-Title IX Sexual Misconduct or 
discrimination matter.  

If the allegations will proceed as a Title IX Sexual Harassment matter, the Director of Title IX and 
Equity Compliance must inform the complainant that the complainant’s identity may not be kept 
anonymous if the complainant wishes to proceed with a Title IX Formal Complaint, and that the 
notice to the respondent will reveal the complainant’s identity. The complainant may choose 
whether to file a Title IX Formal Complaint. If the complainant chooses not to file a Title IX 
Formal Complaint, their identity will not be disclosed to the respondent.  

If the allegations proceed as a Non-Title IX sexual misconduct or discrimination matter, a 
complainant may request: (1) that the matter be investigated only to the extent possible without 
further revealing their identity or revealing further details or (2
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Director of Title IX and Equity Compliance or other campus official so that the University may 
take appropriate steps to eliminate the alleged discrimination and assist a complainant in obtaining 
the appropriate supportive measures they need. Bystanders who choose to exercise this positive 
moral obligation will be supported by the University and shall be protected from retaliation. The 
University also encourages bystanders who witness sexual misconduct or discrimination to take 
reasonable and prudent actions to prevent or stop the conduct. Actions may include direct 
intervention, calling law enforcement, or seeking assistance from a person in authority.  

F. Reporting Retaliation  

Any individual who believes they have been retaliated against for making a report under this 
Policy, assisting someone making a report, or participating in any manner in an investigation, 
hearing or resolution of a complaint may file a complaint with the Director of Title IX and Equity 
Compliance. All retaliation complaints will be investigated in accordance with the investigation 
procedures set forth in this Policy as a Non-Title IX Matter, and individuals who are found to have 
engaged in retaliation will be subject to disciplinary action, up to including expulsion for students, 
termination for employees and removal from campus for contractors and visitors.  

G. Amnesty for Alcohol and Drug Use for Reports of Sexual Misconduct
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of Title IX and Equity Compliance 

http://www2.ed.gov/about/offices/list/ocr/complaintprocess.html
https://www.eeoc.gov/how-file-charge-employment-discrimination
https://dhr.ny.gov/complaint
https://humanrights.westchestergov.com/file-a-complaint
http://www1.nyc.gov/site/cchr/about/resources.page
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In certain circumstances, the University may close an investigation upon the filing of an external 
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3. Changing an employee’s work assignment or schedule; 

4. Providing an escort to and from class or campus work location;  

5. Arranging appropriate transportation services to ensure safety;  

6. Offering counseling services through the University ’s Counseling Center or other 
appropriate office, or referral to an off-campus agency;  

7. 
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D. Process for Review of Supportive Measures and Accommodations, Including No 
Contact Orders and Emergency Removal  

Parties may request a prompt review of the need for and terms of supportive measures that directly 
affect them, including No Contact Orders and emergency removal. Issues that may be raised 
include possible modification or discontinuance of a No Contact Order.  

Students’ requests for review must be made to the University ’s Vice President for Student Affairs. 
Employee requests for review must be made to the University ’s Chief Human Resources Officer. 
Requests for review must be in writittttttts
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3. 
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5. To an investigation process where the burden of proof and burden of gathering evidence 
sufficient to reach a determination regarding responsibility rests on the University and 
not on the parties;  

6. To receive reasonable advance written notice of any meeting they are required to or 
eligible to attend;  

7. To exclude their own prior sexual history with persons other than the other party in the 
investigation or conduct process and their own mental health diagnosis and/or 
treatment, subject to certain exceptions described in Sections and;  

8. To offer evidence during the investigation;  

9. To have evidence that is not relevant excluded from any hearing;  

10. To review documents and tangible evidence, consistent with the Family Educational 
Rights and Privacy Act (“FERPA”) and other laws;  

11. To be accompanied by an advisor of their choice (who may be an attorney), who may 
assist and advise throughout the process, including during all related meetings and 
hearings;  

12. To simultaneous notice of the outcome of proceedings, including written notice of 
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The Director of Title IX and Equity Compliance will notify the non-appealing party in writing 
within five (5) days of receipt of the Notice of Appeal and will provide the hearing recording for 
Title IX cases to the relevant parties in a timely manner. The non-appealing party has fifteen (15) 
days from receipt of the Notice of Appeal to submit a response as well.  

