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Introduction	 

Queens University of Charlotte (“Queens” or “the University”) is committed to maintaining a respectful 
academic and working environment for students, faculty, staff, and visitors. This includes having an 
environment free from unlawful sexual misconduct and interpersonal violence. This policy applies to all 
conduct, whether it occurs on or off campus, that has the potential to interfere with the educational mission of 
the University or to create a hostile environment on campus or within a University program. This policy covers 
all students, employees and other individuals who have a relationship with Queens that enables the University 
to exercise some control over the individual’s conduct in places and activities that relate to the University’s work 
(e.g., contractors, vendors, visitors, etc.). 

So that the University may continue to foster a climate of respect and security on campus as it relates to 
preventing and responding to acts of sexual misconduct and interpersonal violence, this policy has been created 
and serves to demonstrate Queen’s commitment to: 

• Prohibiting acts of sexual misconduct and interpersonal violence: sexual harassment, sexual assault, 
sexual exploitation, and other forms of sex or gender-based harassment and discrimination, as well as 
the acts of stalking, dating violence, and domestic violence; 

• Disseminating clear policies and procedures for responding to acts of sexual misconduct and 
interpersonal violence reported to or reasonably known to the institution; 

• Delivering primary prevention and awareness programs and ongoing training and education campaigns 
to students and employees so they may identify what behavior constitutes sexual misconduct and 
interpersonal violence, understand how to report such misconduct, recognize warning signs of 
potentially abusive behavior and ways to reduce risks, and learn about safe and positive options for 
bystander intervention that may be carried out by an individual to prevent harm or intervene when 
there is a risk of domestic sexual misconduct or interpersonal violence, dating violence, sexual assault, 
or stalking against a person other than such individual; 

• Engaging in intake, investigative inquiry and subsequent resolution of complaints that are prompt, fair, 
equitable and independent of other investigations that may occur; 

• Supporting complainants and respondents and to hold persons accountable for violations of this policy; 
and 

• Providing a written explanation of the rights and options available to every student or employee that 
has been the victim of domestic violence, dating violence, sexual assault or stalking, regardless of 
whether the offense occurred on or off campus. 

Lastly, it is the intent of the policy to accomplish the following: 
1. To identify the Title IX Coordinator and Deputy Title IX Coordinators and describe their roles in 

compliance with guidance from the U.S. Department of Education’s Office of Civil Rights and in 
compliance with the Clery Act. 

2. To identify how students and employees can report sexual misconduct or interpersonal violence to the 
University confidentially or privately and what resources are available both on and off campus to aid 
them, including employees and student’s rights to notify local law enforcement and the right to also 
decline to notify such authorities. 

3. To provide information about how complaints are assessed, investigated and resolved. 
4. To provide the University with a means to take all reasonable steps to identify harassment, prevent 

recurrence of any harassment, and to correct its discriminatory effects on the complainant and others, 
as appropriate. 
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Definitions 	

Sexual misconduct is a broad term used by the University to identify a number of forms of discrimination based 
on sex. Sexual misconduct includes sexual harassment, sexual assault, and sexual exploitation. This policy also 
prohibits sex-based harassment, which may include dating violence, domestic violence, and stalking or other acts 
of verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping, even if 
those acts do not involve conduct of a sexual nature. 

Sexual Misconduct offenses include, but are not limited to: 
1. Sexual Harassment 
2. Sexual Assault (or attempts to commit same) 
3. Non-Consensual Sexual Penetration (or attempts to commit same) 
4. Sexual Exploitation 
5. Dating Violence 
6. Domestic Violence 
7. Stalking 

Sexual Harassment is: 
- unwelcome, gender-based verbal or physical conduct that is, 
- sufficiently severe, persistent or pervasive that it, 
- unreasonably interferes with, denies or limits someone’s ability to participate in or benefit from Queens’ 

educational programs and/or activities or privileges of employment, and is, 
- based on the creation of a hostile environment, quid pro quo harassment, or retaliation. 

A hostile environment is any situation in which there is harassing conduct that is sufficiently severe, pervasive 
and objectively offensive. The determination of whether an environment is “hostile” must be based on all of the 
circumstances. These circumstances could include but are not limited to: 

1. The frequency of the conduct; 
2. The nature and severity of the conduct; 
3. Whether the conduct was physically threatening; 
4. Whether the conduct was humiliating; 
5. The effect of the conduct on the alleged victim’s mental or emotional state; 
6. Whether power differentials exist between the parties; 
7. Whether the conduct was directed at more than one person. 

Not all workplace or educational conduct that may be described as “harassment” affects the terms, conditions 
or privileges of employment or education. 

Quid Pro Quo Harassment is: 
- unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct or 

communications, when 
- submission to this conduct is explicitly or implicitly made a term or condition of an individual’s 

employment or academic success; or 
- submission to or rejection of this conduct is used as the basis for an employment or academic decision; 

and/or 
- power differentials exists that impact a person’s ability to reject such advances. 
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Examples of Harassment: 
• A coach intentionally or unintentionally reveals a student’s private sexuality (ie outing them), 

contributing to rumors and speculation that humiliate and embarrass the student. 
• A professor offers that a student can have sex with him/her in exchange for a good grade. This is 

harassment regardless of whether the student agrees to the request. 
• A student repeatedly sends sexually-oriented jokes around on an email list, even when asked to stop, 

causing one recipient to avoid the sender on campus and in the residence hall where they both live. 
• Explicit sexual pictures are displayed in a professor’s office, on the exterior of a residence hall door or on 

a computer monitor in a public space. 
• Two supervisors frequently ‘rate’ several employees’ bodies and sex appeal, commenting suggestively 

about their clothing and appearance. 
• A professor engages students in discussions in class about their past sexual experiences, yet the 

conversation is not in any way germane to the subject matter of the class. She probes for explicit 
details, and demands that students answer her, though they are clearly uncomfortable and hesitant. 

• An ex-girlfriend widely spreads false stories about her sex life with her former boyfriend to the clear 
discomfort of the boyfriend, turning him into a social outcast on campus. 

Sexual Assault is: 
- any intentional sexual touching, 
- directly, or over clothing, 
- however slight, 
- with any body part or object, 
- without explicit consent. 

It is also considered sexual assault if the individual is forced to touch the intimate parts of another individual. 

Sexual touching includes: 
- intentional contact with the breasts, buttocks, groin, or genitals, or touching another with any of these 

body parts, or making another touch you or themselves with or on any of these body parts; any 
intentional bodily contact in a sexual manner, though not involving contact with/of/by breasts, buttocks, 
groin, genitals, mouth or other orifice. 

Sexual assault includes non-consensual sexual penetration. 

Non-Consensual Sexual Penetration is: 
- any sexual penetration, 
- however slight, 
- with any body part or object, 
- by one person upon another, 
- without consent and/or by force. 

Non-consensual sexual penetration is defined as sexual penetration (anal, oral or vaginal) of the individual by 
any part of another individual’s body or other object, without explicit consent. It is also considered non-
consensual sexual penetration if the victim has a reasonable fear that the individual or another will be injured if 
the individual does not give consent, is incapable of giving consent or is prevented from resisting due to physical 
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or mental incapacity, which may include but is not limited to the influence of drugs or alcohol, or if the individual 
has a mental or physical disability that would prohibit their ability to provide consent. 

Consent Defined 

Communication of mutually understandable words or actions, freely, actively, and affirmatively given that 
indicate a willingness to participate in mutually agreed upon sexual activities or actions. Consent is mutually 
understandable when a reasonable person would consider the words or actions of the parties involved to do the 
same thing, in the same way, at the same time. Consent cannot be given if the individual has a reasonable fear 
he or she will be injured if the individual does not give consent, is incapable of giving consent or is prevented 
from resisting due to physical or mental incapacity, which may include but is not limited to the influence of 
drugs or alcohol, or if the individual has a mental or physical disability that would prohibit their ability to provide 
consent. In the absence of mutually understandable words or actions, it is the responsibility of the initiator of 
the sexual activity to make sure they have consent from their partner. Consent can also be withdrawn at any 
time. 

What Constitutes Lack of Consent? 

Consent cannot be inferred through silence or lack of resistance. Consent to one activity does not constitute 
consent to other sexual acts. Past sexual activity does not constitute consent for future acts. A minor cannot 
provide consent under any circumstances. If at any time consent is uncertain, the initiating party should stop 
and obtain verbal consent. The use of any force, display of force, coercion, or intimidation typically negates 
consent. 

Individuals who are incapacitated may not legally give consent to sexual activity. Incapacitation includes, but is 
not limited to, being highly intoxicated, passed out, or asleep. A person who is incapacitated for purposes of this 
policy is one who is not legally able to give consent because they are mentally or physically helpless. Mentally 
helpless is when a person has a mental illness or a condition (like being passed out, asleep, or highly impaired) 
that renders them incapable of understanding the nature of their conduct. Physically helpless means a person 
has restriction of movement, either temporarily or permanently. 

