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• Information on how to report discrimination, harassment and/or retaliation to the University 
• Information on how to report discrimination, harassment and/or retaliation to law enforcement or 

government agencies 
• Information to contact Campus Security and Local Law Enforcement 
• Information to contact Confidential Resources 
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https://www.jhu.edu/assets/uploads/2015/05/TimelyWarningPolicy.pdf
https://www.jhu.edu/assets/uploads/2015/05/TimelyWarningPolicy.pdf
http://pages.jh.edu/%7Esecurity/annual_report.pdf
http://pages.jh.edu/%7Esecurity/annual_report.pdf
http://security.jhu.edu/compliance-and-crime-statistics/index.html
http://security.jhu.edu/compliance-and-crime-statistics/index.html
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Section I 
Purpose and Scope 

 
The Johns Hopkins University is committed to equal opportunity and providing a safe and non-
discriminatory educational and working environment for its students, trainees, faculty, staff, post-doctoral 
fellows, residents, and other members of the university community. To that end, the university seeks to 
provide community members with an environment that is free from discrimination and harassment on the 
basis of sex, gender, marital status, pregnancy, race, color, ethnicity, ancestry or national origin, 
immigration status, age, disability, religion, sexual orientation, gender identity or expression, military 
status, veteran status or other legally protected characteristic. The university is also committed to 
providing individuals appropriate access to all academic and employment programs, benefits and 
activities on the basis of demonstrated ability, performance and without regard to any protected 
characteristic. 
 
The university’s Discrimination and Harassment Policy (“Policy”) is essential to its mission of excellence 
in education and research and applies to all academic programs, scholarship and loan programs, and 
athletic programs administered by the university, as well as its educational policies, admission policies, 
and employment policies. This Policy applies to all employment decisions, including those affecting 
hiring, promotion, demotion or transfer; recruitment; advertisement of vacancies; layoff and termination; 
compensation and benefits; and selection for training. Consistent with the university’s obligations under 
the law, the Policy also extends to the maintenance of affirmative action programs for people of color, 
women, persons with disabilities and veterans.1 
 
This Policy and these Procedures apply to all members of the university community, including, but not 
limited to, students, trainees, faculty, staff, post-doctoral fellows, and residents. It covers prohibited conduct 
that:  

• occurs on campus or other university property;  
• occurs in connection with university programs or activities, whether on or off-campus, including 

academic, educational, extracurricular, athletic and other programs and activities;  
• impedes equal access to any university educational program or activity or adversely impacts the 

education or employment of a member of the university community, regardless of where the 
conduct occurred; or 

• otherwise threatens the health or safety of a member of the university community.   
 
In certain instances, this Policy and these Procedures apply to third parties (e.g., visitors; volunteers; 
vendors and contractors while on university property, participating in a university sponsored activity, or 
providing services to the university; applicants for admission to or employment with the university; and 
former affiliates of the university). This Policy and these Procedures apply regardless of an individual’s sex, 
gender, marital status, pregnancy, race, color, ethnicity, ancestry or national origin, immigration status, age, 
disability, religion, sexual orientation, gender identity or expression, military status, veteran status or other 
legally protected characteristic. All academic and administrative units of the university (including all 
schools, divisions, campuses, departments and centers) must comply, and ensure that their policies and 
procedures comply, with this Policy and these Procedures. To the extent there is any inconsistency between 
unit policies and procedures and this Policy and these Procedures, this Policy and these Procedures control. 
 
The university assigns a high priority to the implementation of its Discrimination and Harassment Policy, 
and significant university resources are devoted to assuring compliance with all laws prohibiting 
                                                           
1 The university complies with federal, state and local legal prohibitions against discrimination, harassment and 
retaliation. This Policy sets forth university policy and procedure, which may be broader or more rigorous than what 
is required by law. Nothing in this Policy is intended to waive any legal protections, arguments or defenses.   
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discrimination, harassment and retaliation in employment and educational programs. Shanon Shumpert, 
JD, the university’s Vice Provost for Institutional Equity, is responsible for assisting the university 
President and other university officers in the implementation of equal opportunity and affirmative action 
programs. 
 
Conduct that is considered inappropriate or unacceptable within the university community may 
nevertheless not amount to harassment under this Policy. However, when appropriate, the university’s 
Office of Institutional Equity (“OIE”) will report such conduct to the relevant internal university 
department(s) or authority(ies) such as Human Resources, Student Conduct and Ethics, or the relevant 
department or dean to determine and implement appropriate responsive action.  
 
Fundamental to the university’s purpose is the free and open exchange of ideas. It is not, therefore, the 
university’s purpose in promulgating this Policy to inhibit free speech or the free communication of ideas 
by members of the academic community. Please follow this link to read the full university Statement on 
Academic Freedom.   
 
The university may amend this Policy and these Procedures from time to time. Further, the Vice Provost for 
Institutional Equity, with the approval of the Office of the General Counsel, may from time to time make 
revisions and updates to this Policy and these Procedures to comply with applicable laws, regulations and 
governmental guidance and any amendments thereto. Nothing in this Policy and these Procedures shall 
affect the inherent authority of the university to take such actions as it deems appropriate to further the 
educational mission of the university or to protect the safety and security of the university community.2 
 
Questions regarding this Policy and these Procedures and any questions concerning discrimination, 
harassment, or related retaliation should be referred to oie@jhu.edu or titleixcoordinator@jhu.edu 
 

Section II 
Prohibited Conduct 

 
The university prohibits discrimination and harassment based on any protected characteristic, which includes 
sex, gender, marital status, pregnancy, race, color, ethnicity, ancestry or national origin, immigration 
status, age, disability, religion, sexual orientation, gender identity or expression, military status, veteran 
status or other legally protected characteristic.3  The university further prohibits any form of retaliation, 
intimidation, threats, coercion, or discrimination or attempts thereof, whether direct or indirect, by any 
officer, employee, faculty, student, trainee, post-doctoral fellow, resident or agent of the university against a 
person who makes a complaint or report of discrimination or harassment, participates in any way in the 
investigation or resolution of such a complaint or report, or exercises their rights or responsibilities under 
the Policy, these Procedures or the law. 
 
This Policy and these Procedures apply to reports of disparate treatment discrimination based on sex, 
gender, sexual orientation and gender identity or expression, and discrimination and harassment based on 
marital status, pregnancy, race, color, ethnicity, ancestry or national origin, immigration status, age, 
disability, religion, military status, veteran status or other legally protected characteristic, as well as 
related retaliation.  