The University shall convene a three-person Appeals Panel, with each Panel member being 
specially trained on the relevant law and this Policy.   

A party may appeal a 
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X. PROCEDURES FOR TITLE IX SEXUAL HARASSMENT MATTERS  

The following procedures apply only to Title IX Sexual Harassment matters.  

A. Requirements for a Title IX Formal Complaint  

The Director of Title IX and Equity Compliance will determine if the initial allegations that were 
reported meet the criteria of a Title IX Formal Complaint, which is required to initiate a grievance 
process or resolution.  

A Title IX Formal Complaint is a document filed by a complainant or signed by the Director of 
Title IX and Equity Compliance alleging Title IX Sexual Harassment (as defined in Section III) 
against a respondent and requesting that the University investigate the allegations. The Director of 
Title IX and Equity Compliance may sign a Title IX Formal Complaint with or without a 
complainant’s desire to participate in a grievance process. A Title IX Formal Complaint may be a 
physical document, email or electronic submission through a campus online form, so long as it 
contains the complainant’s physical or digital signature or otherwise indicates that the complainant 
is the person filing the complaint.  

If the initial allegations that were reported do not meet the criteria of a Title IX Formal Complaint, 
the Director of Title IX and Equity Compliance will contact the complainant to explain how to file 
a Title IX Formal Complaint and notify them that a Title IX Formal Complaint is required to 
resolve the allegations.  
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5. Notice that the parties may have an advisor of their choice, who may be an attorney, 
throughout the process;  

6. Notice that parties may inspect and review evidence;  

7. Notice that the parties are entitled to written notice of the date, time, location, 
participants and purpose of all hearings, investigative interviews, or other meetings, 
with sufficient time for the party to prepare to participate in any hearing, investigative 
interview or meeting;  

8. Notice that the burden of proof and the burden of gathering evidence sufficient to reach 
a determination regarding responsibility rest on the University  and not on the parties;  

9. Mercy’s prohibition on knowingly making false statements or knowingly submitting 
false information during the grievance process; and  

10. Mercy’s prohibition on retaliation, as defined in Section III.  

This notice will be provided at least five (5) days before any initial interview unless a party 
consents to a shorter period.  

C. Informal Resolution  

A Title IX Formal Complaint may be resolved through an informal resolution process (see Section 
X.B.)  

D. Dismissal of a Title IX Formal Complaint Prior to Resolution  

1. Mandatory Dismissals: If, at any time after receipt of a Title IX Formal Complaint, it 
becomes clear that the allegations, if true, do not meet the definition of Title IX Sexual 
Harassment, the Director of Title IX and Equity Compliance must dismiss the Title IX 
Formal Complaint.  

2. Discretionary Dismissals: The Director of Title IX and Equity Compliance may dismiss 
a Title IX Formal Complaint, or any allegations therein, if:  

a. The complainant notifies the Director of Title IX and Equity Compliance in writing      
that the complainant would like to withdraw the Title IX Formal Complaint or any 
allegations therein;  

b. The respondent is no longer enrolled or employed by Mercy; or  

c. Specific circumstances exist that prevent the University from gathering evidence 
sufficient to reach a determination as to the Title IX Formal Complaint or 
allegations therein.  

3. Process following dismissal of Title IX Formal Complaint: Upon mandatory or 
discretionary dismissal of a Title IX Formal Complaint, the Director of Title IX and 
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Equity Compliance must determine whether the allegations will proceed as a Non-Title 
IX Sexual Misconduct or discrimination matter. The parties will be notified of the 
dismissal in writing and provided an opportunity to appeal, as discussed in the Section 
IX.C.  

