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Report on Board decisions, 21 October 1993, Nanaimo campus 

Board adopts new name and 
Mission and Goals Statement 

After a 12-month review the Board has set a new 
name, a new mission for the institution, and 
identified goals to be achieved within the next 
decade. 

The review included the most wide-ranging 
involvement of the public since the College was 
formed 24 years ago. Its findings are based on 
opinions from students, both present and past, staff, 
community leaders, educators and forecasters. 

Malaspina will now be known as Malaspina 
University-College to reflect the status granted in 
1989 by the then Minister of Advanced Education. 
Rather than adopt a new logo--which is very 
expensive to implement--the Board decided to have 
the existing logo altered to reflect the name change. 
The altered logo will be re-registered as 
Malaspina's legal trademark and will be phased in 
gradually until the existing letterhead and other 
logo-carrying items are used up. 

Preamble to the Mission and Goals statement 

Malaspina University-College 
Towards The 21st Century 

The vision of Malaspina University-College is 
based on a commitment to individual growth. 
Because educated, trained citizens are vital to a 
productive society, Malaspina's mission is to 
enable adult learners to realize their full potential as 
individuals, as members of the community, and as 
participants in the world of work. 

We have a strong commitment to excellence. 
Malaspina's university-college status will enable us 
not only to maintain our traditional diversity and 
balance of programs, but to provide additional 
opportunities to the people in our communities 
through innovative programs that complement 
existing opportunities at other British Columbian 
post-secondary institutions . All Malaspina 
programs - in whichever communities in our region 
they are offered - will be of the highest standard. 
The central objective of all learning and teaching at 
Malaspina will be to develop creative, critical and 
analytical thinking skills in our graduates, to enable 
them to cope with change in a rapidly evolving 
society . 

Malaspina will be an institution where 
teamwork, positive communication and wide 
participation in governance are encouraged. People 
are our real strength, and our intent is that everyone 
at Malaspina, students and employees, wi ll feel 
valued and nurtured . Interaction at Malaspina will 
be characterized by civility and mutual respect. 

Malaspina 
University-College 

Malaspina will be innovative in responding to 
external change. We will consult with communities 
in the region we serve, and establish active 
partnerships to ensure our programs and services 
are relevant. While maintaining a strong regional 
orientation, Malaspina will also acknowledge 
provincial, national and global responsibilities. 

Malaspina University-College looks forward to 
the challenges of the 21 st century. The need for our 
services will be great, our resources will be finite, 
but we will innovate and serve the learning needs 
of as many people as possible. Malaspina is . 
committed to remaining a source of pride to the 
people of our region and to the communities we 
serve. 

The Mission of Malaspina University-College is 
to 

• Develop the full potential of students in every 
college program 

• Promote the development of analytical and 
creative thinking skills in all students 

• Maintain excellence in all instructional 
activities and services 

• Collaborate with the community in providing 
programs and services that respond to 
regional needs 

• Provide the broadest possible access 
throughout the region to the 
University-College'S programs, services and 
facilities 

• Balance community education, 
developmental, international, vocational, 
career, technical and academic offerings to 
reflect regional needs and provincial priorities. 

Goals for 2000 and Beyond 
In this decade leading to the twenty-first century, 

Malaspina University-College will 

Student Learning 
• Acknowledge Malaspina's regional mandate 

by fostering high quality programs and 
services at all campuses. 

• Assist students to derive maximum benefit 
from their learning relationships with faculty . 

Student Accessibility 
• Promote fair access to programs for students 

with varied backgrounds and needs through 
effective support services, flexible learning 
formats and locally-based instruction. 

• Monitor the total cost of programs and 
services to students, and effect efficiencies 
and economies wherever possible. 

• Work closely and collaboratively with school 
districts and other partners to enhance student 
access and success . 

• Foster a tolerant and accepting environment 
in which all will be equally valued . 
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Human Resources 
• Recognize employees as the 

University-College's primary resource, and 
provide opportunities for their professional 
and personal growth while maintaining a safe 
and healthy work environment. 

• Attract the best faculty and staff to Malaspina 
by guaranteeing equal access to employment. 

Community Involvement 
• Strengthen community participation in 

program planning through community 
advisory boards, task forces or other 
appropriate bodies. 

• Establish effective partnerships with business, 
industrial, cultural, social service and other 
community agencies to develop programs that 
respond to community, regional and 
provincial needs. 

