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I. Purpose and Nondiscrimination Notice 
 
The Arizona Coalition to End Sexual and Domestic Violence (ACESDV) does not 
discriminate on the basis of sex in its programs or activities. ACESDV is committed to 
ensure equality of training opportunity for all. The purpose of this policy is to maintain 
an environment for work and training free from sexual harassment and sex 
discrimination and defines expectations for ACESDV employees, volunteers, vendors, 
visitors and training participants and establishes mechanisms for determining when 
those expectations have been violated.  
 

II. Covered Individuals 

This policy applies to any employees, volunteers, contractors, consultants, visitors, and 
training participants of ACESDV working or participating in ACESDV programs or 
activities in which ACESDV exercises substantial control over both the individual 
engaging in the alleged harassing behavior and the context in which the alleged 
harassment occurs, and applies only to those programs or activities that occur within 
the United States (“Covered Individual”).  

This policy applies to sexual harassment and sex discrimination that takes place on 
ACESDV premises, in ACESDV virtual spaces or at ACESDV-sponsored events, 
regardless of the location.   

III. Covered activities 

This policy applies to sexual harassment and sex discrimination in any form. Sexual 
harassment and sex discrimination may manifest in many evolving forms (e.g., 
physical, verbal, visual, online/electronic/social media, etc.). The 2020 Title IX 
regulations define sexual harassment broadly to include any of three types of 
misconduct that, on the basis of sex, jeopardize a Covered Individual’s equal access to 
ACESDV programs and activities. These three types of misconduct are: 

 
1.  Any instance of quid pro quo harassment by an employee; 
 
2. Any unwelcome conduct that a reasonable person would find so severe, 
pervasive, and objectively offensive that it denies a Covered Individual equal 
access to ACESDV programs or activities; or 
 
3.  Any instance of sexual assault as defined in 20 U.S.C. 1092(f)(6)(A)(v), “dating 
violence” as defined in 34 U.S.C. 12291(a)(10), “domestic violence” as defined in 
34 U.S.C. 12291(a)(8), or “stalking” as defined in 34 U.S.C. 12291(a)(30). 

 
 
 



Approved by the Board 3/18/22 
Last review by ACESDV 3/3/22 

 

IV. Jurisdiction  
 

ACESDV has a compelling obligation to address allegations and suspected instances 
of sexual harassment and sex discrimination when it knows or there is known 
information that would lead a reasonable person to believe that this policy has been 
violated. ACESDV may take appropriate action(s) including informing the accused of 
the allegations and pursuing an investigation even in cases when the complainant is 
reluctant to proceed. The complainant will be notified in advance when such action is 
necessary.  

 
ACESDV’s disciplinary response may be limited if the accused is a visitor or a third-
party or is not subject to ACESDV jurisdiction.  
 

V. Sexual Harassment Grievance Procedures 
 

ACESDV encourages any Covered Individual who believes he or she has been 
subjected to sexual harassment or sexual discrimination to utilize the procedures 
outlined below: 
 

1. Title IX Coordinator 
 
The Title IX Coordinator is designated and authorized to address alleged 

sexual harassment involving any individual covered by this policy. See Responsibilities 
section for a complete list of responsibilities.  ACESDV’s designated and authorized 
Title IX Coordinator can be reached as follows: 

 
Title IX Coordinator 

[Email: titleixcoordinator@acesdv.org 
 

2. Notification   
 

The contact information for the Title IX Coordinator, the Human Resource 
Director, and ACESDV’s nondiscrimination notice (indicated in Section I) will be 
prominently posted on ACESDV’s website and in its employee handbook.  Any 
documents used to train the Title IX Coordinator, employees or others who may be 
involved in the Title IX grievance process will be posted on ACESDV’s website. 
 
In addition, ACESDV will notify Covered Individuals and organizations that have an 
agreement with ACESDV of this policy and the grievance procedures included 
herein, including how to report sexual harassment and how ACESDV will respond to 
such reports.  The required notification may be accomplished in any way that 
ACESDV deems appropriate and effective. 
 