4. This notice will include:  

a. The basis for the dismissal;  

b. Whether the allegations will proceed as a Non-Title IX Sexual Misconduct matter;  

c. The parties’ right to appeal the dismissal and the procedures to do so.  

E. Formal Resolution and Investigation  

1. Rights of the Parties  

When a Title IX Formal Complaint proceeds to formal resolution and investigation, the parties 
have the following rights in addition to those outlined in Section IX: 

a. To have the Title IX Formal Complaint investigated, resolved and/or adjudicated 
by individuals who receive training as required by federal regulation; 

b. To an evaluation of all relevant evidence, including both inculpatory and 
exculpatory evidence and credibility determinations that are not based on a person’s 
status as a complainant, respondent or witness; 

c. To receive reasonable advance written or electronic notice of allegations, including 
the date, time, location and general description of the allegations, as well as the 
specific conduct rule or law violated and the possible sanction; 

d. To exclude questions and evidence about their own sexual predisposition or prior 
sexual behavior, unless such questions and evidence are offered to prove that 
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exam periods, school breaks or vacations; and accounting for the complexities of a specific 
investigation, including the number of witnesses and volume of information provided by the 
parties.  

3. Post-Investigation Review of Relevant Documents and Materials  

Prior to the completion of the investigative report (discussed below), the Director of Title IX and 
Equity Compliance 
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report is due within ten (10) days after the report is provided, and will be shared with the Hearing 
Officer and the other party prior to a hearing.  

XI. Title IX Sexual Harassment Grievance Hearing Procedures   
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2. Issuance of Notice of Hearing  

The Director of Title IX and Equity Compliance will issue the Notice of Hearing to both parties, 
which will include the date, time and location of the hearing and notice of the allegations identified 
in the investigative report. The Notice of Hearing must be sent by both first-class mail (or overnight 
mail) to the physical address or P.O. box address appearing on the records of the University and 
email using the party’s Mercy email address, and any other email address known to the University. 
Notice of at least seven (7) days will be provided.  



38 

At least five (5) days prior to the commencement of a hearing the University will provide the 
Hearing Officer the following: 

c. The investigative report, including exhibits; and 

d. The parties’ written responses to the investigative report. 

4. Hearing Procedures  

All hearings pursuant to this Policy are closed hearings, 
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meetings and hearings but may not speak on behalf of the party or otherwise participate in the 
meeting or hearing.  

Advisors must treat all hearing participants, including the Hearing Officer, parties and witnesses, 
with respect and according to the decorum guidelines (in Appendix C of this Policy), which shall 
be provided to each party prior to the hearing. Any party intending to appear with an attorney must 
give the University five (5) days’ notice of the attorney’s name and contact information.  

5. Hearing Recording  

The University shall make a recording of each hearing by some means such as a stenographic 
transcript, an audio recording or the equivalent. No other recording of the proceedings is permitted.  
A respondent who has been found responsible after a hearing is entitled upon request to a copy of 
such a record without cost upon the condition that it is not to be disseminated except to the 
respondent’s advisor. In the event of an appeal, the parties will be provided a copy of such a record 
without cost, upon the condition that it is not to be disseminated except to their advisors.  

The parties are prohibited from recording any part of the investigation and grievance process and 
from unauthorized copying of documents or materials, as well as unauthorized posting, distribution 
or otherwise sharing of said recordings, documents or materials to anyone other than family, an 
advisor or legal counsel. Copying includes but is not limited to: audio or video recording, 
streaming, photographing, scanning, transcribing, or any other form that conflicts with the spirit 
of this directive. Allegations of non-compliance under this Section will be reviewed by the Office 
of Student Affairs, or Human Resources, as appropriate, and may result in disciplinary action.  