When incapacitation occurs due to alcohol or drug use, indicators of incapacitation may include the following: 
• Slurred speech 
• Bloodshot or unfocused eyes 
• Unsteady gait; needing assistance to walk/stand 
• Vomiting 
• Outrageous or unusual behavior 
• Concern expressed by others about the individual 
• Expressed memory loss or disorientation 

An individual may also be in a state known as a “blackout” where they are incapacitated and will likely have no 
memory of the sexual activity, but are up, and walking and talking. Therefore, it is of particular importance that 
people engaging in sexual activity know the others’ level of intoxication prior to beginning sexual contact. For 
purposes of the University’s policy, the standard that shall be applied is whether or not a reasonable person 
would have known, based on the facts and circumstances presented at the time of the alleged conduct, that the 
other party was incapacitated and therefore, not capable legally of consenting. As the accused party, being 
under the influence of alcohol or drugs is never a defense to this policy and does not excuse sexual misconduct. 
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Examples of Sexual Assault or Non-Consensual Sexual Penetration: 
• Having sex with an unconscious or semi-conscious person. 
• Having sex with someone who is asleep or passed out. 
• Having sex with someone who has said “no.” 
• Having sex with someone who is not reciprocating body movement. 
• Allowing another person to have sex with your partner without his or her consent. 
• Having someone perform sexual acts as a condition of acceptance into a fraternity or athletic 

organization, or any other organization affiliated with the University. This includes acts of penetration; 
penetration of the vagina, anus or mouth with any object; being made to facilitate the abuse of another; 
assisting with physically assaulting another’s private parts; or purchasing or providing alcohol or drugs to 
another for the purposes of facilitating a sexual assault (complicity). 

• Having sex with a person who is vomiting, unable to stand without assistance, or has had to be carried 
to bed by a partner. 

• Telling someone you will “out” them if they don’t engage in sex (disclose their sexual orientation 
without their consent). 

• Telling someone you will fail them or give them a grade different from what they deserve if they don’t 
agree to have some form of sexual contact. 

• Telling a subordinate that you will grade them differently on an evaluation, deny them an employment 
opportunity (like training, a promotion, etc.), deny leave, or impact their employment in some other 
negative way of they do not agree to have some form of sexual contact. 

Sexual exploitation occurs when a person takes advantage of another without that individual’s consent for the 
initiator’s own advantage or benefit or to benefit or advantage anyone other than the one being exploited, and 
that behavior does not otherwise constitute one of the other sexual misconduct offenses. 

Examples of Sexual Exploitation: 
• Prostituting another. 
• Allowing a third party to watch consensual sexual contact without the permission of both parties 

involved in the sex act or showing voluntarily recorded sexual activity to others without permission. 
• Knowingly giving another a sexually transmitted infection (STI) or HIV. 
• Allowing others to have sex with an incapacitated person. 
• Taking or diisseminating explicit photos, videos or audio recordings of someone without their consent. 

Dating Violence means violence committed by a person (a) who is or has been in a social relationship of a 
romantic or intimate nature with the victim; and (b) where the existence of such a relationship will be 
determined based on a consideration of the following factors: 

1. The length of the relationship. 
2. The type of relationship. 
3. The frequency of interaction between the persons involved in the relationship. 

Dating violence includes the use or threat of physical force or restraint carried out with the intent of causing 
pain or injury to another within a dating relationship. 

Examples of Dating Violence: 
• Threatening to self-harm if another does not do what is said. 
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• Threatening to or physically assaulting someone with whom they are intimately or romantically 
involved. 

• Taking away a person’s cell phone during an argument so the person cannot call a friend or the police 
for help. 

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

Examples of Domestic Violence: 
• Hitting, punching, pinching, slapping, or choking someone or threatening violence against someone with 

whom the person is intimately involved. 
• Violating a protective order. 
• Harming a person’s animals or children while in a marital relationship. 

Stalking means engaging in a course of conduct directed at a specific person that would cause a reasonable 
person to (a) fear for his or her safety or the safety of others or (b) suffer substantial emotional distress. 

Examples of Stalking: 
• Spreading lies about a person. 
• Repeatedly communicating or attempting to communicate with a person who doesn’t wish to be 

communicated with. 
• Persistently following a person or lying in wait for them. 
• Sending unwanted gifts. 

A Note on Nomenclature: 

The person complaining of sexual misconduct or interpersonal violence is called the “complainant” or “reporting 
party” or “victim” and those terms may be used interchangeably in this policy. The person alleged to have 
engaged in sexual misconduct or interpersonal violence is called the “respondent” or “accused party” and those 
terms may be used interchangeably in this policy. 
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Adjudication PanelInvestigators Rape Crisis 
Companions

Title IX Coordinator and Deputy Title	 IX Coordinators 

The University has designated the below listed individual as the Title IX Coordinator and as such is responsible 
for the oversight of this policy and any procedures related to it. That includes: overseeing all Title IX complaints 
and identifying and addressing any patterns or systemic problems that arise during the review of such 
complaints; overseeing a prompt, fair, equitable and independent investigation and resolution process for 
complaints of sexual misconduct or interpersonal violence; evaluating trends on campus by using information 
reported to her; and making recommendations for campus-wide training and education programs. The 
University has designated the below listed individuals as the Deputy Title IX Coordinators and as such they are 
responsible for assisting the Title IX Coordinator in managing complaints under this policy, assigning cases for 
investigation, providing training and education, and may serve in the place of the Title IX Coordinator as 
required. 

Title IX Coordinator, 
Name, Tiitle 

Email and Phone 
Office Location 

Deputy Title IX 
Coordinator for 

Employees, 
Teri Orsini, Director of 

Human Resources, 
orsinit@queens.edu, 704 

337 2297 
McEwen Hall 

Deputy Title IX 
Coordinator, 
Name, Title, 

Email and Phone 
Office Location 

Deputy Title IX Coordinator 
for Students, 

Melissa Barrett, Sr. 
Associate Athletic Director, 

barrettm@queens.edu, 
704 688 2818 
Levine Center 
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Reporting	 Sexual 	Misconduct	 or	 Interpersonal 	Violence	 
 
Any person who believes she/he has been the subject of discrimination or harassment due to sex (sexual 
misconduct) or interpersonal violence or is aware of a member of the community who has been subject to 
sexual misconduct or interpersonal violence is strongly encouraged to contact either the Title IX Coordinator or 
one of the Deputy Title IX Coordinators. 

• If the person you are reporting is a student, please contact Melissa Barrett. (Note: a “student” is 
defined by Queens as a person who has been admitted to the University and has enrolled in one or 
more classes or academic program.) 

• If the person you are reporting is a faculty or staff member, please contact Teri Orsini. 

• If you are a third party or concerned person who is not a current student, faculty or staff member who 
wants to report sexual misconduct or interpersonal violence involving a member of the university 
community, please contact Teri Orsini. 

The Deputy Title IX Coordinators work closely with the Title IX Coordinator to oversee all reports of sexual 
misconduct and associated acts that fall under the purview of this policy. Deputies are empowered to oversee 
the grievance processes in their specific areas based on, among other things, the status of the accused party. 

Individuals are encouraged to report potential crimes of sexual assault (sexual assault by a person that is known 
or a stranger) to campus law enforcement in addition to the Title IX Coordinator/Deputies. The Title IX 
Coordinator/Deputies are available to assist an individual in notifying law enforcement. Criminal and University 
investigations are separate and may be conducted simultaneously. The University investigative process will not 
wait for the completion of a criminal investigation in order to proceed. 

Although the University strongly encourages all members of its community to report criminal misconduct to law 
enforcement, it is the victim’s choice whether or not to make such a report and victims have the right to decline 
involvement with the police. The University AVP of Campus Public Safety and Campus Police or the Chief of 
Campus Police or the Title IX Coordinator/Deputies will assist any victim with notifying local police if they so 
choose. Information about how to contact the Charlotte-Mecklenburg Police Department can be located at the 
rear of this policy under “Off-Campus Resources.” 

A “report” for purposes of this policy is made when the University knows or reasonably should know based on 
the statements of a complainant that sexual misconduct or interpersonal violence is being alleged. A 
complainant need not supply a written statement, although it is preferable. Actual notice, which consists of 
direct statements from a complainant of sexual misconduct or interpersonal violence, are desirable, although 
the University accepts verbal or written statements from any individual who has knowledge of an incident 
occurring either on or off campus that has the potential to interfere with the educational mission of the 
University or create a hostile environment on campus. 

Victims and/or witnesses will not be sanctioned for alcohol or drug use in violation of the Queens Honor Code 
when reporting a sexual misconduct or interpersonal violence policy violation. (The University may, however, 
initiate an educational discussion or intervention regarding alcohol or drug use.) The serious nature of sexual 
misconduct or interpersonal violence is a major concern of the University and Queens does not want any of the 
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circumstances (e.g. drug or alcohol use) to inhibit the reporting and investigation of sexual misconduct or 
interpersonal violence. This amnesty does not apply to felonious activity, including drug dealing. 

When a report is made that alleges a combination of sexual misconduct and other Honor Code violations, the 
University will work to use all policies respectively to address the complaints and will coordinate the 
investigation and resolution efforts at the discretion of the Title IX Coordinator. 

Who Must Report? 

Responsible Employees are defined by Queens as all faculty members and every person identified as 
Campus Security Authorities (CSAs) under the Clery Act. A CSA is defined as “An official of an institution 
who has significant responsibility for student and campus activities.” Examples of CSAs are resident 
assistants, residence life staff, Greek Life advisors, coaches and athletic directors, the Dean of Students, 
and faculty and staff advisors to student organizations. 

All Responsible Employees have responsibility to report to the Title IX Coordinator any reports of sexual 
misconduct or interpersonal violence made to them or observed by them, to include the name of the 
complainant and accused, if known. CSAs1 must also report non-identifying information about sex 
offenses and incidents of dating violence, domestic violence and stalking to the Public Safety unit so that 
aggregate data can be included in statistics reported to the U.S. Department of Education. 

Employees who are exempt from reporting sexual misconduct or interpersonal violence are the mental 
health counselors, office manager and health care providers working in the Health and Wellness Center 
and the Chaplain. 

The University requires everyone in the campus community to report the suspected abuse of children 
(those under the age of 18). 