 
 

3. Reports of Sex Discrimination 
 

mailto:titleixcoordinator@acesdv.org
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Any person may report sexual harassment or sex discrimination, regardless 
of whether the person is the alleged victim. Reports may be made in person, by mail, 
telephone or email to the Title IX Coordinator at any time.  Complaints of sex 
discrimination that are not sexual harassment will be handled pursuant to ACESDV’s 
regular procedures for resolving such grievances promptly and equitably.  Complaints 
of sexual harassment will be handled using the grievance procedures set forth below. 

 
4. Formal Complaints of Sexual Harassment 

 
Any person, including a person who is alleged to be the victim of sexual 

harassment (a "Complainant") may report sexual harassment in person, by email, 
telephone, or mail to the Title IX Coordinator at any time.  The report must include the 
nature of alleged violation; names of persons involved in the incident(s) when known 
including the name of the party responsible for the alleged violation when known (a 
"Respondent"), and any other relevant information.  A Complainant or the Title IX 
Coordinator, but not a third-party reporter, may sign a formal complaint.  The 
Complainant and the Respondent are the parties to any formal complaint, even if it is 
signed by the Title IX Coordinator.  At the time of filing a formal complaint, a 
Complainant must be participating in or attempting to participate in a program or 
activity of ACESDV. 

 
5. Actual Knowledge Reports of Sexual Harassment 
 

ACESDV will also respond to alleged sex discrimination whenever any 
employee has actual knowledge of potential sex discrimination or allegations of sex 
discrimination.  Employees must report such knowledge immediately to the Title IX 
Coordinator. 

 
6. Initial Contact with Complainant 
 

Upon receiving notification of alleged sexual harassment, whether through 
a report, a formal complaint or an actual knowledge report from an employee, the 
Title IX Coordinator, or the Human Resource Director if the Respondent is an 
employee, shall promptly and confidentially contact the Complainant to discuss the 
availability of supportive measures, consider the Complainant's wishes with respect 
to supportive measures, inform the Complainant of the availability of supportive 
measures with or without the filing of a formal complaint, and explain the process for 
filing a formal complaint, if applicable.   

 
7. Supportive Measures 
 

The Title IX Coordinator, or the Human Resource Director if the Respondent 
is an employee, shall offer supportive measures to both the Complainant and alleged 
Respondent, either before or after the filing of a formal complaint or following a report 
where no complaint has been filed.  The supportive measures are non-disciplinary, 
non-punitive, individualized services offered as appropriate, as reasonably available, 
and without fee or charge to the Complainant or the Respondent. Supportive 
measures are designed to restore or preserve equal access to ACESDV’s program and 
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activities, without unreasonably burdening the other party. Supportive measures may 
include counseling, schedule changes, increased monitoring and supervision, mutual 
restrictions on contact between the parties, leaves of absence, or increased security, 
as deemed appropriate by the Title IX Coordinator, or the Human Resource Director if 
the Respondent is an employee. 

 
8. Emergency Removal/Administrative Leave 
 

ACESDV may remove a Covered Individual who is a Respondent from any of 
ACESDV’s programs or activities on an emergency basis, provided that removal is 
necessary to protect another Covered Individual from an immediate threat to physical 
health or safety and that ACESDV provides the Complainant with notice and an 
opportunity to challenge the decision immediately following the removal.   

 
ACESDV may place an employee who is a Respondent on administrative leave while 
allegations are investigated and resolved in accordance with 
this administrative regulation. 

 
9. Responding to Formal Complaints 
 

Following the filing of a formal complaint, the Title IX Coordinator, or the 
Human Resource Director if the Respondent is an employee, will conduct an 
investigation of the allegations, unless they are dismissed in accordance with Section 
11 below.  All parties will be informed of the procedures of the investigation and all 
allegations being investigated. The investigation will include an evaluation of all 
available evidence, and may include witness interviews, review of relevant documents, 
and consultation with other Covered Individuals as necessary.  The Title IX Coordinator 
or Human Resource Director must be free from any conflicts of interest or bias. 

 
The investigation will be premised on a presumption that the Respondent is not 
responsible for the alleged conduct until a determination regarding responsibility is 
made at the conclusion of the grievance process. The standard of evidence to be used 
to determine responsibility is the preponderance of the evidence standard, for all 
formal complaints of sexual harassment. 