                                                           
2 This Policy and Procedures, which will not be applied retroactively, are effective October 1, 2022.  For claims 
based on conduct that occurred prior to October 1, 2022, we will apply the definitions that were in place at the time 
of the alleged conduct. 
3 Allegations of harassment based on sex, gender, sexual orientation and gender identity or expression are handled 
under the university’s Sexual Misconduct Policy and Procedures, while allegations of disparate treatment 
discrimination based on sex, gender, sexual orientation and gender identity or expression fall under this Policy.   

https://provost.jhu.edu/wp-content/uploads/2017/08/AcademicFreedomatJohnsHopkins.pdf
https://provost.jhu.edu/wp-content/uploads/2017/08/AcademicFreedomatJohnsHopkins.pdf
mailto:oie@jhu.edu
mailto:titleixcoordinator@jhu.edu
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Sexual misconduct is addressed under the university’s Sexual Misconduct Policy and Procedures (“SMPP”). 
Sexual misconduct includes “Title IX Sexual Harassment” (and includes Title IX sex, gender, sexual 
orientation, and gender identity/expression based harassment) and “Other Sexual Misconduct” (which 
includes non-Title IX sex, gender, sexual orientation, and gender identity/expression based harassment). For 
reports involving both allegations under the SMPP as well as this Policy, the Vice Provost and Title IX 
Coordinator will determine the appropriate procedures to be applied to the non-SMPP allegations, which 
may be these Procedures, the Procedures for Title IX Sexual Harassment or the Procedures for Other 
Sexual Misconduct. 
 
Any person with a concern or complaint about a violation of this Policy is urged to contact OIE. Each 
member of the community is responsible for fostering mutual respect, for being familiar with this Policy, 
and for refraining from conduct that violates this Policy. 
 
Members of the university community, including students, trainees, faculty and staff, and certain third 
parties (e.g., visitors, volunteers, vendors, and contractors while on university property, participating in a 
university sponsored activity, or providing services to the university, or applicants for admission to or 
employment with the university, or former affiliates of the university) may bring complaints of violations 
of this Policy to OIE. 
 
The university prohibits filing complaints or reports of discrimination, harassment and/or related retaliation 
that the complainant knows to be false. The filing of intentionally false complaints may result in disciplinary 
action. 
 
The university will take appropriate remedial action in response to violations of this Policy, up to and 
including expulsion and/or termination. 
 

Section III 
Policy Definitions 

  
Anonymous Complaints: Complaints of discrimination, harassment and/or related retaliation filed with 
the university, including OIE, may be submitted anonymously, meaning that the complainant may file the 
complaint or report without identifying themselves. Anonymous reporters are encouraged to speak with 
an OIE representative to understand the potential limitations of an investigation being conducted based on 
an anonymous report. See Section IV of this Policy for anonymous reporting options. 
 
Complainant: The term “complainant” refers to the alleged victim of discrimination, harassment and/or 
related retaliation, whether reported by the alleged victim or a third party. 
 
Confidential Resources: “Confidential Resource” is a formal university designation given to certain 
university employees/departments exempt from any Responsible Employee obligations under this Policy. 
Confidential Resources do not have to report discrimination, harassment or related retaliation to the 
university. Confidential Resources include mental health providers and staff, healthcare providers and 
staff, pastoral counselors and staff, and any other persons who have a legal obligation to protect 
confidentiality when acting in a professional capacity unless there is an imminent threat to health or 
safety, or other basis for disclosure pursuant to law. Confidential Resources designated by the university 
include providers and staff at the Johns Hopkins Counseling Center, the Johns Hopkins Student 
Assistance Program, Johns Hopkins EAP, University Mental Health Services, student health centers 
operated by the university, the Gender Violence Prevention & Education Specialist, as well as chaplains 
and staff at the Bunting Meyerhoff Interfaith and Community Center. Confidential Resources serve in that 
role at all times regardless of setting or specific activity. For a list of Confidential Resources, see 

http://sexualassault.jhu.edu/policies-laws/
mailto:oie@jhu.edu
mailto:oie@jhu.edu
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Appendix B. Confidential Resources are not Responsible Employees (defined below). All university 
personnel not specifically designated within Appendix B as Confidential Resources are considered non-
confidential. If you have any question about whether you are a Confidential Resource or whether 
someone you would like to speak to is a Confidential Resource, please contact OIE for clarification. 
 
Discrimination: The term “discrimination” means treating a community member or group less favorably 
than a similarly situated community member or group because they are a member of a “protected class.”  
 
Gender Expression:  The external appearance of one’s gender identity, usually expressed through 
behavior, clothing, haircut or voice, and which may or may not conform to socially defined behaviors and 
characteristics typically associated with being either masculine or feminine. 
 
Gender Identity:  One’s innermost concept of self as male, female, a blend of both or neither – how 
individuals perceive themselves and what they call themselves. One’s gender identity can be the same as 
or different from their sex assigned at birth. 
 
Harassment4: For purposes of this Policy, “harassment” is defined as any type of behavior which is based 
on an individual’s or group’s membership in a “protected class(es)” that is: (a) unwelcome and (b) 
offensive when: 

1) Submission to the conduct is made either explicitly or implicitly a term of the individual’s 
employment or participation in an education program or activity; 

2) Submission to or rejection of the conduct is used as a basis for employment or academic decisions 
or advancement; or 

3) Such conduct unreasonably creates a work or academic environment that a reasonable person 
would perceive to be abusive or hostile. 
 

The alleged conduct need not be severe or pervasive. The university considers the totality of the 
circumstances when assessing whether the alleged conduct unreasonably creates an abusive or hostile 
work or academic environment from the perspective of a reasonable person. This includes consideration 
of whether the unwelcome and offensive conduct unreasonably interferes with, limits, or deprives a 
member of the community of the ability to participate in or to receive benefits, services or opportunities 
from the university’s education or employment programs and/or activities. Although the alleged conduct 
need not be severe or pervasive in order to constitute an unreasonably hostile or abusive environment, the 
heightened seriousness of alleged severe or pervasive conduct will be considered during OIE’s process. 
 
Harassment when directed at an individual because of their membership in a “protected class(es)” may 
include, but is not limited to:  

• Conduct, whether verbal, physical, written, graphic, or electronic that threatens, intimidates, 
offends, belittles, denigrates, or shows an aversion toward an individual or group; 

• Epithets, slurs, and/or negative stereotyping, jokes, or nicknames;  
• Written, printed, or graphic material that contains offensive, denigrating, and/or demeaning 

comments, and/or pictures; and  
• The display of offensive, denigrating, and/or demeaning objects, e-mails, text messages, and/or 

cell phone pictures.  
 
Interim Measures: The term “interim measures” means reasonably available and feasible measures, 
accommodations, or steps the university may take following an incident and/or while a matter under these 
Procedures is pending to assist, support or protect the complainant, respondent or another person and/or to 
                                                           
4  As stated above, harassment matters based on the protected classes of sex, gender, sexual orientation, and gender 
identity or expression will be handled under the applicable procedures set forth in the SMPP.  

mailto:oie@jhu.edu
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protect the integrity of the investigation and resolution process. For examples of interim measures, see 
Section VII below. To discuss or request interim measures, please contact OIE.  
 