1 To determine if you are defined as a CSA by Queens, please contact the AVP of Public Safety and Campus Police. 

11 



 

 
 

              
           

                
         

 
               

                
  

   
   

          
 

 	

Jurisdiction	 and 	Reporting 	Timeframes 		
 

Because sexual misconduct or interpersonal violence that occurs off-campus is likely to impact a person’s work, 
academic, or extracurricular experience, the University will investigate alleged wrongdoing, whether on-campus 
or off-campus, by a campus community member. Further, a complainant need not be a member of the 
University community to lodge a complaint under this policy. 

In addition, the University encourages prompt reporting of all allegations of sexual misconduct or interpersonal 
violence so that the University can respond promptly and equitably; however, the University does not limit the 
timeframe for reporting. If the accused person is no longer affiliated with the University at the time the report is 
made, the University will still conduct an inquiry for purposes of complying with Title IX and the Clery Act and 
take steps to prevent the recurrence of such conduct, remedy the effects, and count the appropriate crime 
statistic for inclusion in the institution’s Annual Security Report, if appropriate. 
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Confidentiality 	

Only the mental health counselors, office manager and health care providers of the Health and Wellness Center 
and the University Chaplain are designated confidential resources. Students and employees who do not wish to 
disclose to the University a complaint of sexual misconduct or interpersonal violence should utilize health, 
mental health/counseling, or pastoral services either on campus or in the community where their confidentiality 
may be protected (see Off-Campus Resources in the Appendix). 

Request for Anonymity by a Complainant: Where the complainant requests that their identity not be shared 
with the respondent or that the University not pursue an investigation, the University must balance this request 
with the University’s responsibility to provide a safe and non-discriminatory environment for all community 
members. Queens, through the Title IX Coordinator/Deputy, will take all reasonable steps to investigate and 
respond to the complaint consistent with the request not to share identifying information or pursue an 
investigation, but its ability to do so may be limited by the request. Under these circumstances, the 
complainant’s request will be balanced against the following factors: 

• The seriousness of the conduct; 
• The respective ages and roles of the complainant and respondent; 
• Whether there have been other reports of sexual misconduct or interpersonal violence under this policy 

involving the respondent; 
• Whether the circumstances suggest there is a risk of the respondent committing additional acts of 

sexual misconduct or interpersonal violence; 
• Whether the respondent has a history of arrests or records indicating a history of violence; 
• Whether the report indicates the respondent threatened further sexual violence or other violence 

against the complainant or other individuals; 
• Whether the reported conduct was committed by multiple individuals; 
• Whether the reported conduct was perpetrated with a weapon; 
• Whether the University possesses other means to obtain relevant evidence (e.g., security cameras or 

personnel, physical evidence). 

The Title IX Coordinator/Deputy will conduct an inquiry and notify the complainant as to whether confidentiality 
may be maintained and/or whether a formal investigation is warranted. Queens reserves the right to bring 
complaints forward against a student or employee and to act as the complainant for purposes of this policy 
should the complainant decline to participate further. In instances where Queens acts as the complainant, the 
respondent maintains the right to receive information about the complaint if such information is maintained in 
an “educational record” under FERPA. 

Educational records are maintained in accordance to Family Educational Rights and Privacy Act of 1974 (FERPA). 
All documentation related to a student’s complaint, investigation, and resolution are protected by FERPA and 
not available to the public. Non-identifying information may be shared with the AVP of Public Safety and 
Campus Police in order to comply with the Jeanne Clery Disclosure of Campus Security Policy and Campus Crime 
Statistics Act. A complainant’s name will never be published by the University nor does the University house 
identifiable information regarding victims in the Daily Crime Log or online. 

Victims may request that directory information on file be removed from public sources by request. To request 
removal of directory information, employees should contact Human resources and students should contact the 
Registrar. 

13 
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No 	Contact	 Orders	 and	 Orders	 of	 Protection 	

If the accused individual is a member of the University community, a no contact letter may be given by the 
University to all parties involved until the conclusion of the investigation. This will prohibit communication 
between the parties, including contact verbally, in writing, through technology or third parties. Violations of 
institutional no contact orders will be handled as separate violations of the Honor Code (or this policy if 
considered either retaliation or harassing behavior). The University reserves the right to resolve those charges 
prior to the completion of the investigation into the sexual misconduct or interpersonal violence complaint. 

If the accused is not a member of the University community, the University may issue an order barring the 
individual from campus facilities. 

If you have been the victim of domestic or dating violence, stalking or sexual abuse, you may also want to 
consider obtaining an order of protection from the State of North Carolina. The University can assist victims with 
obtaining a protective order and encourages complainants to contact law enforcement for violations of North 
Carolina issued orders of protection. More information on this can be found in the Appendix. 

The University may take interim actions or protective measures at any point during an investigation. These 
actions are designed to eliminate the misconduct and prevent its recurrence. These measures may include, but 
are not limited to: no contact orders, changes in work location or other employment-based measures, changes 
in housing assignment for accused and/or complainant, academic accommodations, removal and/or barring 
from campus housing or grounds, social restriction and/or emotional support. Requests for interim and 
protective measures may be requested from the Title IX Coordinator/Deputy. 
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Grievance	 Resolution	 Process	 for	 Complaints	 Against	 a	 Student 	
 

Title IX Coordinators/Deputies, investigators, and panel members are trained annually on the issues related to 
sexual misconduct and interpersonal violence and taught how to conduct an investigation and grievance process 
that protects the safety of the parties and promotes accountability. 

Upon notice of a potential discrimination or harassment situation related to this policy, the Title IX Coordinator 
or Deputy will conduct an initial assessment to determine if the complaint constitutes a potential violation of 
this policy. If it does not, the complaint will be dismissed (or could be referred to another department if the 
complaint constitutes a violation of another policy). 

If the complaint could constitute a violation of this policy, a fair and impartial investigation will be conducted by 
at least one trained University staff or faculty member after the complainant and respondent receive notice. The 
names of the investigators and panel members (in the event the matter proceeds to a panel) will be provided to 
the complainant and respondent at the time they are notified of the investigation. Either party may request that 
individual investigators or panelists not be assigned to his/her case if s/he can offer valid justification and 
reasoning why that person will be unable to be objective or render an impartial, unbiased decision. The request 
must be made in writing within 2 calendar days. The Title IX Coordinator/Deputy will consider the request and 
render a decision within 2 calendar days. In instances where actual or perceived bias has been determined by 
the Title IX Coordinator/Deputy, the University will not assign the investigator or panelist to the case. However, 
if actual or perceived bias has not been determined by the Title IX Coordinator/Deputy, the process may move 
forward as assigned without a replacement. The University reserves the right to employ external investigators if 
it determines that the investigation would be best conducted in this way. 

The investigation will typically include interviewing involved parties (complainant, respondent, relevant 
witnesses) and collecting any documentation or evidence relevant to the allegation, including any relevant prior 
disciplinary records. The complainant and respondent each have the right to bring an advisor of choice to any 
meeting or proceeding in which they are required to be present. An advisor of choice can be anyone of the 
parties’ choosing (a friend, parent, staff or faculty member, victim’s advocate, attorney, etc.). The advisor’s role 
is to provide support to the complainant or respondent, and not to interfere with the meeting or to speak for or 
on behalf of any party. Advisors will not be permitted to interrupt or unnecessarily delay the meeting. Advisors 
who violate these rules will be asked to leave the meeting. The complainant and respondent should provide 
timely notice to their advisors of scheduled meetings or proceedings, as the University is under no obligation to 
delay the meeting or proceeding due to the availability of an advisor. 

On occasion, additional violations (including retaliation or other Sexual Misconduct and Interpersonal Violence 
Policy or Honor Code violations) are discovered during the investigative process and/or the panel deliberation. 
These violations may not go through the normal process and therefore may be adjudicated at the time they are 
discovered. The University will work to use all policies respectively to address the violations and will coordinate 
investigation and resolution efforts. 

At the end of the investigation, the investigator and the Title IX Coordinator/Deputy will meet to determine if 
the investigation is complete. If it is deemed so, the Title IX Coordinator/Deputy will meet with the complainant 
and respondent separately (after the fact-finding but before any policy violation charges are made) and the 
parties will be offered an opportunity to correct any information that is factually inaccurate or to present any 
new information at this time. 
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If new information is presented that prompts the need for further investigation, the Title IX Coordinator/Deputy 
will instruct the investigator to pursue it. If no further investigation is needed, decided at the discretion of the 
Title IX Coordinator/Deputy and the investigator, the investigator will provide the final report to the Title IX 
Coordinator/Deputy. The investigator will address the facts that support or do not support the claim as alleged 
and make a recommendation as to whether the allegations be advanced for consideration by the Sexual 
Misconduct and Interpersonal Violence Adjudication Panel. The investigators will not make a determination as 
to whether or not the respondent violated this policy. 

The complainant and respondent will be provided notice that the investigation is complete and whether or not 
the fact-finding report is moving forward to the Sexual Misconduct and Interpersonal Violence Adjudication 
Panel for resolution. The panel is a three-person, annually-trained group of faculty and staff. Each panelist 
serves for a period of three years with a staggered rotation to ensure experience and consistency. 

The complainant and respondent each have the right to deliver a personal statement in writing or in person to 
the panel. While optional, this personal statement is an important opportunity for the parties to communicate 
directly with the panel. Statements could address any of the following: 

• The facts of the case in their own words and/or clarifications of any aspect of the investigative report. 
• Any personal reflections or lessons that were learned. 
• Thoughts on the impact of the alleged behavior and subsequent investigation on their own and others’ 

lives. 
• The outcome they believe is warranted. 

If the complainant or respondent intends to deliver a personal statement, s/he must notify the Title IX 
Coordinator/Deputy within 2 calendars days of receiving notice of the panel deliberation. Any written 
statements must be provided to the Title IX Coordinator/Deputy by the panel deliberation date. If the 
statements will be delivered in person, the complainant and respondent will not be in the same room at the 
same time. 