 
Upon a determination that the Respondent engaged in prohibited behavior 
(pursuant to the procedures set forth below), ACESDV may: 

 
• Offer the Complainant any remedies that will restore or preserve 

the Complainants access to ACESDV’s programs and activities, 
including any supporting measures.  These remedies may be kept 
confidential to the extent deemed necessary by ACESDV. 
 

• Impose any disciplinary sanctions on the Respondent, including 
participation in counseling services; revocation of privileges 
related to ACESDV programs; no-contact orders; reassignment, 
schedule changes; short-term or long-term suspension; 
suspension without pay, or termination. 
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This policy prohibits the Complainant, the Respondent and any witnesses from 
knowingly making a false statement or providing false evidence in connection with a 
Title IX investigation.  ACESDV may take disciplinary action against individuals who 
make such false statements. 

 
10. Written Notice of Formal Complaint 

 
The Title IX Coordinator or Human Resource Director will provide written 

notice to the Complainant and the Respondent of the allegations of a formal 
complaint and this grievance process, including any informal resolution process.  The 
notice of the allegations must include: 

 
• Sufficient detail to allow the Respondent to prepare a response, 

including a description of the conduct alleged, the date and location of 
the conduct and the names of the Complainant and other involved 
parties, if any. 

 
• A statement that the Respondent is presumed not responsible for the 

alleged conduct and that a determination regarding responsibility will 
be made at the conclusion of the grievance process. 

 
• A notice of the Complainant's and Respondent's rights to have an 

attorney or non-attorney advisor. 
 
• The right of Complainant and Respondent to inspect and review any 

evidence. 
 
• The prohibition on providing false statements or evidence in 

connection with the investigation of the complaint. 
 

If additional allegations arise during an investigation and will be investigated, the Title 
IX Coordinator or Human Resource Director will provide written notice of those 
additional allegations to the Complainant and Respondent. 

 
11. Dismissal of a Formal Complaint 
 

If the Title IX Coordinator or Human Resource Director determines that the 
alleged conduct in a formal complaint does not constitute sexual harassment under 
the applicable Title IX regulations, did not occur in an ACESDV program or activity, or 
did not occur in the United States, the Title IX Coordinator or Human Resource 
Director must dismiss the formal complaint.   

 
The Title IX Coordinator or Human Resource Director may dismiss a formal complaint 
if the Complainant notifies the Title IX Coordinator or Human Resource Director in 
writing that the Complainant would like to withdrawal the complaint, the Respondent 
withdraws from the ACESDV program or activity or terminates their employment with 
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ACESDV, or specific circumstances prevent ACESDV from gathering evidence 
sufficient to reach a determination regarding the allegations.   

 
Upon dismissal of a formal complaint or any allegations contained in a formal 
complaint, the Title IX Coordinator or Human Resource Director will promptly and 
simultaneously provide written notice of the dismissal and the reason(s) for the 
dismissal to the Complainant and Respondent.   

 
If a complaint is dismissed, ACESDV may nevertheless take whatever additional 
disciplinary action it deems appropriate against the Respondent. 

 
12. Submission of Evidence 
 

Both the Complainant and the Respondent will have a reasonable 
opportunity to present witnesses and other evidence to the Title IX Coordinator or 
Human Resource Director, provided, however, that such evidence must be submitted 
within 10 calendar days of the date on which written notice of the formal complaint is 
provided to the Complainant and Respondent.  The Title IX Coordinator or Human 
Resource Director will meet with each party and give them at least 24 hours' advance 
written notice of the date, time, location, and purpose of the meeting. 

 
Before the Title IX Coordinator or Human Resource Director prepares the final 
investigation report, the Complainant, the Respondent and their advisors (if any) will 
be provided with an equal opportunity to review all evidence that is directly related to 
the allegations in the formal complaint.  If possible, the evidence will be provided to 
the parties in an electronic format and manner.  The evidence provided must include 
any evidence that the Title IX Coordinator or Human Resource Director does not 
intend to rely upon, and any inculpatory or exculpatory evidence.  Within 10 calendar 
days of the date on which they were provided with access to the evidence, the parties 
may prepare and submit to the Title IX Coordinator or Human Resource Director a 
written response to the evidence, which the Title IX Coordinator or Human Resource 
Director must consider before preparing a final, written investigation 
report.  Following the expiration of the date on which the parties may provide 
responses to the evidence, the Title IX Coordinator or Human Resource Director will 
promptly prepare and issue a written investigation report that fairly summarizes the 
relevant evidence discovered during the investigation. 