Preponderance of the Evidence: The “preponderance of the evidence” means it is more likely than not that 
a policy violation occurred (or did not occur) based on the evidentiary record. 
 
Protected Class5: A “protected class” is a group of people with a common characteristic who are legally 
protected from discrimination on the basis of that characteristic. The university prohibits discrimination on 
the basis of the following characteristics: race, color, ancestry or national origin, immigration status, 
ethnicity, age, disability, religion, sex, gender, pregnancy, military status, veteran status, marital status, 
sexual orientation, gender identity or expression, genetic information, and other legally protected 
characteristics. See also the University Statement on Equal Opportunity. 
 
Respondent: The term “respondent” refers to the person alleged to have committed discrimination or 
harassment in violation of this Policy. 
 
Responsible Employee:  “Responsible Employee” is a designation given to certain university employees 
who have a duty to report discrimination, harassment, or related retaliation that they learn of to OIE. 
Confidential Resources are not Responsible Employees. Responsible Employees designated by the 
university include academic administrators, academic advisors, non-confidential employees serving in a 
supervisory role, department heads and chairs, directors, deans, student affairs staff, OIE staff, faculty, 
Human Resources personnel, campus security officers, resident advisors, and athletic coaches. Responsible 
Employees must promptly report all known relevant information to OIE, including the names of the 
complainant, respondent, and any witnesses and any other relevant facts, including the date, time, and 
location of the misconduct. Faculty who are also licensed medical providers do not have a Responsible 
Employee obligation when providing patient care if the patient information that constitutes a report of 
potential misconduct under this Policy is protected by applicable patient privacy or other laws. If you have 
any question about whether you are a Responsible Employee or questions regarding your Responsible 
Employee duties, please promptly contact OIE for clarification.  
 
Retaliation: The term “retaliation” means intimidating, threatening, coercing, harassing, taking adverse 
employment or educational action against, and/or otherwise discriminating against an individual in any way 
because the individual made a report or complaint under this Policy or these Procedures, participated in 
any way in the investigation or resolution of such a report or complaint, opposed conduct that they 
reasonably believed to be prohibited under this Policy, these Procedures, or applicable law regarding 
discrimination or harassment, or exercised any right or responsibility under the Policy or these Procedures. 
Retaliation includes conduct that is reasonably likely to deter an individual from making a complaint or 
report under this Policy or from participating in the investigation or resolution of a complaint or report, or 
from opposing conduct that they reasonably believe to be prohibited under this Policy, these Procedures or 
applicable law regarding discrimination or harassment. 
 

Section IV 
Reporting Discrimination, Harassment or Retaliation 

 
a. Reporting Options 

 
Reporting to the university: Complaints of discrimination, harassment and/or retaliation may be made 
to Shanon Shumpert, JD, Vice Provost for Institutional Equity, Linda Boyd, JD, Assistant Vice Provost 
for Institutional Equity and Title IX Coordinator, or their designees by contacting OIE or by completing 
                                                           
5 The terms “protected category” and “protected status” are synonymous with “protected class” under this Policy. 

mailto:oie@jhu.edu
https://oie.jhu.edu/discrimination-and-harassment/equal-opportunity-statement.html
mailto:oie@jhu.edu
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our online complaint form, as follows:  
 

The Johns Hopkins University 
Office of Institutional Equity 
Wyman Park Building, Suite 515 
3400 North Charles Street 
Baltimore, MD 21218  
Telephone: (410) 516-8075 
TTY: Dial 711 
E-mail: oie@jh.edu 
 
Harassment and Discrimination Complaint Form 

 
Anonymous Complaints: Complaints and reports may be made anonymously using any of the 
reporting options above. To make an anonymous complaint by any method above, do not provide your 
personally identifiable information (such as name, e-mail, or phone numbers) when making the 
complaint or report. 
 
Reporting to Law Enforcement: In an emergency, contact 911 to reach law enforcement. A listing of 
campus security and local law enforcement contact information is available in Appendix A. Campus 
security, the Vice Provost of Institutional Equity and the Assistant Vice Provost can also provide 
assistance with contacting local law enforcement. 
 
Speaking with Confidential Resources:  If a complainant does not wish to make a report or complaint to 
the university, the complainant may contact a Confidential Resource. See Appendix B for a list of 
Confidential Resources. 
 

b. The Office of Institutional Equity 
 
OIE is responsible for receiving and handling complaints of discrimination, harassment and retaliation. 
OIE is a neutral resource available to all students, faculty, staff and other university affiliates.  
 
The Vice Provost for Institutional Equity is responsible for OIE and is the university’s senior equal 
opportunity official. 
 
The Vice Provost and the university’s Assistant Vice Provost work within OIE and coordinate the 
university’s efforts to comply with state and federal laws governing discrimination, harassment, and 
retaliation; oversee the university’s related policies and procedures; explain the operation of the 
complaint resolution process; ensure that the university responds appropriately to complaints of 
discrimination, harassment and retaliation; coordinate training related to discrimination, harassment and 
retaliation; and provide or oversee the provision of information to members of the university 
community, including the complainant and the respondent, concerning discrimination, harassment and 
retaliation and this Policy and these Procedures, the availability of confidential and other resources and 
interim measures.  
 
The Vice Provost and the Assistant Vice Provost also coordinate, oversee, or conduct the investigation 
of discrimination, harassment and retaliation complaints. No employee or student is authorized to 
investigate or resolve such complaints without the express direction of the Vice Provost or Assistant 
Vice Provost. If an employee or student is unsure whether particular conduct involves discrimination, 
harassment and/or retaliation, they should contact OIE. 
 

mailto:oie@jhu.edu
http://oie.jhu.edu/discrimination-and-harassment/complaint-form/
mailto:oie@jhu.edu
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c. Reports of Discrimination, Harassment and Retaliation 
 
The university encourages students, faculty, staff and other members of the community to report 
discrimination, harassment and retaliation, and to do so as promptly as possible, so that the university 
can respond effectively. Anyone may meet with or talk to the Vice Provost, Assistant Vice Provost, or a 
designee to learn more about the process before making a report. Note, Responsible Employees 
(discussed below) who receive reports or otherwise become aware of discrimination, harassment and 
retaliation are required to promptly report such information to OIE. 
 
Complainants may ask OIE to keep their identity confidential and/or not to take further action, but OIE 
will independently determine whether to investigate the allegations, weighing the complainant’s interest 
in confidentiality against any risk that not investigating the incident may contribute to a hostile 
environment or pose a threat to the safety and security of the university community. 
 