6. Responsibility Phase  

The University bears the burden of proving the allegations by a preponderance of the evidence.  

a. Presentation of Evidence  



40 

made part of the investigation and the information is directly related to the allegations raised in the 
Title IX Formal Complaint.  

b. Cross Examination  

Each party’s advisor will be permitted to ask the other party and any witnesses all relevant 
questions and follow-up questions, including those challenging credibility. A party may not 
conduct cross-examination personally, but must do so through their advisor. In the event a party 
does not have an advisor and the case proceeds to a hearing, the 
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In the event the respondent is found responsible for violating the Policy, the Director of Title IX 
and Equity Compliance will implement remedies for the complainant, designed to restore or 
preserve equal access to the recipient’s education program or activity. Such remedies may include 
a continuation of the same supportive measures and accommodations described in Section VII but 
need not be non- disciplinary or non-punitive and need not avoid burdening the respondent.  

11. Sanctions for Respondents  

a. Range of Sanctions for Students 

Sanctions for student respondents range from a warning to suspension or expulsion from the 
University. When a disciplinary hearing results in a penalty of expulsion or suspension for one 
term or more, the respondent must be barred from attendance at Mercy while the penalty is being 
served.  Students may also be subject to Mercy’s Policy on Transcript Notations which is discussed 
in Section IX.F.  

b. Range of Sanctions for Employees  

As discussed above in Sections XI and XII, there will be no penalty phase for employees who are 
subject to a disciplinary process contained in a collective bargaining agreement; instead, a 
determination that the respondent is responsible will be referred for discipline under the applicable 
collective bargaining agreement. For all other employees, sanctions range from a reprimand to 
suspension to termination of employment.  

XII. PROCEDURES FOR NON-TITLE IX SEXUAL MISCONDUCT AND 
DISCRIMINATION CASES 

When the University becomes aware that sexual misconduct or discrimination may have been 
committed by or against a student, employee or contractor, visitor and after an initial inquiry the 
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• Alleged Policy violations;  

• A list of individuals interviewed;  

• A list of exhibits;  

• Summary of party and witness statements and other relevant evidence;  

• 
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E. Disciplinary Process and Procedures  

1. Disciplinary Action  

The following procedures apply when the Vice President for Student Affairs, of the Chief Human 
Resources Officer or the Provost recommends that disciplinary action be commenced against a 
respondent student or employee for violations of this Policy:  

a. Discipline Against Students  

When the Vice President for Student Affairs or their liaison recommends disciplinary against a 
student for violations of this Policy, the matter is referred to the Office of Community Standards 
and Student Conduct and action must be taken in accordance with the Judicial Process in the 
Student Handbook
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must inform the parties of that decision contemporaneously in writing, and must offer any 
appropriate support services, including counseling, to both.  

XIII. UNIVERSITY OBLIGATIONS UNDER THIS POLICY  

In addition to addressing allegations of sexual misconduct and discrimination, the University has 
the following obligations:  

A. Dissemination of Policies, Procedures, and Notices  

The Director of Title IX  and Equity Compliance, in coordination with the Office of Student 
Affairs, Office of Campus Safety, Office of Human Resources, Office of the Provost and other 
appropriate offices, is responsible for the wide dissemination of the following: (i) this Policy; (ii) 
Mercy’s Notice of Non-Discrimination; (iii) the Director of Title IX and Equity Compliance’s  
name, phone number, office location, and email address and (iv) contact information for the Office 
of Campus Safety. Such dissemination includes posting the documents and information on the 
University website, and including it in residence life materials and training and educational 
materials.  

The Students’ Bill of Rights, which is appended to and made a part of this Policy, must be 
distributed to any individual reporting an incident of sexual misconduct at the time the report is 
made. It must also be distributed annually to all students, made available on the University ’s 
website and posted in Mercy University residence halls.  

B. Training and Educational Programming  

Mercy is responsible for providing training to Title IX employees, investigators, the Hearing 
Officer, Appeals Panel members, and anyone who facilitates informal resolutions.  