When the Sexual Misconduct and Interpersonal Violence Adjudication Panel convenes, it is tasked with 
examining the investigative report (which includes witness statements and other evidence), asking questions of 
the Title IX Coordinator/Deputy and Investigator (if needed) and reading and/or hearing the personal 
statements from the complainant and respondent. Once the panel begins its deliberations, all parties will be 
excused. 

The standard of proof used to determine whether or not a violation of this policy has occurred is a 
preponderance of the evidence, which means the panel will determine whether it is more likely than not the 
misconduct occurred based on the evidence presented. A finding of responsibility and subsequent sanction is 
based on majority vote, thus two of the three panelists must concur with regard to the finding and sanction. 
Disciplinary sanctions imposed by the panel become effective immediately, unless an appeal is pending (see 
detail on appeals on page 21). 

Typically, the investigation and resolution of a matter processed under this policy will not exceed 60 days, 
although the University reserves the right to exceed this timeframe in order to conduct a thorough investigation. 
If the investigation does or is anticipated to exceed 60 days, the University will notify the complainant and 
respondent in writing via the Queens email system and will advise them of the reason for the delay and the 
anticipated timeframe for the completion of the investigation. 

The outcome of the disciplinary proceeding, the rationale for the finding, the sanctions imposed (if any), and the 
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appeals process shall be conveyed to the complainant and respondent simultaneously and in writing as noted 
above via the University email system. 

Note: In certain cases, the Title IX Coordinator may propose an administrative resolution to resolve the matter. 
Acceptance of a proposed administrative resolution is voluntary. If both the Complainant and the Respondent 
accept the proposed administrative resolution, that resolution is implemented, and the matter is closed. In the 
event that either party rejects the proposed administrative resolution, the standard investigation and 
adjudication process take place. Note that administrative resolution is the exception rather than the rule and 
will not be proposed in every case. 

All disciplinary records related to violations of this policy will be kept on file in the Office of the Dean of Students 
(for undergraduate student records), the Office of Academic Affairs (for graduate student records), or Human 
Resources (for employee records) for a period of seven years after the student or employee separates from the 
University. Any student sanctions involving suspension, dismissal or expulsion will be kept on file permanently. 
All records are sole property of Queens University of Charlotte. 

17 



 

 
 

	
 

                 

   

          
                

              
              

                   
           

      

                  
                

                
           

            
    

                 

            
      

               
                  

                
              

          
               

           
                

          
              

                   

                
                 

                

Sanctions	 for	 Students 	

The purpose of administering a sanction is to hold students accountable for their actions, promote the safety 
and well-being of all members of the University community (not just the complainant) and facilitate learning. 
The following sanctions may be applied, alone or in combination, in resolving complaints of sexual misconduct 
and interpersonal violence. 

Deferred Disciplinary Probation: An official written notification that a student’s behavior is in serious violation 
of University regulations and standards and that the student’s standing with the University is in jeopardy. Any 
additional violations during the Deferred Disciplinary Probation period will automatically result in at least 
Disciplinary Probation for the minimum of one semester. The Sexual Misconduct and Interpersonal Violence 
Panel may issue a more severe sanction in addition to Disciplinary Probation if it sees fit. Students may continue 
to represent the University (e.g., in University athletic competition, by serving in a student leadership position, 
etc.) while on Deferred Disciplinary Probation. 

Disciplinary Probation: Probation for a period of time equivalent to at least one semester, but no more than 
three semesters or one academic year, indicating that the individual’s standing with the University is in jeopardy 
and that further negligent or willful violation will normally result in suspension, dismissal, or expulsion. During 
this period of Disciplinary Probation, the student may not represent the University in any form or fashion, 
including University athletic competition, student leadership positions or any non-academic pursuit. However, 
the student may attend social, athletic, or nonacademic events as a spectator. 

Social Probation: Probation for a period of time determined at the discretion of the hearing body, indicating 
that the individual is not to participate in social activities at the University. Social Probation restricts the student 
from attending programs and activities sponsored by and/or for the University community unless such 
attendance is an academic requirement. 

Removal from Residence Halls: Prohibits the student from residing in any University-operated residence hall on 
either a temporary (as a guest) or permanent basis. The student may reapply for housing after the stated period 
of suspension. Specific restrictions on access to residence halls during this period of suspension may also be 
invoked. Suspension usually includes forfeiture of any fee rebate for the remainder of the semester. 

Educational/Rehabilitative Sanction: When deemed appropriate, the Sexual Misconduct and Interpersonal 
Violence panel may require performance of a variety of educational or rehabilitative sanctions which could 
include preparing a personal essay, participating in sexual misconduct prevention training, personal counseling 
and/or alcohol and drug assessments. These services, if provided off-campus, are to be at the student’s expense. 

Restitution: When deemed appropriate, the Sexual Misconduct and Interpersonal Violence panel may require 
restitution for damages or other payment of expenses incurred as a result of the student’s actions. Restitution 
may be required to the University, a specific department or a specific individual as determined by the panel. 

Suspension: Separates the student from the University for a specific period of time. Such separation prohibits 
attendance at any class, social event or other function or visiting University grounds or buildings unless by 
written permission. Reapplication for admission to the University is not required following a term of suspension. 
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Dismissal: Separates the student from the University for a period of time (between two and four semesters, not 
including summer). Such separation prohibits attendance at any class, social event or other function or visiting 
University grounds or buildings unless by written permission. An individual wishing to resume studies after 
having been dismissed must reapply for admission to the University. 

Expulsion: Separates the student from the University. Such separation prohibits attendance at any class, social 
event or other function or visiting University grounds or buildings. An individual who has been expelled is 
ineligible for readmission to the University. 

For Employees: 

The purpose of administering a sanction is to hold the faculty or staff member accountable for their actions, 
promote the safety and well-being of all members of the University community (not just the complainant) and 
ensure that unacceptable behavior does not reoccur. Queens has the right to determine the level of corrective 
action it deems suitable when addressing unacceptable, inappropriate, unethical or illegal behavior. The 
following sanctions may be applied with employees in resolving complaints of sexual misconduct and 
interpersonal violence. 

Written notice of unacceptable behavior through the University’s Counseling for Improved Performance (CFIP) 
process. The CFIP memo is a formal written document that communicates to the employee that their behavior 
was in violation of the University’s Sexual Misconduct and Interpersonal Violence policy, and indicates additional 
sanctions will be levied, up to and including termination, should behavior repeat, or should other problems 
occur. The written CFIP is delivered to the employee in person by the University’s Title IX Coordinator and/or 
Director of Human Resources. The document is signed by the employee, acknowledging receipt (or noted if the 
employee declines to sign), a copy given to them and the original is placed in their personnel file. 

Final Written notice of unacceptable behavior through the University’s Counseling for Improved Performance 
(CFIP) process. The CFIP memo is a formal written document that communicates to the employee that their 
behavior was in serious violation of the University’s Sexual Misconduct and Interpersonal Violence policy, and 
indicates additional sanctions will be levied, up to and including termination, should behavior repeat, or should 
other problems occur. The Final CFIP is delivered to the employee in person by the University’s Title IX 
Coordinator and/or Director of Human Resources. The document is signed by the employee, acknowledging 
receipt (or noted if the employee declines to sign), a copy given to them and the original is placed in their 
personnel file. 

Termination immediately separates staff member from employment with the University. Terminated employees 
are not eligible for reemployment with the University. 

Termination and Trespass notification immediately separates staff member from employment with the 
University and serves with notification they are not allowed on Queens’ property. Terminated employees are 
not eligible for reemployment with the University. 
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Appeals	 for	 Students 	

In the interest of fairness, both the complainant and respondent have the right to appeal the finding and/or the 
sanction if sufficient grounds can be demonstrated. All appeals must be submitted in writing to the Title IX 
Coordinator within 48 hours of the panel’s decision (timestamp on email notification to the parties). 

Appeals must specify grounds that would justify consideration. General dissatisfaction with the outcome of the 
decision or the associated sanction will not be basis for consideration of an appeal. 

The grounds for considering an appeal on the finding are a presentation of facts that indicate: 

1. An error in procedural process that substantially prejudiced the outcome to the extent that either party 
was denied a fundamentally fair process as a result of the error; or 

2. The emergence of new evidence that could not have been previously discovered by the exercise of due 
diligence and that, had it been presented prior to the panel convening, would have substantially 
affected the original decision of the adjudicating body. 

The Title IX Coordinator will evaluate and render a determination on the appeal request, based on the standards 
above, within 5 business days of receipt of the request. Appeals without sufficient grounds will be denied 
consideration and dismissed. Appeals with sufficient grounds based on #1 or #2 above will be remanded back to 
the original panel for reconsideration. 

The grounds for considering an appeal on the sanction: 

1. Any sanction of dismissal or expulsion constitutes sufficient grounds for an appeal of the sanction (Note: 
while considered sufficient grounds, the appeal request must still be made in writing to the Title IX 
Coordinator within 48 hours of the panel’s decision.) 

Appeals based on the sanction will be decided by the Vice President of Academic Affairs and Provost, who will 
consult with the panel and review all relevant materials to make a determination that ultimately could maintain, 
decrease or increase the severity of the sanction(s). The Vice President of Academic Affairs and Provost retains 
final authority for the appeal decision. 

Both parties will be notified when an appeal request has been made. A decision with regard to the outcome of 
the appeal will be delivered to the complainant and respondent simultaneously and in writing within 10 business 
days of that decision. The decision on all appeals is final. 
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Grievance	 Resolution	 Process	 for	 Complaints	 Against	 an	 Employee	 (Faculty	 or	 Staff) 	
 

Reports or complaints of gender-based misconduct against a faculty or staff member should be filed with the 
University’s Deputy Title IX Coordinator/Director of Human Resources or the Title IX Coordinator/VP of Strategy 
and Human Resources. 

