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C. Related Definitions 
 

1. “Actual knowledge” means notice of sexual harassment or allegations of sexual 
harassment to the University’s Title IX Coordinator or any official of the University 
who has authority to institute corrective measures on behalf of the University. 
‘‘Notice’’ as used in this paragraph includes, but is not limited to, a report of sexual 
harassment to the Title IX Coordinator. 

 
2. “Bodily injury” shall mean physical pain, illness, or any impairment of physical 

condition. 
 

3. “Confidentiality” means that the University will not disclose the names of 
individuals involved in sexual misconduct cases to others except on a need to know 
basis or as required by law. The University will instruct employees and students 
about the requirement not to disclose confidential information. Confidentiality is 
not the same as anonymity, 
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22. “University Day” means a weekday on which the campus 
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maker(s) will not be the same person(s) as the Title IX Coordinator or the 
Investigator(s) and will issue a written determination regarding responsibility. 
Decision-makers may include Hearing Officers, Appeals Officers, and Hearing 
Board 
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and training. The Title IX Coordinator reviews information about sexual 
misconduct to identify and address any patterns or systemic problems that arise 
during the review of such complaints. The Title IX Coordinator is responsible for 
coordinating the effective implementation of supportive measures. Any person may 
report sex discrimination, including sexual harassment (whether or not the person 
reporting is the person alleged to be the victim of conduct that could constitute sex 
discrimination or sexual harassment) to the Title IX Coordinator. 

 
14. 
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Title IX Coordinator Contact Information: 

Meagan Counley 
Title IX Coordinator 
University of Nebraska-Lincoln 
128 Canfield Administration Building 
(402) 472-3417 
mcounley2@unl.edu 

 
Carmen Sirizzotti 
Title IX Coordinator 
University of Nebraska Medical Center 
2010 Administrative Center 
(402) 559-2710 
csirizzotti@unmc.edu 

 
Sarah Weil 
Title IX Coordinator University of 
Nebraska at Omaha 211 Eppley 
Administration Building (402) 554-
2120 
sweil@unomaha.edu 

 
Mary Chinnock Petroski 
Title IX Coordinator 
University of Nebraska at Kearney 
2113 Warner Hall 
(308) 865-8655 
petroskimj@unk.edu 

 
Jennifer McConville 
Title IX Coordinator 
Nebraska College of Technical Agriculture 
404 E 7th Street 
(308) 367-5259 
jmcconville2@unl.edu 

 
Drew Nielsen 
Title IX Coordinator 
University of Nebraska Central Administration 
222 Varner Hall 
(402) 554-3715 
drewnielsen@unomaha.edu 
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• The University of Nebraska hotline is available for online reporting at 
https://secure.ethicspoint.com/domain/media/en/gui/52126/index.html or by phone 
at 844-348-9584. 

 
• A person may also contact the Department of Education's Office for Civil Rights 

regarding an alleged violation of Title IX by visiting 
www2.ed.gov/about/offices/list/ocr/complaintintro.html or calling 1-800- 421- 
3481. 

 
3. Reporting to Law Enforcement 

 
An individual who has experienced sexual misconduct has the right to choose whether to 

file a police report. The University encourages individuals to report incidents of sexual misconduct 
to University Police or local law enforcement. Filing a police report can result in the investigation 
of whether sexual violence or related crimes occurred and the prosecution of the perpetrator. 
Timely reporting to the police is an important factor in successful investigation and prosecution of 
crimes, including sexual violence. 

 
The Title IX Coordinator or their designee provides information on contacting local and 

campus law enforcement and will assist an individual in doing so. However, the Title IX 
Coordinator or their designee will not compel an individual to go to law enforcement. 