Reports of discrimination, harassment and/or retaliation may be filed anonymously, meaning that the 
individual submits the complaint without identifying themselves. Anonymous reporters are encouraged 
to speak with an OIE representative so as to understand the potential limitations of an investigation 
being conducted based on an anonymous report.  
 
If a complainant is under the age of 18 (i.e., a minor), the university will adhere to its Policy on the Safety of 
Children in University Programs, as well as to applicable law. 
 
When a third party (e.g., a faculty member, resident advisor, friend, or roommate) reports a 
discrimination, harassment and/or retaliation incident, OIE will promptly notify the complainant that a 
report has been received, and this Policy and these Procedures will apply in the same manner as if the 
complainant had made the initial report.  
 
Upon receiving a report of discrimination, harassment and/or retaliation, whether from a third party or 
directly from the complainant, OIE will determine if any immediate action or interim measures should 
be implemented. 
 
If a respondent is not a member of the university community or if the respondent’s identity is not 
known, the university will still make efforts to assess the alleged discrimination, harassment and/or 
retaliation. OIE will also assist complainants in identifying appropriate campus and external resources. 
 
The university does not limit the time for submitting a report of discrimination, harassment and/or 
retaliation and encourages all reports irrespective of when the underlying incident occurred. The 
university’s ability to investigate and respond effectively may be reduced with the passage of time. 
 

d. Notice of Rights 
 
Upon receiving a report of discrimination, harassment and/or retaliation, OIE will send the complainant 
a copy of or link to this Policy and these Procedures and invite them to discuss the matter with an OIE 
representative. 
 

e. Maintenance and Privacy of Records 
 
The university will maintain a record of all reports of discrimination, harassment and retaliation and 
related evidence, documents, records, and information pertaining to the investigation and resolution of 
the complaints. These records will be maintained in accordance with applicable policies, procedures and 
legal requirements.     

https://www.jhu.edu/assets/uploads/2014/09/child_safety.pdf
https://www.jhu.edu/assets/uploads/2014/09/child_safety.pdf
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f. Reporting to Law Enforcement or Government Agencies 
 
Depending on the facts and circumstances, discrimination, harassment and/or retaliation may involve 
criminal activity, such as a hate crime.6  The university encourages students, faculty, staff and other 
members of its community to report any potential criminal conduct to law enforcement authorities, and 
the university may do so in a health or safety emergency.  
 
Reporting an incident to law enforcement authorities does not preclude filing a complaint with the 
university. Individuals may file reports of discrimination, harassment and/or retaliation under this Policy 
before, after, or simultaneously with reporting an incident to law enforcement, or if no report is made to 
law enforcement at all. Whether or not an incident results in a criminal investigation, prosecution or 
conviction, the university will decide, pursuant to these Procedures, whether the respondent has violated 
the Policy and, if so, what sanctions, if any, to impose.  
 

g. Clery Reporting Obligations 
 
The Jeanne Clery Disclosure of Campus Security Policy and Campus Crime Statistics Act (the “Clery 
Act”) requires the university to record and report certain information about certain crimes (including 
certain hate crimes) that occur on or near campus. Certain university employees who are designated as 
Campus Safety Authorities and who receive reports of certain types of crimes are required by the Clery 
Act and the university to notify Campus Safety and Security about such incidents for statistical reporting 
purposes. The university reports crimes as required by the Clery Act in its Campus Crime Blotter, Clery 
Crime Log, and Annual Security and Fire Safety Report available online on the Campus Safety and 
Security website. The Clery Act also requires the university to issue a “timely warning” when it receives 
a report of certain crimes that pose a serious or continuing threat to the safety of the campus community. 
Campus Safety and Security will issue timely warnings in accordance with the university’s Timely 
Warning Policy. Personally identifiable information about complainants will not be included in any 
timely warning or security notification, or in any publicly available record-keeping, including the 
disclosure of crime statistics in the Annual Security and Fire Safety Report. 
 

h.  Other Reporting Options 
 
Inquiries or reports concerning discrimination, harassment and/or retaliation or the university’s handling 
of such inquiries or complaints may be referred to the Department of Education’s Office for Civil Rights. 
Employee reports may also be referred to the U.S. Equal Employment Opportunity Commission, the 
Maryland Commission on Civil Rights (for Maryland employees) or the District of Columbia Office of 
Human Rights (for Washington, D.C. employees). Contact information is located in Appendix D. 

 
Section V 

Obligations of University Employees 
 
All Responsible Employees who receive reports or otherwise become aware of possible discrimination, 
harassment and/or retaliation are required to promptly report such misconduct to OIE. 
 
Responsible Employees must report all known relevant information to OIE, including the names of the 
complainant, respondent, and any witnesses and any other relevant facts, including the date, time, and 
location of the misconduct. Confidential Resources discussed in the section immediately below are exempt 

                                                           
6 In the Clery Act, hate crimes are defined as any crime motivated by perpetrator bias against the victim based on 
race, religion, gender, gender identity, sexual orientation, ethnicity, national origin, and disability (whether actual or 
perceived). 

http://pages.jh.edu/security/campus_crime.html
http://pages.jh.edu/security/campus_crime.html
https://www.jhu.edu/assets/uploads/2015/05/TimelyWarningPolicy.pdf
https://www.jhu.edu/assets/uploads/2015/05/TimelyWarningPolicy.pdf
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from the Responsible Employee reporting requirement.  
 
All university personnel, including Responsible Employees and Confidential Resources, are charged with 
protecting and respecting the privacy of complainants, respondents and any witnesses to the extent possible. 
Information about discrimination, harassment and/or retaliation should be shared only with those who have 
a need to know such information. University personnel must participate in required training on issues of 
discrimination, harassment and retaliation. 
 
Community members who are not Responsible Employees are encouraged to report any concerns about 
discrimination, harassment and retaliation as soon as possible to OIE. 
 
No employee is authorized to investigate or resolve reports or complaints of discrimination, harassment 
and/or retaliation without the express direction of the Vice Provost or Assistant Vice Provost. If any 
Responsible Employee has a question about their designation or duties as a Responsible Employee, please 
contact OIE. 
 

Section VI 
Confidentiality and Confidential Resources 

 
A complainant may request confidentiality, for example that the complainant’s identity not be disclosed to 
anyone else, including the respondent, or that information about the incident not be shared with others. The 
Vice Provost or Assistant Vice Provost will consider any requests for confidentiality or requests that an 
investigation not be pursued in light of the university’s commitment to provide a safe and non-
discriminatory environment for all members of the community.7  For example, if the Vice Provost or 
Assistant Vice Provost concludes that the allegations about the respondent suggest a threat to the 
community, create a hostile environment, or otherwise require responsive action by the university, the 
request for confidentiality may not be granted. If the university honors a request for confidentiality, the 
university’s ability to investigate and respond to the reported misconduct and pursue disciplinary action 
against the respondent may be limited. The university will, however, take all reasonable steps to investigate 
and respond to the complaint consistent with a request that has been honored. If the Vice Provost or 
Assistant Vice Provost determine that the university will not honor a complainant’s request for 
confidentiality, OIE will inform the complainant prior to starting an investigation. In all circumstances, the 
university will make appropriate interim measures available, provide access to resources, and take such 
other actions as necessary and appropriate to protect the safety and security of the parties and the university 
community. 
 