Upon notice of a potential discrimination or harassment situation related to this policy, the Deputy Title IX 
Coordinator/Director of Human Resources will conduct an initial assessment to determine if the complaint 
constitutes a potential violation of this policy. If it does not, the complaint will be dismissed (or could be 
addressed differently if it constitutes a violation of another policy). 

If the complaint could constitute a violation of this policy, a fair and impartial investigation will be conducted by 
the Deputy Title IX Coordinator/Director of Human Resources after the complainant and respondent receive 
notice. The investigation will typically include interviewing involved parties (complainant, respondent, relevant 
witnesses) and collecting any documentation or evidence relevant to the allegation. The University reserves the 
right to employ external investigators if it determines that the investigation would be best conducted in this 
way. 

After reviewing the complaint, the Deputy Title IX Coordinator/Director of Human Resources may enact interim 
measures to stop the alleged harassment or discrimination and/or to protect the safety and well-being of the 
individuals involved, as well as the University community. Interim measures are preliminary and only in effect 
until the process is complete and a decision is rendered. In the employment context, interim measures could 
include, but are not limited to, no contact orders, changes in academic schedules, campus restrictions or 
administrative leave. These measures may be instituted at any point during the investigation process. 

The complainant and respondent each have the right to bring an advisor of choice to any meeting or proceeding 
in which they are required to be present. An advisor of choice can be anyone of the parties’ choosing (a friend, 
colleague, attorney, etc.). The advisor’s role is to provide support to the complainant or respondent, and not to 
interfere with the meeting or to speak for or on behalf of any party. Advisors will not be permitted to interrupt 
or unnecessarily delay the meeting. Advisors who violate these rules will be asked to leave the meeting. The 
complainant and respondent should provide timely notice to their advisors of scheduled meetings or 
proceedings, as the University is under no obligation to delay the meeting or proceeding due to the availability 
of an advisor. 

On occasion, additional violations (including retaliation or other Sexual Misconduct and Intimate Partner 
Violence or Anti-Harassment violations) are discovered during the investigative process. Depending on the 
circumstances, these additional violations may be addressed as they are discovered rather than through a 
separate disciplinary process. The University will address the violations and will coordinate investigation and 
resolution efforts. 

Typically, the investigation and resolution of a matter processed under this policy will not exceed 60 days, 
although the University reserves the right to exceed this timeframe in order to conduct a thorough investigation 
and reach an appropriate resolution. If the process does or is anticipated to exceed 60 days, the University will 
notify the complainant and respondent in writing via the Queens email system and will advise them of the 
reason for the delay and the anticipated timeframe for completion. 
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The standard of proof used to determine whether or not a violation of this policy has occurred is a 
preponderance of the evidence, which means the Deputy Title IX Coordinator/Director of Human Resources will 
determine whether it is more likely than not the misconduct occurred based on the evidence presented. 

At the conclusion of the investigation, the Deputy Title IX Coordinator/Director of Human Resources will prepare 
a written report setting forth findings and recommended disciplinary actions (if appropriate). The report will be 
presented to a two-person executive panel that will include the Title IX Coordinator/Vice President of Strategy 
and Human Resources (for staff) or the Vice President of Academic Affairs (for faculty and academic staff 
members with teaching responsibilities), along with one other independent vice president. In the event that 
either of these leaders have a conflict of interest, an alternative panel member will be designated the Deputy 
Title IX Coordinator/Director of Human Resources. The two-person panel will review the recommendations, 
accept or amend them, and take appropriate action to ensure that any violation is remedied. 

If the Vice President of Academic Affairs determines the policy violation is serious enough to terminate a 
tenured faculty member, s/he will follow the dismissal procedures set forth in the Faculty and Employee 
handbooks. 

In cases of dating violence, domestic violence, sexual assault, and stalking, the outcome of the 
investigation, the rationale for the finding, the disciplinary actions imposed (if any), and the appeals 
process shall be conveyed to the complainant and respondent simultaneously and in writing via the 
University email system. 

In other Title IX cases including sexual harassment, the outcome of the investigation, the rationale for 
the finding, and the appeals process shall be conveyed to the complainant and respondent 
simultaneously and in writing via the University email system. The respondent will be notified of any 
disciplinary actions imposed and the complainant will be notified of any disciplinary actions that 
directly relate to him or her. 

If the disciplinary outcome is termination, either party may make a written appeal of that outcome to the 
President/designee within 48 hours of the communication of the outcome. The appealing party may submit a 
written personal statement along with their appeal. The President/designee will consult with the Deputy Title IX 
Coordinator/Director of Human Resources and/or the executive panel and review relevant materials, including 
the personal statement, before determining whether to uphold or overturn the action taken by the executive 
panel. The President/designee retains final authority over the appeal decision. 

Note: In certain cases, the Deputy Title IX Coordinator/Director of Human Resources may propose an 
administrative resolution to resolve the matter in lieu of a full investigation. Acceptance of a proposed 
administrative resolution is voluntary. If both the Complainant and the Respondent accept the proposed 
administrative resolution, that resolution is implemented, and the matter is closed. In the event that either 
party rejects the proposed administrative resolution, the standard investigation and resolution process will 
proceed. Note that administrative resolution is the exception rather than the rule and will not be proposed in 
every case. 

All disciplinary records related to violations of this policy will be kept on file in the Office of Human Resources for 
a period of seven years after the employee separates from the University. All records are sole property of 
Queens University of Charlotte. 
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Disciplinary	 Actions	 for	 Employees 	

The purpose of administering disciplinary action(s) is to hold the faculty or staff member accountable for their 
actions, promote the safety and well-being of all members of the University community (not just the 
complainant) and ensure that unacceptable behavior does not reoccur. Queens has the right to determine the 
level of corrective action it deems suitable when addressing unacceptable, inappropriate, unethical or illegal 
behavior. 

In determining the appropriate disciplinary action, the University will attempt to fairly fit the action to the 
violation seen in total context. For example, fairly severe discipline may be imposed for a relatively minor 
violation which has been repeated despite prior warning, while more lenient discipline may be imposed for a 
relatively serious violation when extenuating circumstances have been demonstrated. 

Disciplinary actions may include any combination of the following: 

• Written apology to a person or group whose rights the respondent may have infringed. 

• Mandatory educational programming, which could include alcohol/drug abuse awareness, sexual 
harassment prevention training, or batterer intervention instruction. 

• Paid or unpaid administrative leave. 

• Demotion or reassignment. 

• Censure memo. 

• Written notice of unacceptable behavior (i.e. warning) through the University’s Counseling for Improved 
Performance (CFIP) process. 

• Final Written notice of unacceptable behavior (i.e. probation) through the University’s Counseling for 
Improved Performance (CFIP) process. 

• Termination of employment. 

• Termination of employment with associated “no trespass” notification. 
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Prohibition	 Against	 Retaliation 	

Retaliation is the taking of an adverse action against a person (complainant, witness, respondent) for making a 
good-faith report or participating in the proceedings of the grievance resolution process. 

It is unlawful and a violation of University policy to retaliate against anyone who has brought a good-faith 
complaint of sexual misconduct or interpersonal violence, who has assisted in the investigation of a complaint, 
or who has been accused of a violation of our policy. Retaliation, whether actual or threatened, destroys the 
sense of community and trust that is critical to a learning, living and work environment. 

Retaliation in a student context includes: 

• Intentional violation of a no-contact order, 

• Threats or intimidation directly or passed on through third parties, 

• Blackballing someone from membership in a club or group for filing a complaint or cooperating with an 
investigation, 

• Defaming someone via social media. 

Retaliation in an employment context includes: 

• Employment actions such as termination, refusal to hire, and denial of promotion, 

• Other actions affecting a person’s employment such as unjustified negative evaluations, unjustified 
negative references, or increased surveillance. 

Retaliation also includes any other action, such as an assault or unfounded civil or criminal charges, that are 
likely to deter reasonable people from pursuing their rights. 

It is important to note that retaliation can occur even in those circumstances where it is determined that the 
complaint brought was without merit. 

The University considers acts or threats of retaliation in response to such disclosures or participation to 
constitute a serious violation of University policy, which can result in disciplinary action, up to and including 
termination of employment, dismissal or expulsion, against the retaliator. The University reserves the right to 
resolve charges of retaliation prior to the completion of the investigation into the sexual misconduct or 
interpersonal violence complaint. 

If you believe that you are being retaliated against because of making a complaint or assisting in an investigation 
in violation of this policy, you should promptly report your concerns to the Title IX Coordinator/Deputy assigned 
to your case. 
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Consensual 	Relationships  

Queens strives to provide an environment for students, faculty and staff that is respectful, fair and free of 
unlawful harassment or discrimination. The purpose of this policy is to outline limitations on consensual 
romantic and/or sexual relationships between faculty, staff and students at Queens. 

In keeping with its commitment to provide equal opportunity to students, faculty and staff, and in order to avoid 
potential conflicts of interest, favoritism, exploitation, harassment or breaches of professional standards, and 
recognizing that the difference in power and the inherent risk of coercion is so great, Queens prohibits 
consensual romantic and/or sexual relationships between employees and students. 

The University also prohibits consensual romantic or sexual relationships between employees whenever 
supervisory or evaluative responsibilities exist. 