 
ACESDV will not restrict the ability of either party to discuss the allegations and gather 
evidence related to the allegations of the formal complaint. 

 
13. Determination of Responsibility 
 

ACESDV will not hold a live hearing in connection with determining 
responsibility for any violations of this administrative regulation.  The written 
investigation report and any responses submitted by the Complainant and/or 
Respondent will be provided to the appropriate official of ACESDV (the "Decision 
Maker"), who will make the determination regarding responsibility.  The Decision 
Maker will not be the same person as the Title IX Coordinator or person who 
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investigates the complaint. The Decision Maker will provide each party with an 
opportunity to submit written, relevant questions for any party or witness within 5 
calendar days of the date on which the Decision Maker is provided with a copy of the 
final written investigation report and any responses to the report.  If written questions 
are submitted to the Decision Maker, the Decision maker will promptly provide the 
questions to the appropriate party so that the party can provide answers to the 
questions.  Answers to the questions must be provided to the Decision Maker within 
5 calendar days of the date on which they are provided to a party.  The Decision Maker 
will promptly provide each party with the answers to the questions and allow for 
additional, limited follow-up questions in writing from both the Complainant and 
Respondent within 3 calendar days.  If written follow-up questions are submitted to 
the Decision Maker, the Decision Maker will promptly provide the questions to the 
appropriate party so that the party can provide answers to the questions.  Any answers 
to those additional questions must be submitted to the Decision Maker within 3 
calendar days of the date on which they are provided to a party.  The Decision Maker 
will promptly provide the responses to the additional questions to both parties.   

 
Questions about the Complainant's sexual predisposition or prior sexual behavior are 
not relevant, unless such questions are offered to prove that someone other than the 
Respondent committed the alleged violation or if the questions concern specific 
incidents of the Complainant’s prior sexual behavior with respect to the Respondent 
and are offered to prove consent.  

 
The Decision Maker must explain to the party proposing the questions any decision 
to exclude a question as not relevant. 
 
No sooner than 10 calendar days after receiving the investigation report but no 
later than 15 calendar days after receiving the investigation report, the Decision Maker 
will issue a written determination (the "Determination") that includes: 

 
• A statement of the allegations; 
• A description of the procedures used to investigate the allegations; 
• The findings of fact; 
• A determination of responsibility for each allegation; 
• Any sanctions that will be imposed on the Respondent for violations; 
• Whether remedies to restore or preserve the Complainant's and/or 

others' equal access to the ACESDV’s programs or activities will be 
provided; and 

• A description of the right to an appeal, how to request an appeal, and the 
permitted bases for an appeal. 

 
The deadline for the Decision Maker to issue the Determination may be extended for 
good cause at the Decision Maker's sole discretion. 

 
The Determination must be based upon a preponderance of the evidence (i.e., 
whether it is more likely than not that the violation occurred).  The Complainant and 
the Respondent will be notified concurrently of the Determination. 
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Covered Individuals found to have violated Title IX will be referred for potential 
disciplinary action. Employees found to have violated Title IX will be subject to 
employment actions, including discipline or termination of employment. 

 
14. Timing of Resolution of Formal Complaints 
 

ACESDV will attempt to resolve all formal complaints alleging a violation of 
this policy within 60 calendar days following receipt of the complaint, not including 
any time for an appeal of the Determination. This will vary depending on the 
complexity of the investigation and the severity and extent of the alleged sexual 
misconduct. When in an individual case the following timeframes cannot be met for 
legitimate reasons, the parties will be informed when and why they will not be met. 

 
Other factors may affect one or more parts of the timeframe, including and not limited 
to, the complexity, severity, and extent of the alleged sexual misconduct. The Title IX 
Coordinator or Human Resource Director will not wait for the conclusion of any law 
enforcement investigation or criminal proceeding to begin the Title IX investigation, 
but the Title IX Coordinator or Human Resource Director may consider such 
investigations or proceedings in determining an appropriate timeline in which to 
resolve a formal complaint. The process may be extended if necessary due to illness, 
holidays, unavailability of parties or witnesses, complexity of the case, or competing 
demands on investigators or decision makers. Any extension of the deadlines will be 
explained in writing to both parties. 