Planning and Accountability 
• Practise institutional planning for programs, 

facilities and resources with participation in 
the planning process by representatives of all 
campuses. 

• Implement a schedule to evaluate programs, 
services and the achievement of institutional 
goals . 

• Allocate resources to institutional research. 

Governance 
• Foster an environment characterised by open 

communication, civility and mutual respect. 
• Practise consultative, participatory 

governance and administrative processes. 
• Implement decision-making processes which 

involve all constituent groups. 

Programming 
• Strengthen Malaspina's commitment to 

technology, career, vocational and trades 
training with new and upgraded programs 
responsive to community, regional and 
provincial needs. 

• Introduce a range of university degree 
completion opportunities. 

• Ensure programs keep pace with changing 
technologies in all areas . 

• Improve access to all programs by increasing 
delivery of developmental education activity 
close to the students' home community . 

• Create new community links through 
enhanced community education offerings. 

• Strengthen Malaspina's commitment to 
international relations, programs and services. 

Resource Development 
• Introduce institutional fundraising and 

development activities to improve 
Malaspina's ability to achieve its goals. 

Environmental Leadership 
• Promote environmental responsibility by 

conserving resources and practising energy 
efficiency and waste management. 
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Board to review White Paper 
President Rich Johnston presented Board 

members with a draft of the White Paper, which is 
meant to serve as a basis for college-wide 
discussions on future directions of the institutions, 
governance, administration, and program 
development. Board members will discuss the 
paper on Tuesday, October 26; members of the 
Operations Management Committee COMC) will 
review the document on Wednesday, October 27; 
and copies will be distributed to faculty and staff on 
Friday, October 29. 

Amended Human Rights Policy and 
Procedure adopted 

The Board adopted the amended Human Rights 
Policy and Procedure (policy 43.15) . Last month's 
revisions are indicated in itaLics, the latest 
revisions are indicated in bold. 

Policy Statement 
It is the policy of Malaspina College, and our 

responsibility under the B.C. Human Rights Act, to 
provide a learning and working environment that is 
free of discrimination. 

This policy is based on the beLief that MaLaspina 
CoLLege, as an educationaL institution and as a 
workpLace, has a responsibility to educate its 
students and staff about discrimination and its 
eradication; to prevent discrimination occurring at 
the CoLLege; and to respond promptLy and 
effectiveLy to any complaints of discrimination. The 
intention of the Policy is to ensure neither 
empLoyees nor students are discriminated against 
due to their race, coLour, ancestry, pLace of origin, 
politicaL beLief, religion, maritaL status, famiLy 
status, physicaL or mentaL disability, sex, sexuaL 
orientation or age, or because they have been 
convicted of a criminaL or summary conviction 
offence that is unreLated to the empLoyment of the 
empLoyee, or to the status of being a student. SexuaL 
harassment of individuaLs or groups are aLso 
discrimination which are prohibited by the Law and 
by this policy. 

It is not the intent of this policy to abridge the 
right of faculty to academic freedom nor to abridge 
the rights of the College in employee relations. 

Education and increased awareness are the keys 
to eliminating incidents of discrimination and 
harassment. The College shall develop and 
implement an educational program for all members 
of the College community. 

The academic and administrative leadership is 
responsible for maintaining a fair and equitable 
educational and work environment, free of 
discrimination and harassment. A complaint 
resolution procedure shall be maintained by the 
College to ensure that incidents are resolved. 

The following principles shall guide the 
College's response to incidents and/or complaints: 

a) All members of the College community are 
responsible for treating each other with respect and 
dignity; 

b) Incidents and allegations of discrimination 
and harassment will be dealt with promptly; 

c) A spirit of fairness to all parties will guide the 
proceedings; 

d) Respect for confidentiality will be maintained; 
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e) The complainant and the respondent are both 
entitled to a final resolution of a complaint made 
under this policy. 

The College considers discrimination and 
harassment to be a serious infringement of an 
individual's human rights and an employee or 
student found to be in violation of the policy will 
be subject to a range of corrective measures up to 
and including expulsion or dismissal from the 
College. Decisions made under this policy can be 
appealed and, in addition, employees can file a 
grievance through their union . 

The Advisor on Discrimination and Harassment, 
in consultation with an Advisory Committee 
composed of representatives from all constituent 
groups, shall be responsible for developing and 
maintaining programs and procedures which 
appropriately meet the goals of this policy, subject 
to approval by the President of the College. 