Contact Information for University Police or Public Safety: 

University Police (UNL and UNCA) 
300 N 17th Street 
(402) 472-2222 
unl.police@unl.edu 

 
Campus Security (UNMC) 
4215 Emile Street 
(402) 559-5111 
unmcsecoffice@unmc.edu 

 
Department of Public Safety (UNO) 
100 Eppley Administration Building 
(402) 554-2648 
unopublicsafety@unomaha.edu 

 
Police Department (UNK) 
Facilities Building, 2501 19th Avenue 
(308) 865-8911 
unkpd@unk.edu 
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Frontier County Sheriff (NCTA) 
308 Center Ave N, Curtis, NE 69025 
(308) 367-4411 

 
4. What Happens When A Title IX Coordinator Receives A Report 

 
Upon receiving a report of sexual misconduct, the Title IX Coordinator or their designee 

will promptly contact the Complainant to discuss the availability of supportive measures. (Please 
see the Supportive Measures Section for more details). The Title IX Coordinator or their designee 
will: 

 
a. Discuss the availability of supportive measure; 

 
b. Consider the Complainant’s wishes with respect to supportive measures, 

 
c. Inform the Complainant of the availability of supportive measures with or 

without the filing of a Formal Complaint; 
 

d. Explain to the Complainant the process for filing a Formal Complaint 
against the Respondent; and 

 
e. If applicable, explain to the Complainant that if a Formal Complaint 

alleging sexual harassment under Title IX is dismissed the alleged sexual 
misconduct may be addressed under a different provision of the Sexual 
Misconduct Policy using these Procedures. 

 
Additionally, upon receiving a sexual misconduct report or complaint, the University will 

provide, or confirm that the Complainant has already received from the University, written 
information describing: 

 
a. The importance of preserving evidence that may assist in proving that the 

alleged criminal offense occurred or may be helpful in obtaining a 
protection order; 

 
b. How and to whom the alleged offense should be reported; 

 
c. Options about the involvement of law enforcement and campus authorities, 

including notification of the Complainant’s option to— 
 

i. Notify proper law enforcement authorities, including on- 
campus and local police; 

 
ii. Be assisted by campus authorities in notifying law 

enforcement authorities if the victim so chooses; and 
 

iii. Decline to notify such authorities; 
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2. Assistance from the University in completing the relocation if transferred or re- 
assigned; 

 
3. Mutual restrictions on contact between the parties; 

 
4. Cancelling a university housing contract and/or adjusting a student account balance 

for refund; 
 

5. Coordinating course-related adjustments (e.g. excused absences, flexible 
attendance, revised 
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leave with pay may be permissible as a supportive measure for a Complainant (for instance, to 
maintain the Complainant’s equal educational 
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a. Notice of the University’s Sexual 
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i. The conduct would not constitute sexual haraslpPfvfm



Page 22 of 41 {00040630.DOCX; 5} 

    Procedures for Sexual Misconduct Reports Against Employees     November 11, 2021 !

{00050526.DOCX; 11}!

!
!
 

ii. Explain information regarding the appeal rights of the parties; and 
 

iii. Notify the parties of the ongoing investigation in circumstances 
where the alleged sexual misconduct may otherwise be subject to a 
different provision of the Sexual Misconduct Policy and the 
grievance process will continue. 

 
h. Notice of dismissal must be provided even if the grievance process will 

continue because the Title IX Coordinator determines the alleged sexual 
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obligation to meet its own designated time frames, and the grievance process can proceed to 
conclusion even in the absence of a party or witness. 

 

7. Formal Hearings in Cases of Alleged Sexual Misconduct 
 

a. Overview 
 

After an investigation, the University will conduct a hearing to determine whether the 
Respondent is responsible for violating the Sexual Misconduct Policy. During the hearing, the 
University Presenter or their designee, the Complainant, and the Respondent will each have an 
opportunity to 

 
1. Discuss and explain their position; 

 
2. Present evidence, including documents and witnesses; and 

 
3. Have their advisor ask questions of other party and witnesses (e.g. cross- 

examination). 
 

If a determination of responsibility for sexual misconduct is made against the Respondent, 
the decision-maker(s) will determine appropriate sanctions for Respondent and confirm that the 
University will provide remedies to the Complainant. A hearing must be held unless the case has 
been resolved pursuant to the Informal Resolution Section. The University will strive to conduct a 
hearing within thirty (30) University Days from the issuance of the investigation report. 

 
b. Hearing Scheduling and Notice 

 
When the Investigator sends the Investigative Report to the Respondent and the 

Complainant, the Title IX Coordinator or their designee will forward a copy of the Investigative 
Report to the Hearing Facilitator. The Hearing Facilitator will schedule a hearing date, time, and 
location and notify the parties of the same. The University will strive to complete a hearing within 
one (1) month from the issuance of the investigation report. (May be delayed due to Informal 
Resolution) 