The Director of Title IX  and Equity Compliance, in coordination with other applicable offices, 
including Campus Safety, Office of Human Resources Office of Student Affairs and the Office of 
the Provost, is responsible for ensuring that the University  provides training to University  
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Appeals Panel members, and any person who facilitates an informal resolution process. Such 
training should generally be on an annual basis, which shall include:  

a. The definition of sexual misconduct, including Sexual Harassment, Title IX Sexual 
Harassment, Dating Violence, Domestic Violence, Stalking, Discrimination and 
Retaliation; 

b. How to conduct an investigation; 

c. How to create an investigative report that fairly summarizes relevant evidence; 

d. The grievance process, including hearings, appeals and informal resolution 
processes, as applicable; 

e. Impartiality, including avoiding prejudgment of the facts, conflicts of interest, and 
bias; 

f. Relevance of questions and evidence, including the fact that sexual predisposition 
or prior sexual acts with individuals other than the parties are generally not relevant, 
the rights of the respondent, including the right to a presumption that the respondent 
is "not responsible" until a determination regarding responsibility is made at the 
conclusion of the applicable processes; 

g. The scope of the University ’s education programs and activities; 

h. The effects of trauma; 

i. Other relevant University policies and procedures; and 

j. Any technology to be used at a live hearing.  

3. Student Onboarding and Ongoing Education  

The University shall adopt a comprehensive student onboarding and ongoing education campaign 
to educate students about sexual misconduct, including Domestic Violence, Dating Violence, 
Stalking, Sexual Assault, discrimination and retaliation. During the student onboarding process, 
all new first-year and transfer students must receive training on this Policy and on a variety of 
topics relating to sexual misconduct and discrimination. In addition, the University shall offer and 
administer appropriate educational programming to residence hall students, athletes, and student 
leaders. The University must also provide such educational programming to any other student 
groups which the University determines could benefit from education in the area of sexual 
misconduct. The University must also share information on Domestic Violence, Dating Violence, 
Stalking and Sexual Assault prevention with parents of enrolling students. See 
https://www.mercy.edu/about/title-ix 

4. Campus Climate Assessments  

/about/title-ix
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Mercy University must conduct, no less than every other year, a climate assessment to ascertain 
its students’ general awareness and knowledge of Mercy’s Policy and procedures regarding sexual 
misconduct, including but not limited to student experiences with and knowledge of reporting, 
investigation and disciplinary processes. The assessment instrument must include all topics 
required to be included under applicable law, including Section 129-B of the New York State 
Education Law.  

Mercy will publish the results of the surveys on its Title IX web page. The published results will 
not contain any information which would enable a reader to identify any individual who responded 
to the climate assessment.  

XIV. RULES REGARDING INTIMATE RELATIONSHIPS  

A. Relationships Between Faculty or Staff 
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For purposes of this Section, supervising an employee means supervising in an employment 
setting, including hiring, evaluating, assigning work, or making decisions or recommendations that 
confer benefits such as promotions, raises or other remuneration, or performing any other function 
that might affect employment opportunities.  

XV. Child Abuse Reporting  

Mercy University faculty and staff who interact with, supervise, chaperone, or otherwise oversee 
minors in programs or activities at Mercy or sponsored by Mercy are required to report 
immediately to the New York State Maltreatment Hotline at 1-800-342-3720 if they have 
reasonable cause to suspect abuse or maltreatment of individuals under the age of 18. If anyone 
other than New York State mandated reporters has reasonable cause to believe that a minor is 
being or has been abused or maltreated on campus, they should notify either the 
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APPENDIX B 

MERCY UNIVERSITY TITLE IX RESOURCE LIST 

EMERGENCY NUMBERS 
• Campus Emergency Number (914) 674-9999 or x9999 
• Police, Fire, or Medical Emergency Number 911 

CAMPUS SAFETY NON-EMERGENCY NUMBERS 
• Dobbs Ferry Campus: (914) 674-7225 
• Bronx Campus: (718) 678-8983 
• Manhattan Campus: (212) 615-3319 

CAMPUS SAFETY MAIN LOCATION 
• Department of Campus Safety, Main Hall, Room 234, Dobbs Ferry Campus, Monday to 