Executive Responsibility: President 

Human Rights - Education Initiatives and 
Complaint Resolution-Procedures 
Educational Initiatives 

The Advisor on Discrimination and Harassment 
is responsible for developing and implementing an 
educational program for the institution. This 
educational program will include the following: 

• i) Provision of information to all members of 
the College community regarding the kinds of 
behaviour which may constitute 
discrimination and harassment under this 
policy; 

• ii) Broad dissemination of information 
regarding the procedures for filing a 
complaint under this policy; 

• iii) Provision of education, training and 
consultation to administrators regarding ways 
to promote and maintain a working and 
learning environment free of discrimination 
and harassment. 

These educational initiatives shall be subject to 
the approval of the College President, prior to 
implementation. 

Definitions and Limits 
The College's Human Rights Policy protects 

students and employees from discrimination as 
outlined in the Human Rights Act. The following 
definitions will be used in the educational program 
and will guide the decision of whether a complaint 
should be considered under this procedure. 

Discrimination 
Differences in treatment of individuals due to 

prejudice or bias against individuals, arising by 
reason of their race, colour, ancestry, place of 
origin, political belief, religion, marital status, 
family status, physical or mental disability, sex, 
sexual orientation or age, or because they have 
been convicted of a criminal or summary 
conviction offence that is unrelated to the 
employment of the employee or to the status of 
being a student. 

Harassment Falling Under Human Rights Act 
Guidelines 

Abusive and/or demeaning treatment which 
targets a person or group of persons on the basis of 
race, colour, ancestry, place of origin, religion , 

marital status, family status, disability, sex, sexual 
orientation or age, or because they have been 
convicted of a criminal or summary conviction 
offence that is unrelated to the employment of the 
employee or to the status of being a student. 

• i) has the effect or purpose of interfering with 
a person's or group's learning or 
performance; or 

• ii) has the effect of creating an intimidating, 
hostile or offensive working or educational 
environment. 

Sexual Harassment 
Sexual harassment may consist of any or all of 

the following : 
• i) unwanted sexual attention made by a 

person who knows, or ought to know, that 
such attention is unwanted; or 

• ii) implied or expressed promise of reward for 
complying with a sexually oriented request; or 

• iii) implied or expressed threat of reprisal, in 
the form either of actual reprisal or denial of 
opportunity, for refusal to comply with a 
sexually oriented request; or 

• iv) sexually oriented remarks or behaviour 
which may be perceived to create a negative 
psychological and emotional environment for 
work and/or study. 

Physical Location and Incidents Instigated by 
Non-Members of the College Community 

Any incident between members of the College 
community, whether occurring on or off campus, 
which negatively impacts the learning or working 
environment on campus and which meets one of 
the definitions above, shall be covered by these 
procedures. It is recognized that situations which 
may begin on campus can sometimes continue off 
campus and vice versa. 

It is also recognized that incidents may be 
instigated by individuals who are not members of 
the College community, in which case the 
College's ability to act may be limited. The College 
will, however, endeavor to fulfill its responsibility 
to provide an environment free of discrimination 
and harassment. 

Academic Freedom 
The following excerpt from the Malaspina 

College Faculty Association Collective Agreement, 
states that: 

"There shall be no infringement or 
abridgement of the academic freedom of any 
faculty member. Faculty members are 
entitled, regardless of prescribed doctrine, ... 
to freedom of teaching and discussion ... and 
freedom from institutional censorship. 
Academic freedom does not require neutrality 
on the part of the individual. Academic 
freedom carries with it the duty to use that 
freedom in a fair manner consistent with the 
scholarly obligation to base research, 
criticism, and teaching on an honest search 
for knowledge." 

It is not the intent of this policy to infringe on the 
right of faculty to academic freedom and 
complaints which clearly focus on curriculum and 
course content will not normally be accepted for 
consideration under this policy. The policy exists 
to manage only complaints covered under the 
Human Rights Act. 
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(The following statement was to have 
replaced the previous paragraph, but it 
has been deleted from the latest version: 
The College is responsible for ensuring that 
it provides equal educational opportunities, 
prevents situations in which there is 
interference with the educational process, 
and protects students from harm, both 
physical and psychological. 
Complaints based on curriculum, course and 
lecture content will be accepted for review 
under this Policy in circumstances in which 
these appear to interfere in these College 
objectives and appear to be contrary to the 
objectives of the Human Rights Act.") 