If an individual desires to keep the details of any incident(s) of discrimination, harassment and/or retaliation 
confidential, the individual may speak to a Confidential Resource (fully listed in Appendix B). Information 
shared with Confidential Resources (listed in Appendix B) does not constitute a report filed with the 
university. 
 

Section VII 
Procedures for Investigation and Resolution of  Discrimination, Harassment and Retaliation Cases 

 
a. Interim Measures 

 
OIE will work with all affected persons to ensure their safety and promote their well-being. This assistance 

                                                           
7 The Vice Provost or Assistant Vice Provost may also consider a complainant’s request for confidentiality in 
conjunction with other legal obligations, such as compliance with court orders, governmental investigations and 
proceedings, and litigation requests related to the complaint. 

mailto:oie@jhu.edu
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may include the provision of interim measures following an incident or while a matter under these 
Procedures is pending in order to assist, support or protect an individual and/or to protect the integrity of an 
investigation or resolution process. Both complainants and respondents will have equal access to 
appropriate and reasonably available and feasible interim measures. 
 
Upon receipt of a report, OIE will provide written notice to the complainant of the interim measures that 
may be available and feasible. Similar notice will be provided to the respondent upon the initiation of an 
investigation. Interim measures are afforded whether or not the complainant reports the matter to Campus 
Safety and Security or law enforcement, or files a complaint with the university. 
 
Interim measures will be implemented by a divisional dean or director or other appropriate authority at the 
individual’s school, division, campus, department, or center, under the direction of the Vice Provost or 
Assistant Vice Provost. The division dean or other appropriate authorities, in conjunction with the Vice 
Provost or Assistant Vice Provost, will communicate with other university personnel to ensure that they 
make appropriate interim measures available. The university will maintain as confidential any interim 
measures to the extent that maintaining such confidentiality would not impair the ability of the university to 
provide the measures. 
 
Interim measures may include, but are not limited to: 
 

• Adjusting work schedules; 
• Changing academic schedules; 
• Changes to division organizational structure; 
• Paid/Unpaid Leave; 
• Parking and/or transportation accommodations; 
• Rescheduling examinations; 
• Allowing withdrawal from or re-taking classes without penalty; 
• Providing access to tutoring or other academic support; 
• Prohibiting attendance at group or organizational informal or formal functions overseen 

by the university; 
• Moving on-campus residences;  
• Ban from campus; 
• Suspension;  
• Issuing “no contact” orders; 
• Assistance connecting with medical and/or mental health services;  
• Change in dining location;  
• Access to safety escort services; and 
• Assistance connecting with a supporter.  

 
Violations of no contact orders and failures to comply with other interim measures may result in disciplinary 
action pursuant to the student conduct code or relevant divisional policy for faculty and staff. 
 

b. Investigations of Discrimination, Harassment and Retaliation Cases 
 
Except as specifically noted herein, these Procedures apply to any report of discrimination, harassment8 
and/or retaliation across the university, regardless of the status of the respondent.   
  
                                                           
8 As stated above, harassment allegations based on the protected classes of sex, gender, sexual orientation, and 
gender identity or expression will be handled under the SMPP. 
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Complainants and respondents are expected to check their official university e-mail on a regular basis 
throughout any complaint investigation and resolution process. University e-mail is the primary way in 
which complainants and respondents will receive communications from OIE.  Complainants and/or 
respondents who are not, or no longer, affiliated with the university should provide OIE with an email 
address at the outset of the investigation and notify OIE immediately if their contact information changes 
during the course of the investigation. 
 

i. Investigative Process 
 
When OIE receives a report of discrimination, harassment and/or retaliation, the report is evaluated to 
determine whether or not the allegations are within the purview of any OIE policy and, if so, to determine 
whether an investigation or other action is appropriate. OIE may engage in limited fact-gathering to 
determine whether to initiate an investigation, to take other actions (such as informal resolution), or to refer 
to another university office.. 
 
If an OIE case is opened, an OIE representative will notify the complainant and respondent in writing of the 
alleged violation being investigated. OIE reserves the right to amend or supplement the notice of 
investigation at any time and will provide the complainant and respondent with notice of any such changes 
in the scope of the investigation. OIE will also ensure that both the complainant and respondent are updated 
appropriately and equivalently throughout the process. A complainant and/or respondent may decline to 
participate in the investigation or resolution process. The university may continue the process without the 
complainant’s and/or respondent’s participation. 
 
If the facts surrounding a report of discrimination, harassment and/retaliation also involve other alleged 
violations of university policy, including, but not limited to, student codes of conduct, and human 
resources policies. OIE may also investigate such other alleged violations or refer them to the appropriate 
authority, such as Student Conduct or Human Resources. As noted above, for reports involving both 
allegations under the SMPP as well as this Policy, the Vice Provost and Title IX Coordinator will 
determine the appropriate procedures to be applied to the non-SMPP allegations, which may be these 
Procedures, the Procedures for Title IX Sexual Harassment or the Procedures for Other Sexual 
Misconduct. 
 

ii. Informal Resolution 
 
OIE may determine that certain cases are more suitable for informal resolution. All informal resolutions 
will be conducted or overseen by an OIE Equity Compliance Investigator. If the informal resolution 
process is unsuccessful for any reason, OIE will determine whether to conduct a formal investigation. If a 
matter is resolved through informal resolution, the parties will receive a written notice of the outcome 
memorializing the terms of the informal resolution.  
 

iii. Conflict of Interest Policy 
 
All persons participating in the investigation or the informal resolution of discrimination, harassment and/or 
retaliation cases should disclose any potential or actual conflict of interest to OIE. If the complainant or the 
respondent believes that any person involved in the process has a conflict of interest, they may make a 
request to OIE that the individual not participate. Any such request should include a description of the 
alleged conflict. If OIE determines that a conflict of interest exists, OIE will take steps to address the 
conflict in order to ensure an impartial process. 
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iv. Supporters 
 
The complainant and the respondent may be assisted and advised by a supporter of their choice, including 
legal counsel or a union representative, throughout the investigative and informal resolution processes. The 
supporter may not be any individual who is a potential witness in the investigation and may not be a party 
to a complaint pending with OIE. The supporter may accompany the party to any meeting held pursuant to 
this Policy. Prior to participating in the investigation or resolution process, the supporter may meet with an 
OIE investigator to discuss the process. During any meeting or proceeding under these Procedures, a 
supporter (whether or not legal counsel) may advise and provide support to the party but may not speak on 
the party’s behalf or otherwise participate, or address or question the investigator, other parties or witnesses. 
The supporter may make written submissions on the party’s behalf.   
 