 
15. Appeals 
 

Either the Complainant or the Respondent may appeal from: (a) the 
Determination regarding a formal complaint, (b) ACESDV’s handling of a report, or (c) 
the dismissal of a formal complaint, by submitting a notice of appeal that includes the 
bases of the appeal to the Decision Maker within 10 calendar days of the date of the 
Determination.  ACESDV will provide written notice of the appeal to both 
parties.  Either party may file a written response in support of or challenging the 
Determination and the basis for the appeal within 5 calendar days of the date on 
which written notice of the appeal was provided to all parties. 

 
An appeal may be filed on the following basis only: 

 
• Procedural irregularity that affected the outcome of the matter, 
• New evidence that was not available at the time the 

Determination was made, that could affect the outcome of the 
matter and/or 

• The Title IX Coordinator, the Human Resource Director, any other 
investigator, or the Decision Maker had a conflict of interest or bias 
that affected the outcome of the matter. 
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The appeal will be decided on written submissions to an alternate official of ACESDV 
(the “Final Decision Maker”) from the parties only.  No hearing will be held for an 
appeal. 

 
The Final Decision Maker will simultaneously provide the parties with a written 
decision regarding the appeal, which will describe the result of the appeal and the 
rationale for the decision. 

 
16. Informal Resolution 
 

Allegations may be resolved informally if both parties to a formal complaint 
voluntarily agree in writing to participate in a potential informal resolution. As part of 
the informal resolution process, the Title IX Coordinator or Human Resource Director 
may engage in interviews and other fact finding.  Examples of informal resolution 
processes include restorative justice procedures or mediation.  Either party may 
withdraw from an informal resolution at any time before agreeing to a resolution and 
resume the grievance process.  Once an informal resolution is agreed to by the parties, 
it becomes binding.  The Title IX Coordinator or Human Resource Director has the 
discretion to decline informal resolution for some complaints, including complaints of 
sexual violence, and instead require their formal investigation. 

 
17. Retaliation 
 

ACESDV will not tolerate retaliation in any form against any individual who 
makes an allegation, files a report, serves as a witness, assists a complainant, or 
participates in an investigation of discrimination or harassment. ACESDV policy and 
state and federal law prohibit retaliation against an individual for reporting 
discrimination or harassment, or for participating in an investigation. 
 
Retaliation is a serious violation that can subject the offender to discipline, up to and 
including termination of employment, independent of the merits of the underlying 
allegation. 
 
Allegations of retaliation should be directed to the Title IX Coordinator. 

 
18. Recordkeeping 
 

ACESDV will maintain all documents related to allegations of sexual 
harassment for at least 7 years.  The records maintained by ACESDV will document 
that ACESDV’s response to allegations of sexual harassment was not deliberately 
indifferent and that measures were taken to restore or preserve equal access to the 
ACESDV educational program or activity.  If ACESDV did not offer supportive 
measures in response to a report made under this policy, ACESDV’s records will 
document why that response was not clearly unreasonable under the circumstances 
known at the time. 

 
19. Training  
 



Approved by the Board 3/18/22 
Last review by ACESDV 3/3/22 

 

ACESDV will provide the Title IX Coordinator, the Human Resource Director, 
any other ACESDV investigator, the Decision Maker, anyone who facilitates informal 
resolution of formal complaints, and anyone involved in the appeal process training 
on the definition of sexual harassment, ACESDV’s grievance procedures, how to serve 
impartially in their roles, and any other required or appropriate subjects at least as 
often as required by Title IX. 

 
VI. Romantic and/or sexual relationships  
 

Romantic and/or sexual relationships between individuals in a supervisory, training, or 
coaching relationship constitute a conflict of interest. The individual in the position of 
higher organizational authority has the responsibility to eliminate the conflict of 
interest. The conflict of interest must be eliminated in a way which minimizes 
potential for harming the individual with lower organizational authority. 
 
Supervisors and employees who are in the position to influence training or 
employment decisions about others with whom they are in a romantic and/or sexual 
relationship should recuse themselves from such decisions.  
 