Procedures for Resolving Complaints 
All inquiries and/or complaints and subsequent 

investigations shall be treated in confidence. The 
confidentiality of all information provided by the 
complainant will be maintained. Exceptions to this 
protection are outlined in Section IV of these 
procedures . 

The complainant must be prepared to be 
identified by name to the respondent if any formal 
action under this policy is to be undertaken. Any 
retaliation against or harassment of an individual as 
a result of lodging a complaint will itself be 
considered a violation of this policy. 

These procedures are not meant to be restrictive 
and are presented as recommended procedures 
which are likely to be effective in most instances. It 
is acknowledged that employees can file a 
grievance through their union and both students 
and employees can lodge a complaint under the 
Human Rights Act. It is the responsibiLity of the 
complainant to inform, or bring to the attention of, 
the CoLLege, the use of any other probLem 
resoLution procedure in process. If a complaint 
made under this policy and procedures becomes the 
subject of any other problem resolution procedure, 
the Advisor shall take no further action until the 
other process has been concluded and further action 
is requested by the complainant. 

Generally, any student or employee who believes 
she or he has been subjected to discrimination or 
harassment is encouraged to make a direct request 
of the individual(s) concerned that the behaviour 
cease. It is recognized, however, that power 
imbalances, intimidation, and other factors may 
make this approach inappropriate or unwise and 
that an individual may need assistance in resolving 
the concern. 

a) Consultation with the Advisor 
Any person who is unsure of how to respond, 

whether or not she or he wishes to make a formal 
complaint, or whether or not she or he has been 
discriminated against or harassed under the terms 
of this policy, can request a confidential 
consultation with the Advisor on Discrimination 
and Harassment. 

The Advisor will review the concern and assist 
the individual to identify appropriate ways of 
responding to the situation, including a review of 
procedures and provision of information on any 
alternate complaint procedures available. 

Consultation with the Advisor does not commit 
the individual to filing a formal complaint. The 
College, however, retains the right to pursue an 

investigation, with or without the complainant's 
consent, when the Advisor has grave concern 
regarding the physical or psychological impact on 
other members of the College community if the 
College fails to investigate. 

b) Informal Resolution 

When deemed appropriate and when both the 
complainant and respondent agree, the Advisor will 
endeavour to resolve complaints through education, 
mediation, conflict resolution, and other informal 
processes. The Advisor can, with the consent of the 
parties, bring in another individual to provide 
mediation services. Each party can be 
accompanied by a representative(s) of his/her 
choice as Long as this is communicated in advance. 

Any resolution to the complaint at this stage 
must be agreed to by both parties, and will not 
result in formal disciplinary action. 

c) Filing a Formal Complaint 
Complaints of discrimination or harassment 

under this procedure shall normally be made to the 
Advisor. The President shall designate an alternate 
administrator to handle complaints under this 
procedure in the absence of the Advisor, or should 
the nature of the complaint place the Advisor in a 
conflict of interest. 

Complaints should normally be filed with the 
Advisor within six months of the most recent 
incident of discrimination or harassment. However, 
a complaint which does not meet the time limit can 
be accepted for consideration under this policy 
when, in the opinion of the Advisor: 

• circumstances warrant an extension of this 
deadline; 

• the delay was incurred in good faith; and 
• no substantial prejudice will result to any 

person affected by the delay. 
This procedure for formally filing a complaint 

can be initiated at the request of the complainant 
when filing the complaint, or when resolution is not 
achieved using the informal process. The 
complainant must provide a written outline of the 
complaint. Assistance will be provided in writing 
the complaint, if required. 

The compLainant and alleged harasser shall be 
advised of the procedures available to them. 
Persons against whom allegations have been made 
shall be fully informed, in writing by the Advisor, 
of the specifics of the complaint, and shall be 
accorded an opportunity to respond, either in 
person or in writing. 

d) Investigation 
The Advisor will conduct the initial investigation 

of any complaint. This investigation is to be 
conducted in a fair, unbiased and timely manner. 

e) Decision to Accept Complaint for 
Consideration 

The Advisor shall determine if the complaint 
fulfills the requirements for consideration under 
this policy, at either the initial interview with the 
complainant, or at any point during the initial 
investigation. 

The Advisor can decide not to proceed with a 
complaint when , in her or his opinion: 

a) it does not meet the definitions and limits 
established in Section 2; or 
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b) it could be more appropriately dealt with 
under some other policy or procedure; or 

c) it is trivial, frivolous, vexatious, or made in 
bad faith. 