University personnel employed in the offices responsible for the disciplinary proceedings described in these 
Procedures, along with those in the chain of command above them, personnel employed by the Office of the 
General Counsel, and others whose participation could create a conflict of interest and/or reasonably call 
into question the impartiality of the university’s process are not eligible to serve as supporters. If there is a 
question or concern about a possible supporter, please consult OIE. 
 

v. Time Frame 
 
The university will seek to resolve cases of discrimination, harassment, and/or related retaliation, as soon as 
is practicable after an investigation commences. An investigation can only commence when OIE has 
determined it has authority over the subject matter of the report and the alleged respondent, when the 
complaining party is fully engaged and available to participate, and OIE has enough information or is able to 
gather sufficient additional information to address the reported concern.  
 
The investigation of a report is usually completed within 45 days or less, but some investigations may take 
longer to complete depending upon the nature and scope of the allegations; the number of witnesses 
involved; the availability of the parties, witnesses, or evidence; evidence gathering in a concurrent law 
enforcement investigation; and the academic calendar (e.g., exam periods, breaks, etc.). The university will 
not delay its processes to await the conclusion of a concurrent criminal investigation beyond the evidence-
gathering phase. The university will provide the complainant, respondent and dean or other relevant 
authority periodic updates on the status of the investigation. 
 

vi. Fact-Gathering Process 
 
OIE will gather facts related to the allegations of discrimination, harassment and/or retaliation. The Vice 
Provost or Assistant Vice Provost will designate one or more trained internal or external investigators to 
interview the complainant, respondent, and witnesses. The investigator may conduct additional interview(s) 
of the complainant, respondent or other witnesses. Investigators will also gather pertinent documents and 
other evidence identified by either party or a witness, or that otherwise comes to their attention. The 
investigators will request that the complainant, respondent, witnesses, and other interested individuals 
preserve any relevant evidence, including documents, text messages, voice messages, e-mails, and postings 
on social media. 
 

vii. Closing of Investigation 
 
Upon completion of the fact-gathering process, the investigator will consider all relevant evidence and 
reach a determination. The investigator will review the determination with the Vice Provost or Assistant 
Vice Provost, and once the determination is final, it will be shared with relevant decision-makers. 
Thereafter, the investigator will disseminate Closing of Investigation letters to the complainant and the 
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respondent which will articulate the determination. 
 
Depending on their level of involvement in the matter, witnesses may receive a Closing of Investigation 
letter or simply a notification by email that the investigation has been concluded.  
 
Pursuant to FERPA, student complainants and student respondents may request the portions of the OIE 
file that constitute their own educational records. 
 

c. Resolution Procedures for all Discrimination, Harassment and Retaliation 
Investigations 

 
Resolution of discrimination, harassment and/or retaliation complaints in which the respondent is a staff 
member will be governed by the procedures in the university’s personnel policies, except as provided 
herein. Resolution, sanctions and appeals of discrimination, harassment and/or retaliation investigations in 
which the respondent is a member of the faculty, post-doctoral fellow, or resident will be processed by the 
office of the dean of the appropriate division according to the disciplinary procedures established by that 
division, except as provided herein. 
 
Other divisional or university policies may afford further process following the completion of these 
resolution procedures.9     
 

d. Resolution Procedures for Discrimination, Harassment and Retaliation Investigations 
Involving Student Respondents 

 
If the respondent in a complaint of discrimination, harassment10 and/or retaliation is a student, OIE will notify 
Student Affairs and commence an investigation pursuant to this Policy and these Procedures. OIE will 
evaluate the facts according to the standards articulated in this Policy and prepare a report, which OIE will 
issue to Student Affairs. Any resulting disciplinary action will be determined by Student Affairs.   
 
Pursuant to FERPA, student complainants and student respondents may request the portions of the OIE 
file that constitute their own educational records. 
 
 
  

                                                           
9 For example, faculty may consult with their department chair and staff may consult with Human Resources. 
10 As stated above, harassment matters based on the protected classes of sex, gender, sexual orientation, and gender 
identity or expression are handled under the SMPP. 
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APPENDIX A 
CAMPUS SECURITY & LOCAL LAW ENFORCEMENT 

 
 

Campus 
 

Agency/Office 
 

Non- Emergency 
Phone Number 

 
Emergency Phone 

Number 
Homewood Campus Campus Safety & 

Security 
410-516-4600 410-516-7777 

Baltimore Police 
Department 

410-396-2455 911 

The Peabody Institute 
Campus 

Campus Security 410-234-4605 410-234-4600 
Baltimore Police 

Department 
410-396-2411 911 

East Baltimore Campus Corporate Security 410-614-3473 410-955-5585 
Baltimore Police 

Department 
410-396-2433 911 

Harbor East Campus Campus Security 410-234-9301 410-234-9300 
Baltimore Police 

Department 
410-396-2411 911 

Columbia Campus Director of Campus 
Operations 

410-516-9700 410-516-9700 

Howard County Police 
Department 

410-313-2929 911 

Montgomery County 
Campus 

Campus Security 301-294-7191 301-294-7191 
Montgomery County 

Police 
301-279-8000 911 

Applied Physics 
Laboratory (APL) 

Security Services 
Department 

443-778-7575 443-778-7575 

Howard County Police 
Department 

410-313-2929 911 

Washington DC 
Campus 

SAIS Security/Allied 
Barton 

202-663-7796 202-663-7796 

Metropolitan Police 
Department 

202-737-4404 911 

SAIS Europe, Bologna 
Campus 

Finance and 
Administration 

+39 051-2917811 +39 051-2917811 

State Police 112 112 
Hopkins - Nanjing American Co-director 86.25.8359.2436 86.25.8359.2436 

Nanjing Public Security 
Bureau 

86.25.8442.0009 86.25.8442.0009 
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APPENDIX B 
CONFIDENTIAL RESOURCES (BOTH JHU & OFF-CAMPUS) 

 
JHU CONFIDENTIAL RESOURCES FOR FACULTY AND STAFF 
 
Johns Hopkins Employee Assistance Program (EAP) – 443-997-7000, option 2 
Serves university faculty & staff & their immediate family members.   
https://hr.jhu.edu/benefits-worklife/support-programs 
 
East Baltimore Campus 
550 North Broadway 
Suites 507 & 510, Baltimore, MD 21205 
 
Johns Hopkins @ Eastern 
1101 East 33rd Street, Suite C100 
Baltimore, MD 21218 
 
During COVID-19 pandemic, all services are provided via telemedicine.  
  