In the event of an allegation of sexual harassment, ACESDV will strictly scrutinize a 
defense based upon consent when the facts establish that an organizational power 
differential existed within the relationship.  

 
VII. Prohibited relationships  
 

Romantic and/or sexual relationships between supervisor and employee are 
prohibited. No individual involved in a romantic and/or sexual relationship will have 
direct responsibility for evaluating the performance or for making decisions regarding 
the hiring, promotion, tenure, compensation, or termination of the other party to the 
relationship. Supervisors must take immediate steps to make acceptable alternative 
arrangements regarding their supervisory responsibility for the other party to avoid 
an actual or apparent conflict of interest. If acceptable alternative arrangements are 
not feasible, the relationship may not continue.  

 
VIII. Notification responsibilities to avoid prohibited relationships 

 
ACESDV employees, and volunteers must notify their supervisor of any prohibited 
relationship in which they are involved, and, have a duty to cooperate in making 
acceptable alternative arrangements. The Human Resource Director is available to 
facilitate or consult with parties about notification and making acceptable alternative 
arrangements. 
 
Individuals who engage in prohibited relationships (i.e., who do not notify their 
supervisors and do not make acceptable alternative arrangements) are in violation of 
this policy. Supervisors who obtain information that would lead a reasonable person 
to believe that the Romantic and/or Sexual Relationships section of this policy has 
been violated, have an organizational duty to report the violation to the Human 
Resource Director. 
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Individuals in positions of power, who engage in a series of exploitive sexual or 
romantic relationships, whether or not notification has occurred, may be held in 
violation of the romantic and/or sexual relationship policy.  
 
Making acceptable alternative arrangements means removing any supervisory 
responsibilities between the individual with organizational power and the employee. 
The alternative arrangements should avoid negative consequences for the employee. 
If acceptable alternative arrangements are not feasible, the relationship cannot 
continue.  
 

IX. Corrective action for prohibited romantic and/or sexual relationships 
 
After a thorough review of the facts, corrective action will be taken with any employee 
who violates the romantic and/or sexual relationship section of this policy by: 

1. Entering or engaging in a prohibited relationship without notification 
and without making immediate acceptable alternative arrangements, 
or  

2. Failing to follow any part of this policy, or 
3. Failing to implement any responsibility of supervisors as identified in this 

policy. This applies to all who serve in supervisory roles. 
 
The corrective action process will be in accordance with the ACESDV Employee 
Handbook.  
 
An individual who promptly provides notification of a prohibited relationship and 
cooperates in making acceptable alternative arrangements in a timely manner will 
not be held in violation of the romantic and/or sexual relationship section of this policy. 
  

X. Advisory statement on romantic/sexual relationships 
 

Individuals in position of power must be aware that romantic or sexual relationships 
with an employee under their supervision are fraught with danger for exploitation and 
pose legal risk to both the individual and the organization.   
 
There are special risks in any sexual or romantic relationship between individuals in 
inherently unequal position of power. These relationships may be subject to concerns 
about the validity of consent and unfair treatment of other employees. Such 
relationships can undermine the atmosphere of thrust essential to the employee 
relationship. They may, moreover, be less consensual than the individual whose 
position confers power believes. The apparent consensual nature of the relationship 
is inherently suspect due to the fundamental asymmetry of power in the relationship, 
and it thus may be difficult to establish consent as a defense to a charge. Even when 
both parties consented at the outset to a romantic or sexual involvement, this past 
consent does not remove grounds for or preclude a charge or subsequent finding of 
sexual harassment based upon subsequent unwelcome conduct. 
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The greater the organizational power differential that exists the greater risk there is 
for exploited consent. Exploited consent exists when consent to a relationship is given 
as a function of the position of power one individual occupies over another within an 
organization. 
 

XI.  Employee duty to Report  
 

All ACESDV employees have an obligation to report incidents of sexual harassment. 
Any employee who becomes aware of information that would lead a reasonable 
person to believe that sexual harassment may have occurred involving anyone 
covered under this policy, must report such information immediately. 
 
The following ACESDV staff have an additional obligation to report incidents of sexual 
harassment as well as sexual assault when they become aware of information that 
would lead a reasonable person to believe that sexual harassment may have occurred 
involving anyone covered under this policy. The Human Resource Director and 
supervisors must report within four workdays of becoming aware of such information. 
 