Definitions 

For the purposes of this policy, the following definitions shall apply: 

a) "Consensual romantic or sexual relationship" shall mean and refer to any relationship, either past or 
present, which is romantic, intimate, or sexual in nature, and was entered with the consent of both 
parties. This includes marriage. 

b) "Employee" shall mean and refer to any person currently employed by, contracted by, or volunteering 
for the University, either full-time or part-time, in any location and in any capacity. 

c) "Student" shall mean a person who has been accepted to the University and has enrolled in one or more 
classes or academic programs either on a full-time or part-time basis. Students in Queens' work-study 
program (who are thus also employees of the University) are considered Students, and not Employees, 
for the purposes of this policy. 

d) "Supervisory or evaluative responsibilities" include, but are not limited to, the following 
activities: academic instruction, formal mentoring, overseeing, directing, evaluating, examining, 
grading, advising, supervising, recommending, promoting, employing and other actions including 
directly setting of salary or wages, taking disciplinary action including suspension, expulsion, and 
termination, and exercising responsibility for grades, honors, or degrees. The chain of supervision or 
evaluation includes any person ranking above the supervisor/evaluator in the organizational hierarchy. 

Policy 

a) Students 

No Employee shall pursue, have or maintain a Consensual Romantic and/or Sexual Relationship with any 
Student. 

b) Employees 

No supervisor shall pursue, have or maintain a Consensual Romantic and/or Sexual Relationship with 
any Employee for whom they have Supervisory or Evaluative Responsibilities. 
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c) Disclosure Process 

Should a prohibited Consensual Romantic and/or Sexual Relationship between employees exist prior to 
the beginning of the professional relationship, or develop during the professional relationship, the 
supervising Employee must immediately (within two weeks of the start of employment or the 
relationship) disclose the relationship to HR. 

When a prohibited relationship between Employees has been reported, HR, in coordination with the 
relevant unit vice president, will determine the appropriate steps consistent with this policy, including 
the removal of any reporting or evaluative relationship between the parties. If the reporting structure 
cannot be resolved, one party may need to leave the University. 

Any Employee who becomes aware of a relationship prohibited by this policy should report such 
relationship to HR. 

d) Exceptions 

Upon request, the University may grant an exception to this policy if it determines that an otherwise 
prohibited relationship a) existed prior to the professional or academic relationship between the parties 
at the University, and b) that the power differential between the parties does not present a likelihood of 
abuse of power by or exploitation of either party. 

e) Enforcement 

The University reserves the right to take whatever action is appropriate, in its sole discretion, to protect 
the community's interests in the event of prohibited relationships in violation of this policy. Employees 
who violate this policy will be subject to discipline up to and including reassignment or termination. 

f) Additional Information 

Employees or Students with questions about this policy are advised to consult with the Title IX 
Coordinator or HR. 
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Appendices 	

Notice	 of 	Coordination 	with	 Non-Discrimination 	Policy	 & 	Notice	 of 	Non-Discrimination 		
 

The University recognizes that it is important to coordinate this policy with other existing policies related to 
harassment and discrimination knowing that harassment related to an individual’s sex, sexual orientation, or 
gender expression can occur in conjunction with misconduct and harassment related to a person’s race, 
ethnicity, national origin, religion, age, pregnancy or parenting status, disability, or other protected 
status. Therefore, when a report is made that alleges both harassment and discrimination based on sex as well 
as an allegation of some other form of discrimination, the University will work to use all policies respectively to 
address the complaints and will coordinate the investigation and resolution efforts. 

Queens University of Charlotte is an equal opportunity employer and is firmly committed to supporting and 
celebrating all forms of diversity. Queens does not discriminate on the basis of race, color, gender, sex (including 
pregnancy, child birth and conditions related to pregnancy or child birth), sexual orientation, gender identity or 
expression, religion, age, national origin, disability, political beliefs, veteran status, genetic information or any 
characteristic protected by law in the administration of its educational and admissions policies, scholarship and 
loan programs, athletic programs, employment and hiring policies, or other University-administered programs. 
Sexual misconduct, as described in this policy, is a form of sexual harassment, which is a form of discrimination 
and is prohibited by Title IX of the Education Amendments of 1972. Domestic violence, dating violence and 
stalking are also prohibited conduct as defined by the Jeanne Clery Disclosure of Campus Security Policy and 
Campus Crime Statistics Act, as amended by the Violence Against Women Reauthorization Act of 2013. 
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Tips 	for 	Risk 	Reduction	 

The majority of sexual assaults are perpetrated by friends, acquaintances, or partners of the victim. To prevent 
similar crimes from happening, we recommend everyone familiarize themselves with what constitutes sexual 
misconduct and, as a community, be vigilant in stopping it: 

1. Know your sexual desires and limits, and communicate them clearly with your partner. 
2. Be aware of social pressures. There’s nothing wrong with not scoring or hooking up. 
3. Always seek consent and accept your partner’s decisions. Stop your sexual advances if the other person 

indicates no interest, and especially if they say "no." Do not assume that previous permission for sexual 
contact applies to the current situation. Engaging in any type of sexual activity without the consent of 
your partner is sexual assault. The absence of a “no” is not a “yes.” 

4. People who are incapacitated by alcohol or drugs (i.e. highly intoxicated, passed out or asleep) cannot 
give consent. Do not have sex or take advantage of someone who is passed out, incoherent, sleeping or 
otherwise incapacitated. 

5. Drink responsibly. Remember that alcohol can interfere with your ability to read body language and can 
lead you to misinterpret your surroundings. It can also increase aggression and interfere with self-
control. Intoxication is not a defense for perpetrating sexual assault. 

6. Do not use threats or coercion to engage in sexual activity. 
7. Be aware if someone is deliberately trying to intoxicate, isolate, or corner someone. Get in the way or 

create a distraction by drawing attention or separating them. 

With no intent to victim blame and in recognizing that only abusers are responsible for the abuse they 
perpetrate, the following are some strategies to reduce one’s risk of sexual assault or harassment (taken from 
Rape, Abuse, & Incest National Network, www.rainn.org) 

1. Be aware of your surroundings. Knowing where you are and who is around you may help you to find a 
way to get out of a bad situation. 

2. Try to avoid isolated areas. It is more difficult to get help if no one is around. 
3. Walk with purpose. Even if you don’t know where you are going, act like you do. 
4. Trust your instincts. If a situation or location feels unsafe or uncomfortable, it probably isn’t the best 

place to be. 
5. Try not to load yourself down with packages or bags as this can make you appear more vulnerable. 
6. Make sure your cell phone is with you and charged, and that you have cab money or a ride-share app for 

getting home. 
7. Don't allow yourself to be isolated with someone you don’t trust or someone you don’t know. 
8. Avoid putting music headphones in both ears so that you can be more aware of your surroundings, 

especially if you are walking alone. 
9. When you go to a social gathering, go with a group of friends. Arrive together, check in with each other 

throughout the evening, and leave together. Knowing where you are and who is around you may help you 
to find a way out of a bad situation. 

10. Don't leave your drink unattended while talking, dancing, using the restroom, or making a phone call. If 
you’ve left your drink alone, just get a new one. 

11. Don't accept drinks from people you don't know or trust. If you choose to accept a drink, go with the 
person to the bar to order it, watch it being poured, and carry it yourself. At parties, don’t drink from the 
punch bowls or other large, common open containers. 

12. Watch out for your friends, and vice versa. If a friend seems out of it, is way too intoxicated for the 
amount of alcohol they’ve had, or is acting out of character, get him or her to a safe place immediately. 
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13. If you suspect you or a friend has been drugged, contact law enforcement immediately (local 
authorities can be reached by calling 911 in most areas of the U.S.). Be explicit with doctors so they can 
give you the correct tests (you will need a urine test and possibly others). 

14. If you need to get out of an uncomfortable or scary situation here are some things that you can try: 
a. Remember that being in this situation is not your fault. You did not do anything wrong, it is the 

person who is making you uncomfortable that is to blame. 
b. Be true to yourself. Don't feel obligated to do anything you don't want to do. "I don't want to" is 

always a good enough reason. Do what feels right to you and what you are comfortable with. 
c. Have a code word with your friends or family so that if you don’t feel comfortable you can call 

them and communicate your discomfort without the person you are with knowing. Your friends 
or family can then come to get you or make up an excuse for you to leave. 

d. Make up an excuse. If you don’t want to hurt the person’s feelings it is better to lie and make up 
a reason to leave than to stay and be uncomfortable, scared, or worse. Some excuses you could 
use are: needing to take care of a friend or family member, not feeling well, having somewhere 
else that you need to be, etc. 
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How 	to 	be	 an 	Active	 Bystander	 

Bystanders play a critical role in the prevention of sexual and relationship violence. They are “individuals who 
observe violence or witness the conditions that perpetuate violence. They are not directly involved but have the 
choice to intervene, speak up, or do something about it.”2 We want to promote a culture of community 
accountability where bystanders are actively engaged in the prevention of violence without causing further 
harm. We may not always know what to do even if we want to help. Below is a list3 of some ways to be an 
active bystander. If you or someone else is in immediate danger, dial 911.This could be when a person is yelling 
at or being physically abusive towards another and it is not safe for you to interrupt. 

1. Watch out for your friends and fellow students/employees. If you see someone who looks like they 
could be in trouble or need help, ask if they are ok. 

2. Confront people who seclude, hit on, try to make out with, or have sex with people who are 
incapacitated. 

3. Speak up when someone discusses plans to take sexual advantage of another person. 
4. Believe someone who discloses sexual assault, abusive behavior, or experience with stalking. 
5. Refer people to on or off campus resources listed in this document for support in health, counseling, or 

with legal assistance. 