JHU CONFIDENTIAL RESOURCES FOR STUDENTS 
 
JHU Sexual Assault Helpline—410-516-7333 
A confidential service available 24/7 to ALL JHU students. Receive information, support and discuss 
options for medical care, counseling and reporting with professional counselors. Calls do NOT constitute 
making an official report of sexual misconduct to the university. Callers can remain anonymous. 
  
JHU Counseling Center – 410-516-8278* 
Serves all full-time undergraduate & graduate students from KSAS, WSE, & Peabody. 
Homewood Campus 
1 East 31st Street, N200 Baltimore, MD 21218 
https://studentaffairs.jhu.edu/student-health/ 
 
*The Counseling Center on the Homewood campus, also coordinates on a university-wide basis, 
confidential sexual assault resources and serves as a liaison between the university and Baltimore City 
confidential resources. 
  
JHU Student Health and Wellness Center – 410-516-8270 
Serves all full-time, part-time & visiting undergraduate & graduate students from KSAS, WSE & 
Peabody.  
Homewood Campus 
1 East 31st Street, N200 Baltimore, MD 21218 
http://jhu.edu/studenthealth 
  
Gender Violence Prevention & Education – 410-516-8396 
Primarily serves students. 
Alyse Campbell, Gender Violence Prevention & Education Specialist 
acampb39@jhu.edu 
  
Religious and Spiritual Life – 410-516-1880 
3400 North Charles Street, Baltimore, MD 21218 
http://jhu.edu/chaplain 

https://hr.jhu.edu/benefits-worklife/support-programs
https://hr.jhu.edu/benefits-worklife/support-programs
https://web.jhu.edu/counselingcenter/
https://studentaffairs.jhu.edu/student-health/
http://jhu.edu/studenthealth
file://win.ad.jhu.edu/cloud/hwieoffice$/fyeo/Handling%20Non-Title%20IX%20Files/%20http:/jhu.edu/studenthealth
mailto:acampb39@jhu.edu
http://jhu.edu/chaplain
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 Johns Hopkins Student Assistance Program (JHSAP) 
Serves graduate, medical & professional students from the following schools and programs, and their 
spouses and partners: 

• Carey Business School 
• Krieger School of Arts and Sciences: Advanced Academic Programs (AAP) 
• School for Advanced and International Studies 
• School of Education 
• School of Medicine (graduate and medical students) 
• School of Nursing 
• School of Public Health 
• Whiting School of Engineering: Engineering for Professionals (EP) 

 
Call 443-287-7000 to make an appointment and to receive in-the-moment support, 24/7/365 
http://jhsap.org 
  
Johns Hopkins University Health Services/Mental Health Services 
Serves Bloomberg School of Public Health, School of Medicine, and School of Nursing students, 
residents, fellows & trainees & their spouses or domestic partners. 
 
University Health Services (UHS) – 410-955-3250 
933 N. Wolfe Street, Baltimore, MD 21205 
http://www.hopkinsmedicine.org/uhs 
 
Mental Health Services – 410-955-1892 
Available by telephone 24/7. 
Press “0” to speak with the on-call psychiatrist in an emergency  

http://jhsap.org/
http://jhsap.org/
http://www.hopkinsmedicine.org/uhs
http://www.hopkinsmedicine.org/uhs
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APPENDIX C 
JHU & OTHER NON-CONFIDENTIAL RESOURCES 

 
A. CAMPUS SECURITY & LOCAL LAW ENFORCEMENT 
 

1. See APPENDIX A of the Sexual Misconduct Policy and Procedures 
 

2. Download the Live Safe App available on the Homewood and DC campuses 
 
B. OFFICE OF INSTITUTIONAL EQUITY 
 

1. Office of Institutional Equity 
3100 Wyman Park Drive 
Suite 515 
Baltimore, Maryland 21211 
Telephone: 410-516-8075 
http://oie.jhu.edu 

  
2. JHU Sexual Misconduct Website 

Includes the Sexual Misconduct Policy & Procedures, as well as resource information 
 
C. STUDENT AFFAIRS RESOURCES & OFFICES 

 
1. Student Affairs Offices 

 
Advanced Academic Programs 
1717 Massachusetts Ave NW, Suite 101 
Washington, DC 20036 
E-mail: aapstudentservices@jhu.edu 
 
Engineering for Professionals 
3400 N Charles St. 
Baltimore, MD 21218 
Telephone: 410-516-1256 
 
 
Bloomberg School of Public Health 
615 N. Wolfe Street 
Baltimore, MD 21205 
Telephone: 443-287-7277 
 
 
Carey Business School 
100 International Dr. 
Baltimore, MD 21202 
Telephone: 410-234-9467 
 
 
School of Education 
6740 Alexander Bell Drive 
Columbia, MD 21046 

http://sexualmisconduct.jhu.edu/policies-laws/#Appendix%20A
http://security.jhu.edu/services-for-you/livesafe-app/%C2%A0
https://oie.jhu.edu/
https://oie.jhu.edu/
http://sexualassault.jhu.edu/%C2%A0
mailto:aapstudentservices@jhu.edu
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Telephone: 410-516-9734 
 
Krieger School of Arts and Sciences and Whiting School of Engineering 
Homewood Campus 210, Mattin 
Baltimore, MD 21218 
Telephone: 410-516-5994 
 
Krieger School of Arts & Sciences 
614 Wyman Park Building 
Telephone: 410-516-8477 
 
Whiting School of Engineering 
Wyman 3 West  
3400 North Charles Street 
Baltimore, MD 21218 
Telephone: 410-516-0764 
 
Peabody Institute 
One East Mount Vernon Place 
Unger Lounge Plaza Level 
Baltimore, MD 21202 
Telephone: 667-208-6107 
E-mail: PeabodyStudentAffairs@jhu.edu 
 
School of Advanced and International Studies (SAIS) 
1740 Massachusetts Avenue, N.W., Suite #305 
Washington, DC 20036 
Telephone: 202-663-5707 
 
School of Medicine 
733 North Broadway 
Baltimore, MD 21205 
Telephone: 410-955-3416 
 
725 North Wolfe Street 
Baltimore, MD 21205 
Telephone: 443-287-5026 
 
School of Nursing 
525 North Wolfe Street 
Baltimore, MD 21205 
Telephone: 410-955-7545 
 
  