Corrective action may be taken against any individual who has a duty to report and 
who fails to respond in a manner consistent with the policy. 
 
To report allegations of employee sexual misconduct, contact the Title IX coordinator 
by emailing titleixcoordinator@acesdv.org. 

  
XII. Confidentiality 

 
ACESDV recognizes the importance of confidentiality. To the extent possible, 
information received in connection with the filing, investigation, and resolution of 
allegations will be treated as confidential except when necessary to conduct an 
appropriate investigation, to provide assistance and resources to complainants, to 
perform other appropriate ACESDV functions, or when ACESDV is compelled to 
provide information under the law. 
 
When requests for confidentiality arise, they will be evaluated by the Title IX 
Coordinator to determine whether ACESDV may honor the request while still 
providing a safe and nondiscriminatory environment. 
 
When a complaint involves or impacts training participants, complainants will be 
advised that honoring a request for confidentiality may limit ACESDV ability to 
respond fully to the incident, including pursuing disciplinary action. 
 
In cases not involving or impacting training participants, ACESDV may have a 
compelling responsibility to pursue an investigation regardless of the complainant’s 
request for confidentiality. 
 
All individuals involved in the process should observe the same standard of discretion 
and respect for everyone involved in the process. 
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 XIII. Title IX Coordinator Responsibilities 
 
In addition to those responsibilities outlined in the grievance procedures above, the 
Title IX Coordinator shall: 

 
1. Oversee all Title IX reports and investigations when the accused is not an 

employee of ACESDV. 
2. Ensure that all investigations are conducted consistent with the procedures 

laid out in this policy.  
3. Oversee the maintenance of comprehensive documentation of the receipt of a 

report, investigation, and resolution.  
4. Provide and coordinate interim measures, in consultation with the Human 

Resource Director.  
5. Notify the complainant in advance when ACESDV determines to pursue an 

investigation when the complainant is reluctant to proceed.  
6. Oversee the communication of investigation findings to the complainant and 

accused.  
7. Ensure appropriate action steps, corrective action, and/or sanctions are issued. 
8. Monitor action steps, corrective action, and/or sanctions to ensure behavioral 

change and compliance.  
9. Address all concerns promptly and thoroughly. 
10. Take remedial measures as appropriate with Human Resource Director. 
11. Respect the confidentiality and reputation of all parties.  
12. Evaluate request for confidentiality to determine whether ACESDV can honor 

the request while still providing a safe and nondiscriminatory environment.   
13. Refer individuals to community resources if counseling assistance is needed. 
14. Refer investigations to law enforcement as necessary. 
15. Ensure that the Title IX coordinator’s other job responsibilities do not create a 

conflict of interest regarding the Title IX responsibilities.  
 

XIV.   Human Resource Director 
 

In addition to those responsibilities outlined in the grievance procedures above, the 
Human Resource Director shall: 
 

1. Conduct all investigations when the accused is an employee.  
2. Maintain comprehensive documentation of the receipt of a report, 

investigation, and resolution and provide to the Title IX Coordinator. 
3. Communicate investigation findings to the complainant and the accused.  
4. Issue appropriate action steps and/or corrective actions. 
5. Give prior notice when sanctions will become a part of the accused’s personnel 

records, as appropriate.  
6. Monitor action steps and/or corrective action to ensure behavioral change and 

compliance.  
7. Address all concerns promptly and thoroughly. 
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8. Respect the confidentiality and reputation of all parties.  
9. Refer individuals to available community resources if counseling assistance is 

needed.  
10. Facilitate or consult with parties about notification and making acceptable 

alternative arrangements regarding prohibited relationships.  
 

Subject  Office  Telephone  Email/URL 

Policy consultation  Human Resources 
Consultant  

N/A Humanresources@acesdv.org 

To make a report  Title IX Coordinator  N/A titleixcoordinator@acesdv.org 

Criminal report  Local law enforcement 
(to report criminal 
activity only; does not 
satisfy employee duty to 
report)  

911 
(emergency) 
or your local 
law 
enforcement 
(non-
emergency 
phone 
number) 

 
 

 