2 Burn, S.M. (2009). A situational model of sexual assault prevention through bystander intervention. Sex Roles, 60, 779-
792. 
3 Bystander intervention strategies adapted from Stanford University’s Office of Sexual Assault & Relationship Abuse 
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Immediate	S teps	 If	Y ou 	Are	 Sexually	 Assaulted	 

Individuals are encouraged to report potential crimes of sexual assault (whether perpetrated by an acquaintance 
or a stranger) to law enforcement in addition to the Title IX Coordinator/Deputies. The Title IX 
Coordinator/Deputies are available to assist an individual in notifying law enforcement. Criminal and University 
investigations are separate and may be conducted simultaneously. The University will typically not wait for the 
completion of a criminal investigation in order to respond. 

Although the University strongly encourages all members of its community to report criminal misconduct to law 
enforcement, it is the victim’s choice whether or not to make such a report and victims have the right to decline 
involvement with the police. The University AVP of Public Safety/Chief of Police or the Title IX 
Coordinator/Deputies will assist any victim with notifying local police if they so choose. Information about how 
to contact the Charlotte-Mecklenburg Police Department may also be located at the rear of this policy under 
“Off Campus Resources.” 

Immediate steps to take if you are sexually assaulted: 

1. Get to a safe place if the assault is recent (for example -- someone’s home, the nearest hospital or police 
department). 

2. Call 911 to be taken to an emergency room for medical care and/or for immediate police protection and 
assistance. A complete medical evaluation will include a physical examination, treatment, evidence 
collection, and/or counseling. Remember, you will not be made to do anything you do not want to do 
and may decline any of the elements of this evaluation. You may have evidence collected without 
making an immediate report to law enforcement. It is your decision whether or not to make a report, 
but that should not inhibit you from having evidence collected. If you have been raped, it is important to 
seek medical care, especially if you have been physically injured. Even if you do not have any visible 
physical injuries from the assault, there may be physical injuries that you cannot see, and medical and 
health centers can provide additional services such as testing for sexually transmitted diseases and 
emergency contraception, if appropriate. 

3. When you call 911, explain what has happened and request to be sent to an emergency department 
that has a SANE nurse (Sexual Assault Nurse Examiner.)  In the meantime, do not change clothes, bathe, 
douche, or brush your teeth. This is important for the evidence collection process that will occur at the 
hospital. 

4. If you seek to place a report with the police or cooperate with a criminal investigation into your assault, 
it is best for evidence collection to occur within 96 hours of the assault. Evidence collection does not 
require you to place a report with the police or press charges; it just preserves these options for the 
future. Your right to have evidence collected without cost to you and without initially cooperating with 
law enforcement is afforded to you under the Violence Against Women Act (originally of 1994.) Check 
with the hospital or local prosecuting attorney’s office to determine how long your evidence will be 
preserved absent a formal report to law enforcement as this varies from state to state. 

5. Alternatively, go directly to the nearest Emergency Room. If you go to the nearest emergency 
department that does not have SANE services, you can be transferred to the nearest facility. 
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Preserving 	Evidence	 

After an incident of sexual assault and domestic violence, the victim should consider seeking medical attention 
as soon as possible at the closest emergency room. Victims who agree to have forensic evidence collection 
conducted as part of their care can locate hospitals with such emergency rooms in the Resources section of this 
policy or by calling the Charlotte-Mecklenburg Police Department at 911 or 704-336-7600. 

In the State of North Carolina, evidence may be collected even if you chose not to make a report to law 
enforcement.4 It is important that a victim of sexual assault not bathe, douche, smoke, change clothing or clean 
the bed/linen/area where they were assaulted if the offense occurred within the past 96 hours so that evidence 
as may be necessary to the proof of criminal activity may be preserved. In circumstances of sexual assault, if 
victims do not opt for forensic evidence collection, health care providers can still treat injuries and take steps to 
address concerns of pregnancy and/or sexually transmitted disease. 

Victims of sexual assault, domestic violence, stalking, and dating violence are encouraged to also preserve 
evidence by saving text messages, instant messages, social networking pages, other communications, and 
keeping pictures, logs or other copies of documents, if they have any, that would be useful to University 
administrators/investigators or police. 

As time passes, evidence may dissipate or become lost or unavailable, thereby making investigation, possible 
prosecution, disciplinary proceedings, or obtaining protection from abuse orders related to the incident more 
difficult. If a victim chooses not to make a complaint regarding an incident, he or she nevertheless should 
consider speaking with the University Chief of Police or local law enforcement to preserve evidence in the event 
that the victim changes her/his mind at a later date. 

Anonymous reports are also accepted and should be directed to the Title IX Coordinator, but the supplier of the 
anonymous report should be mindful that failure to disclose identifying information about the accused party, 
the victim of the misconduct, or the facts and circumstances regarding the misconduct severely limits the 
University’s ability to respond to, address, and remedy the effects of sexual misconduct or interpersonal 
violence. Anonymous reports that provide enough information to constitute a criminal offense will be reported 
to the University Chief of Police sans any identifying information regarding the complainant for purposes of 
inclusion in the Annual Security Report and to assess for purposes of sending out a Timely Warning Notice as 
required by the Clery Act. 

4 Under the Violence Against Women and Department of Justice Reauthorization Act of 2005, starting in 2009, states must 
certify that they do not “require a victim of sexual assault to participate in the criminal justice system or cooperate with law 
enforcement in order to be provided with a forensic medical exam, reimbursement for charges incurred on account of such 
an exam, or both.” 
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Obtaining 	an 	Order	 of	 Protection 	in	 North	 Carolina	 

Queens complies with North Carolina law in recognizing Domestic Violence Protection Orders (50B orders) as 
well as Civil No-Contact Order (50C orders) by complying with court orders. For example, any person who 
obtains an order of protection from North Carolina or any state in the U.S. should provide a copy to Public Safety 
and the Office of the Title IX Coordinator (students) or Human Resources (employees). A complainant may then 
meet with Public Safety to develop a Safety Action Plan, which is a plan for Campus Police and the victim to 
reduce risk of harm while on campus or coming and going from campus. This plan may include, but is not limited 
to: escorts, special parking arrangements, providing a temporary cellphone, changing classroom location or 
allowing a student to complete assignments from home, etc. 

Queens cannot apply for a legal order of protection, no contact order or restraining order for a victim from the 
applicable jurisdiction(s). The victim is required to apply directly for these services at the Mecklenburg County 
Magistrate’s Office in Charlotte. Queens can and does issue institutional “No Contact” directives to prevent 
contact between parties. Any complainant may request an institutional “No Contact” order by contacting the 
Title IX Coordinator/Deputy assigned to their case. Protection from abuse orders may be available through the 
following process in North Carolina: 

Step 1: Proceed to the Mecklenburg County Superior Court building at 832 East Fourth Street in Charlotte to 
obtain and file the necessary forms. During business hours, go to the clerk of civil court. Otherwise, go to the 
magistrate's office in order to file for a domestic violence protective order—also known as a "DVPO" or 50B 
(Domestic) or 50C (Civil). If emergency protection is needed, request an ex parte/temporary emergency order 
from the clerk. To find contact information for the courthouse in your area, click on 
http://www.womenslaw.org/gethelp_state_type.php?type_name=Courthouse%20Locations&state_code=NC 

The abused can obtain the forms needed from the clerk or obtain the forms beforehand online at 
http://www.nccourts.org/Forms/Documents/CompleteIndex.pdf in the Civil Section. On the complaint, the 
accuser will be the "plaintiff" and the accused will be the "defendant." In the space provided, write about the 
most recent incidents of violence, using specific language (slapping, hitting, grabbing, threatening, etc.) that fits 
your situation. Include details and dates if possible. Clerks and magistrates can assist the accuser with which 
blanks to fill in, but they cannot help the accuser with what to write. Do not sign the forms until in front of a 
notary or a clerk. If the abuser has any firearms, be sure to alert the court so the firearms can be removed from 
the abuser's possession. If children are involved, the box asking for temporary custody may be checked. 

Step 2: The accuser can ask for an ex parte temporary order for immediate protection. If the accuser needs 
immediate protection, he/she can check the box on the complaint to ask for an ex parte order. An ex parte order 
is a temporary emergency order that a judge can grant if the accuser and his/her children are in immediate 
danger. The accused will not be notified beforehand that the accuser is asking the judge for an ex parte order. If 
the judge believes the accuser or his/her children are in serious and immediate danger, s/he may issue an ex 
parte order which is good for 10 days, until the full court hearing is held. If the accuser is there after business 
hours, some magistrates may issue an ex parte order which is good only until the case is heard by a judge, which 
should occur by the end of the next day on which the court is in session in the county. The accuser must return 
to the courthouse to see a judge to get an ex parte order that will last for up to 10 days, until a full court hearing 
is held. Whether the judge or magistrate grants an ex parte order or not, a court date for a full court "hearing" 
will be scheduled within 10 days. This hearing will be in front of a judge at the time shown on the Notice of 
Hearing. At this hearing, the accused and the accuser will both have a chance to explain their side to the judge. 
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Step 3: Take the forms to the sheriff's department. If the clerk does not provide this service, the accuser may 
have to take the appropriate forms to the sheriff's department so they can serve the defendant with the 
summons, complaint, and notice of hearing (and the ex parte order if one was granted). Counties do this 
differently. In some counties, the clerk of courts sends the forms to the sheriff; in other counties, the plaintiff 
has to take the forms to the sheriff. The accuser can receive assistance by contacting the local domestic violence 
program or the clerk of court to find out the way it is handled in the respective county. The accuser will have to 
provide some contact information for the defendant so the sheriff can find him/her. The accuser may want to 
provide the sheriff a picture of the defendant and any information that will help them locate him/her. The 
defendant must receive notice of the hearing from the sheriff. If the defendant does not receive notice, the 
hearing will be rescheduled. In addition, if an ex parte order was granted, the defendant must be served with 
the order for it to be in effect and be enforced. 
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Resources 	for 	Victims 	of 	Domestic 	Violence, 	Dating 	Violence, 	Sexual 	Assault 	& 	Stalking	 