2. Financial Aid 
 

Advanced Academic Programs 
http://advanced.jhu.edu/prospective-students/financial-aid/ 
1717 Massachusetts Avenue, NW Washington, DC 20036 
Telephone: 202-452-1940 
 

mailto:PeabodyStudentAffairs@jhu.edu
http://advanced.jhu.edu/prospective-students/financial-aid/
http://advanced.jhu.edu/prospective-students/financial-aid/
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Bloomberg School of Public Health 
http://www.jhsph.edu/offices-and-services/student-affairs/financial-aid/ 
615 N. Wolfe Street, Baltimore, MD 21205 
Telephone: 410-955-3004 
 
Carey Business School 
http://carey.jhu.edu/admissions/financial-aid/ 
 
Baltimore Campus: 100 International Dr., Baltimore MD 21202 
Telephone: 410-234-9200 
 
DC Campus:1625 Massachusetts Avenue, NW, Washington DC 20036 
Telephone: 410-234-9200 
 
School of Education 
http://www.students.education.jhu.edu/financial/ 
2800 North Charles Street, Baltimore MD 21218 
Telephone: 410-516-9808 
 
Krieger School of Arts and Sciences and Whiting School of Engineering (including Engineering for 
Professionals) 
http://finaid.johnshopkins.edu/ 
3400 N Charles St., 146 Garland Hall, Baltimore, MD 21218 
Telephone: 410-516-8028 
 
Peabody Institute 
http://www.peabody.jhu.edu/conservatory/financialaid/ 
1 East Mount Vernon Place, Baltimore, MD 21202 
Telephone: 667-208-6608 
 
School of Advanced and International Studies 
https://www.sais-jhu.edu/content/financial-aid-office#welcome  
 
DC Campus: Nitze Building, 1740 Massachusetts Ave., N.W. Washington, D.C. 20036 
Telephone: 202-663-5600 
 
Europe Campus: Bologna Center, via Belmeloro, 11, 40126 Bologna, Italy 
Telephone: +39.051.2917.811 
 
Nanjing Campus: Hopkins-Nanjing Center, Nanjing University, 162 Shanghai Road, Nanjing, Jiangsu 
Province, China 210008, People’s Republic of China 
Telephone: 202-663-5800 
Telephone: +1.800.362.6546 
Telephone: +86.25.8359.2436 
 
School of Medicine 
http://www.hopkinsmedicine.org/financialaid  
1620 McElderry Street, Suite 427, Baltimore, MD 21205-1911 
Telephone: 410-955-1324 
 

http://www.jhsph.edu/offices-and-services/student-affairs/financial-aid/
http://www.jhsph.edu/offices-and-services/student-affairs/financial-aid/
http://carey.jhu.edu/admissions/financial-aid/
http://carey.jhu.edu/admissions/financial-aid/
http://www.students.education.jhu.edu/financial/
http://www.students.education.jhu.edu/financial/
http://finaid.johnshopkins.edu/
http://finaid.johnshopkins.edu/
http://www.peabody.jhu.edu/conservatory/financialaid/%C2%A0
http://www.peabody.jhu.edu/conservatory/financialaid/
https://www.sais-jhu.edu/content/financial-aid-office#welcome
https://www.sais-jhu.edu/content/financial-aid-office#welcome
http://www.hopkinsmedicine.org/financialaid%C2%A0
http://www.hopkinsmedicine.org/financialaid
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School of Nursing 
http://nursing.jhu.edu/admissions/financial-aid/ 
525 N. Wolfe Street, Student House, Baltimore, MD 21205 
Telephone: 410-955-9840 
 

3. Office of International Services 
James Brailer, Assistant Provost for International Student and Scholar Services 
http://ois.jhu.edu  
Telephone: 667-208-7001 
 

4. Women and Gender Resources 
http://studentaffairs.jhu.edu/gender-equity/ 
Telephone: 410-516-8730 
 

5. LGBTQ Life 
Demere Woolway, Director of LGBTQ Life 
http://studentaffairs.jhu.edu/lgbtq/ 
Telephone: 410-516-8208 
 

6. Office of Multicultural Affairs 
Joseph Colon, Director of Multicultural Affairs 
http://oma.jhu.edu/ 
Telephone: 410-516-8730 
 

7. Center for Student Success 
Kelly Barry, Executive Director, Student Success 
http://studentaffairs.jhu.edu/dass/ 
Telephone: 410-516-8730 

 
8. Disability Services 

https://studentaffairs.jhu.edu/disabilities/ 
 
Dr. Catherine Axe, Executive Director for Student Disability Services 
3510 N Charles Street, AMR II, Suite 0004, Baltimore, MD 21218 
Telephone: 410-516-1107 

 
Division-Specific Disability Coordinator List 

 
  

http://nursing.jhu.edu/admissions/financial-aid/
http://nursing.jhu.edu/admissions/financial-aid/
http://ois.jhu.edu/
http://ois.jhu.edu/
http://studentaffairs.jhu.edu/gender-equity/
http://studentaffairs.jhu.edu/gender-equity/
http://studentaffairs.jhu.edu/lgbtq/
http://studentaffairs.jhu.edu/lgbtq/
http://oma.jhu.edu/
http://oma.jhu.edu/
http://studentaffairs.jhu.edu/dass/
http://studentaffairs.jhu.edu/dass/
https://studentaffairs.jhu.edu/disabilities/
https://oie.jhu.edu/ada-compliance/disability-coordinator-list/
https://oie.jhu.edu/ada-compliance/disability-coordinator-list/
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APPENDIX D 
EXTERNAL GOVERNMENT RESOURCES 

 
The government resources listed below may provide additional assistance for students wishing to file an 
external complaint of sexual misconduct, students with inquiries regarding the application of Title IX and its 
implementing regulations, or students wishing to file an external complaint against the university: 
 

U.S. Department of Education  
Office for Civil Rights  
Philadelphia Office 
The Wanamaker Building 
100 Penn Square East, Suite 515 
Philadelphia, PA 19107 
(215) 656-8541 
OCR.Philadelphia@ed.gov  
http://www.ed.gov/ocr 
 
EEOC Baltimore Field Office 
GH Fallon Federal Building 
31 Hopkins Plaza, Suite 1432 
Baltimore, MD 21202 
1-800-669-4000 / (TTY) 1-800-669-6820 
https://www.eeoc.gov/field/baltimore 
 
EEOC Washington, D.C. Field Office 
131 M Street, NE 
Fourth Floor, Suite 4NWO2F 
Washington, DC 20507-0100 
1-800-669-4000 
https://www.eeoc.gov/field/washington/index.cfm 
 
Maryland Commission On Civil Rights 
6 St. Paul Street, Suite 900 
Baltimore, MD 21202-1631 
1-800-637-6247 / (TTY) 711 
http://mccr.maryland.gov 

 
 

mailto:OCR.Philadelphia@ed.gov
http://www.ed.gov/ocr
https://www.eeoc.gov/field/baltimore
https://www.eeoc.gov/field/washington/index.cfm
http://mccr.maryland.gov/
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