Friday, 9:00 am to 5:00 pm 
• Command Center, Hudson Hall, staffed 24-hours a day, 7-days a week 

DIRECTOR OF TITLE IX AND EQUITY COMPLIANCE 
• (914) 674-7679 

Verrazano Hall, Room 109 
Dobbs Ferry Campus 
titleix.equity@mercy.edu 

ON-CAMPUS CONFIDENTIAL RESOURCES 
Mercy University Health and Wellness Office 

• Dobbs Ferry Campus, Main Hall 127 
• Bronx Campus, Room 2125 
• 

mailto:titleix.equity@mercy.edu
https://profiles.health.ny.gov/hospital/view/102950#ServicesBox
https://profiles.health.ny.gov/hospital/view/102950#ServicesBox
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• Mount Sinai Hospital, One Gustave L. Levy Place, (212) 241-7005 
• Mount Sinai Morningside, 1111 Amsterdam Avenue, (212) 523-4295 
• New York-Presbyterian Hospital, Columbia Presbyterian Center, 622 West 168th Street, 

(212) 305-2500 
• New York-Presbyterian Hospital, New York Weill Cornell Center, 525 East 68th Street, 

(212) 746-5454 

Queens  
• Elmhurst Hospital Center, 79-01 Broadway, (718) 334-4000 
• Queens Hospital Center, 82-68 164th Street, (718) 883-2350 

Brooklyn 
• Coney Island Hospital, 2601 Ocean Parkway, (718) 616-3000 
• 

http://www.westcop.org/
http://www.hopesdoorny.org/
http://www.mspny.org/
http://www.pnwwrc.org/
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After Hours: (914) 995-2099 
Sexual Assault Hotline 24/7: (833) 220-2444 

http://www.rainn.org/
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ADDITIONAL LEGAL ASSISTANCE 
• Pace Law School Women’s Justice Center (914) 287-0739 
• Legal Services of Hudson Valley (877) 574-8529 
• My Sister’s Place Legal Center (914) 948-8466 
• Westchester Hispanic Coalition (914) 948-8466 
• Empire Justice Center (914) 422-4329 

Note: If any of the above resources do not meet a specific need, the Title IX Director

mailto:OCR@ed.gov
mailto:OCR.NewYork@ed.gov
mailto:info@dhr.ny.gov
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APPENDIX C 

DECORUM POLICY 
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The Hearing Officer shall document any decision to remove an advisor in the written determination 
regarding responsibility. 

For flagrant, multiple, or continual violations of this Rule, in one or more proceedings, advisors 
may be prohibited from participating in future proceedings at the institution in the advisor role on 
a temporary or permanent basis. Evidence of violation(s) of this agreement will be gathered by the 
Title IX Director, the Vice President for Student Affairs for cases involving students, Director of 
Human Resources for cases involving employees, or their designees. The advisor accused may 
provide an explanation or alternative evidence in writing for consideration by the Vice President 
for Student Affairs for cases involving students, or Director of Human Resources for cases 
involving employees, or their designees.  Such evidence or explanation is due within fifteen (15) 
calendar days of receipt of a notice of a charge of re-disclosure or improper access to records. 
There shall be no right to a live hearing, oral testimony, or cross-examination. The Vice President 
for Student Affairs for cases involving students or Director of Human Resources for cases 
involving employees, or their designees shall consider the evidence under a preponderance of the 
evidence standard and issue a finding in writing and, if the finding is Responsible, shall include a 
Sanction. The finding shall be issued in writing to all Parties and Advisors (if there is a current 
case pending) within thirty (30) days unless extended for good cause. There is no appeal of this 
finding. In the event that an Advisor is barred permanently or for a term from serving in the role 
as Advisor in  any future matter, they may request a review of that bar from the Vice President for 
Student Affairs for cases involving students or Director of Human Resources for cases involving 
employees or their designees no earlier than three-hundred and sixty-five (365) days after the date 
of the findings letter.