 
A Pre-Hearing Conference 
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c. Pre-Hearing Conference 

The Respondent and the Complainant shall have the right to attend a Pre-Hearing 
Conference. The purpose of the Pre-Hearing Conference is to plan for the hearing, discuss the 
issues and 
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ii. The University will create an audio or audiovisual recording, or 
transcript, of any live hearing and make it available to the parties for 
inspection and review. 

 
iii. Any real or perceived conflict of interest or bias between the 

Hearing Officer or a Hearing Board member and the Respondent or 
the Complainant must be brought to the attention of the Hearing 
Facilitator, Hearing Officer, or Chair of the Hearing Board no less 
than two (2) University Days in advance of the hearing. 

 
iv. If there is a Hearing Board, one of the members shall serve as 

Chair. All members possess voting privileges. 
 

v. The Respondent and the Complainant have the right to be present 
for the hearing. The hearing is closed to the public. 

 
vi. The Respondent may not be found to be responsible for sexual 

misconduct solely because the Respondent is not present at the 
Hearing. 

 
vii. In such cases when a Respondent fails to appear before the Hearing 

Officer or Hearing Board, a plea of “not in violation” shall be 
entered on the Respondent’s behalf and the hearing may proceed as 
scheduled. In this situation, the University will provide an advisor 
to conduct cross-examination of the Complainant and witnesses. 

 
viii. 
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their role in a manner which does not disturb Conduct proceedings. If an 
advisor fails to act in accordance with these guidelines, they may be 
barred from participation in the Conduct proceedings and the hearing 
may be continued. 

 
xii. The Hearing Officer or the Hearing Board may seek advice from 

the University’s Counsel throughout the hearing process on 
questions of law and procedure. However, the Hearing Officer and 
Hearing Board are responsible for making their own factual 
conclusions. 
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ii. At the beginning of the hearing, the Hearing Officer or Chair of the 
Hearing Board should state for the record: 

 
a) the date, time, and place and 

 
b) their name and role as the Hearing Officer or Chair of the 

Hearing Board. 
 

iii. If the hearing is before a Hearing Board, the Chair should: 
 

a) have the other members of the Hearing Board identify 
themselves and 

 
b) state whether there is a quorum. If there is not a quorum, then 

the hearing must be rescheduled unless all parties waive on 
the recording any objection to
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vi. The Hearing Officer or Chair will explain to the party proposing the 
questions any 
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and does not have factual support in the record and affected the outcome of 
the matter 

 
c. Appeal Process 

 
i. The appeal must be in writing and delivered to the Appeals 

Officer appointed by the Chancellor or their designee within 
seven (7) University Days of the delivery of the Notice of 
Dismissal. 

 
ii. An appeal must be in writing and specify the reason(s) for 

the appeal. 
 

iii. If either party submits an appeal, the other party and the 
University Presenter and/or the Title IX Coordinator will be 
provided with a copy of the appeal and will be given seven 
(7) University Days to submit their respective written 
responses. 

 
iv. The Appeals Officer may request additional information 

from the University Presenter and/or the Title IX 
Coordinator or the parties at the Appeal Officer’s discretion. 

 
v. The Appeals Officer will review all of the information and 

determine whether to grant or deny the appeal. 
 

1) 
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d. The Title IX Coordinator or their designee and the administrator who 
oversees the Respondent or the Respondent’s department or unit (e.g. the 
Respondent’s supervisor) must approve the terms of any Informal 
Resolution. 

 
e. The Respondent may be subject to discipline for potential violations of 

policies in addition to the Sexual Misconduct Policy outside of the Informal 
Resolution Process. However, the Informal Resolution process may also 
address other potential violations of policies in addition to the Sexual 
Misconduct Policy. 

 
f. Informal Resolution procedures may be discontinued at the request of any 

party or terminated by the Title IX Coordinator or their designee. 
 

g. If the University and parties do not reach an agreement to resolve the Formal 
Complaint through the Informal Resolution process, the grievance process 
will be resumed with respect to the

 