On-Campus Resources 

The below resources are PRIVATE but NOT confidential, i.e., these persons are required to share information 
about your complaint (including your name) with the Title IX Coordinator who will have a duty to investigate your 

complaint. 
RESOURCE PHYSICAL ADDRESS PHONE AND WEB ADDRESS 
Public Safety/Police 
Department 

Campus Police Department 
Stultz Building 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-2306 
http://www.queens.edu/Student-Life/Public-
Safety-and-Campus-Police.html 

Title IX Coordinator http://www.queens.edu/sexualmisconduct 
Deputy Title IX Coordinator 
for Students 

Melissa Barrett 
Levine Center 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-688-2818 
http://www.queens.edu/sexualmisconduct 

Deputy Title IX Coordinator 
for Employees 

Teri Orsini 
McEwen Hall 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-2297 
http://www.queens.edu/sexualmisconduct 

Dean of Students http://www.queens.edu/Student-Life/Dean-
of-Students.html 

Office of Diversity, Inclusion 
and Community Engagement 

Darryl White 
Morrison Hall 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-2320 
http://www.queens.edu/About-
Queens/Office-of-Diversity-and-Inclusion 

Office of Student Disability 
Services 

Cort Schneider 
Knight-Crane Hall 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-XXXX 
http://www.queens.edu/Student-
Life/Student-Disability-Services.html 

International Student 
Resource 

Angie Edwards 
Knight-Crane Hall 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-2531 
http://www.queens.edu/Academics-and-
Schools/Study-Abroad/Myrta-Pulliam-Center-
for-International-Education.html 

Rape Crisis Companions Holly Milanese 
Sara Henley 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-2327 
704-337-2466 

Financial Aid Assistance Nancy Buchanan 
Jernigan Hall 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-688-2713 
http://www.queens.edu/Admissions-and-
Financial-Aid/Financial-Aid-and-Student-
Accounts/Contact-Us---Student-Financial-
Services.html 
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Legal Assistance Resource not available on 
campus. See off-campus 
resources. 

n/a 

Visa & Immigration Assistance Resource not available on 
campus. See off-campus 
resources. 

n/a 

The below resources are CONFIDENTIAL, i.e., these persons cannot share information about your complaint 
(including your name) unless 1) you allow them to; or 2) you are at risk of self-harm or 3) you have threatened to 

harm another. 
Physical Health Health and Wellness Center 

2322 Wellesley Avenue 
Charlotte, NC 28274 

704-337-2220 
http://www.queens.edu/Student-Life/Health-
and-Wellness-Services.html 

Mental Health/Counseling Health and Wellness Center 
2322 Wellesley Avenue 
Charlotte, NC 28274 

704-337-2220 or 704-337-2556 
http://www.queens.edu/Student-Life/Health-
and-Wellness-Services.html 

Pastoral Counseling Chaplain Joey Haynes 
Belk Chapel 
1900 Selwyn Avenue 
Charlotte, NC 28274 

704-337-2290 
http://www.queens.edu/Student-
Life/Spiritual-Life.html 

Off-Campus Resources 

LOCAL Police Department Charlotte-Mecklenburg Police 
601 E. Trade Street 
Charlotte, NC 28202 

704-336-7600 
http://charmeck.org/city/charlotte/CMPD/Pa 
ges/default.aspx 

STATE Police Department North Carolina Department of 
Public Safety 
512 North Salisbury Street 
Raleigh, NC 27604 

State Patrol: 
919-733-7952 
http://www.ncdps.gov/Our-
Organization/Law-Enforcement/State-
Highway-Patrol 
State Bureau of Investigation: 
919-662-4509 
http://www.ncdps.gov/Our-
Organization/Law-Enforcement/state-
bureau-investigation 

Closest Emergency Room- 1 Presbyterian Medical Center 
200 Hawthorne Lane 
Charlotte, NC 28204 

704-384-4000 
https://www.novanthealth.org/presbyterian-
medical-center/patients--visitors/locations-
and-directions.aspx 

Closest Emergency Room- 2 Carolina Medical Center 
1000 Blythe Boulevard 
Charlotte, NC 28203 

704-355-2167 
http://www.carolinashealthcare.org/cmc 

Closest Emergency Room- 3 Carolina Medical Center— 
Mercy 
2001 Vail Avenue 
Charlotte, NC 28207 

704-304-5000 
http://www.carolinashealthcare.org/cmc-
mercy 
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Hospital w/ SANE Services 
(sexual assault evidence 
collection services; rape kits)- 1 

Presbyterian Medical Center 
200 Hawthorne Lane 
Charlotte, NC 28204 

704-384-4000 
https://www.novanthealth.org/presbyterian-
medical-center/patients--visitors/locations-
and-directions.aspx 

Hospital w/ SANE Services 
(sexual assault evidence 
collection services; rape kits)- 2 

Carolina Medical Center 
1000 Blythe Boulevard 
Charlotte, NC 28203 

704-355-2000 
http://www.carolinashealthcare.org/cmc 

Hospital w/ SANE Services 
(sexual assault evidence 
collection services; rape kits)- 3 

Carolina Medical Center— 
Mercy 
2001 Vail Avenue 
Charlotte, NC 28207 

704-304-5000 
http://www.carolinashealthcare.org/cmc-
mercy 

District Attorney’s Office Mecklenburg County District 
Attorney 
700 East Trade Street 
Charlotte, NC 28202 

704-686-0700 
http://charmeckda.com/ 

Where to obtain a protective 
order 

Mecklenburg County Superior 
Court 
832 E 4th St #2132 
Charlotte, NC 28202 

704-686-0400 
http://www.nccourts.org/County/Mecklenbu 
rg/Courts/Superior.asp 

Victim Advocacy Safe Alliance 
Charlotte Children and Family 
Services Center 
601 E. Fifth Street, Suite 400 
Charlotte, NC 28202 

704-375-9900 
http://www.safealliance.org/charlotte 

Mental Health/Counseling 
Services 

Safe Alliance 
Charlotte Children and Family 
Services Center 
601 E. Fifth Street, Suite 400 
Charlotte, NC 28202 

704-375-9900 
http://www.safealliance.org/charlotte 

Legal Assistance- 1 Safe Alliance 
Charlotte Children and Family 
Services Center 
601 E. Fifth Street, Suite 400 
Charlotte, NC 28202 

704-375-9900 
http://www.safealliance.org/charlotte 

Legal Assistance- 2 Legal Aid of North Carolina 
832 E. Fourth Street, Room 
3725 
Charlotte, NC 28202 

704-686-0400 
http://www.nccourts.org/county/mecklenbur 
g/selfserve/resources.html 

Visa & Immigration Assistance U.S. Department of Homeland 
Security 
6130 Tyvola Centre Dr. 
Charlotte, NC 28217 

https://studyinthestates.dhs.gov/students 

Rape Crisis Line 24-Hour Mecklenburg County 
Rape Crisis Line 

704-375-9900 
http://www.safealliance.org/hospital-
accompaniment-sexual-assaultrape/ 

Battered Women’s Shelter Safe Alliance 704-375-9900 
http://www.safealliance.org/charlotte 
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(Confidential Charlotte 
location) 

Resources Specific to Male 
Victims 

Safe Alliance 
Charlotte Children and Family 
Services Center 
601 E. Fifth Street, Suite 400 
Charlotte, NC 28202 

704-375-9900 
http://www.safealliance.org/charlotte 

Resources for the LGBTQ 
Community 

Time Out Youth 
2320-A North Davidson Street 
Charlotte, NC 28205 

704-344-8335 
http://www.timeoutyouth.org 

Other Rape, Abuse and Incest 
National Network 

http://www.rainn.org 

Department of Justice http://www.ovw.usdoj.gov/sexassault.htm 
Department of Education, 
Office of Civil Rights 

http://www2.ed.gov/about/offices/list/ocr/in 
dex.html 

If you need help and are not sure if you’d like to report, contact Safe Alliance at 704-375-9900. Safe Alliance 
offers rape crisis programs in Mecklenburg County, including a local hotline, with an additional office in the Lake 
Norman area. They have a variety of services to aid adult sexual assault survivors and their loved ones. Their 
services include: 

• 24-hour hotline 
• 24-hour hospital accompaniment to all area hospitals in Mecklenburg (regardless of whether a rape kit is 

completed) 
• Ongoing support 
• Advocacy 
• Counseling 
• Support groups 
• Safety planning 
• Case management 
• Referral to other support services 
• Court education and court accompaniment 
• Assistance with Crime Victim’s Compensation 
• Photographic injury documentation 

If you prefer texting, text “Go” to 741741. A live, trained crisis counselor from Crisis Text Line will respond. 

Should you or a loved one need help or information, please call the nearest rape crisis program at: 

• Mecklenburg Rape Crisis Line: 704-375-9900 
• Cabarrus Rape Crisis Line: 704-721-0110 (Operated by Esther House) 
• Union Rape Crisis line: 704-283-7770 (Operated by Turning Point) 
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How 	to 	Contact 	the	 U.S. 	Department	o f	 Education’s	 Office	 of	 Civil	 Rights	 
To file a complaint directly with the Department of Education’s Office for Civil Rights, contact the office 
responsible for the State of North Carolina: 

Washington DC (Metro) 
Office for Civil Rights 

U.S. Department of Education 
400 Maryland Avenue, SW 

Washington, D.C. 20202-1475 

Telephone: 202-453-6020 
FAX: 202-453-6021; TDD: 800-877-8339 

Email: OCR.DC@ed.gov 
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