If the decision is to not accept the complaint, the 
reasons for this decision will be provided in 
writing. This decision can be appealed to the 
President. 

f) Interim Response 
When, in the opinion of the Advisor, the 

complaint warrants interim action by the College, it 
will be directly referred to a Vice President. Interim 
action can include a directive mandating no contact 
between the parties, removal of the respondent 
from the work place or classroom on a temporary 
basis through transfer, temporary suspension with 
pay, or any other measure deemed suitable by the 
Vice-President, in consultation with the Advisor. 
Interim measures will normally be maintained until 
the complaint is resolved. 

When the College takes interim action, the goal 
is to ensure the complainant is able to work or 
study in an environment free of discrimination or 
harassment. The action does not reflect any 
decision on, nor prejudgement of, the complaint. 

g) Formal Resolution 
Formal resolution of a complaint shall normally 

occur by referral of the complaint to the 
Vice-President designated by the President as the 
administrator responsible for action under this 
policy. The decision of the Vice-President can be 
appealed to the College President, who will 
establish a Hearing Committee to reconsider the 
complaint. 

When, in the opinion of the Advisor, the issues 
are of such a contentious nature that administrative 
action is unlikely to resolve the matter, a complaint 
can be referred directly to the President for a 
formal hearing, with the agreement of the 
complainant. 

g.1) Administrative Decision by the Vice 
President 

The Advisor shall prepare a report, normally 
within ten working days of receiving a request for 
formal resolution which outlines the results of the 
investigation . The report will outline the facts as 
agreed upon by the parties, any areas in which there 
is disagreement or lack of clarity, and the facts as 
reported by any witnesses. This report will be 
delivered to both parties to the complaint and each 
has the right to respond in writing within five 
working days. Once the time to respond has 
expired, the report, accompanied by all written 
submissions from both parties, shall be forwarded 
to the Vice President responsible for resolving the 
complaint. 

The Vice President is charged with resolving the 
complaint in a fair, unbiased and timely manner. A 
decision shall normally be made within fifteen 
working days of receiving the report from the 
Advisor. When the respondent is a College 
employee, consultation with the Director of 
Personnel should occur regarding any relevant 
contract provisions to ensure appropriate 
procedures are followed . 

Should the Vice President wish to meet with the 
complainant and/or respondent in person to clarify 
any area covered in the report or in their 

submissions, both parties to the complaint have a 
right to be present at any such meetings and to be 
accompanied by a person of their choice. If a 
difference in the facts is noted by the Vice President 
in the written submission, he/she will meet with the 
individuals involved. 

The Vice President will determine the 
disposition of the complaint. The decision shall 
include: a determination of whether discrimination 
or harassment occurred; if applicable, what 
measure the College and respondent shall take to 
remedy the situation for the complainant; and what 
disciplinary measures, if any, shall be imposed by 
the College. 

Decisions which include corrective measures 
requiring College President and/or College Board 
action (normally expulsion or dismissal from the 
College) shall be forwarded to the President for 
appropriate action. 

The complainant can appeal the decision on 
whether discrimination or harassment occurred, and 
adequacy of the remedy, but has no right to appeal 
any disciplinary measure(s) if any imposed by the 
College on the respondent. 

The respondent can appeal the decision on 
whether discrimination or harassment occurred, on 
the measures required of him or her to remedy the 
situation for the complainant, and on any 
disciplinary measures imposed by the College. 
College employees also have the right, through 
their union or employment contract, to grieve any 
discipline imposed. 

The decision of the Vice President can be 
appealed to the President within ten working days 
of receiving written notice of the decision. Any 
such appeal must be made in writing, and must 
outline the reasons for the appeal. No decision shall 
be implemented until the ten day appeal period has 
expired. Assistance in writing the appeal will be 
provided, if required. 

g.2) Hearing Committee 
The Advisor shall ensure that selected and 

interested individuals receive education on this 
policy and procedures, on human rights law, and on 
the hearing process. The Advisor shall maintain 
and make available to the President, a list of all the 
individuals who have the appropriate background 
to be appointed to a Hearing Committee. 

When the decision of the Vice President is 
appealed by either party, or when it is decided to 
proceed directly to the Hearing Committee process, 
the President shall appoint a chairperson to conduct 
the hearing. This person shall normally be a 
member of the Discrimination and Harassment 
Advisory Committee. The President will inform the 
parties of hislher choice for chairperson, and will 
take the parties' views into account. 

The President, in consultation with the 
chairperson appointed, shall select four other 
members of the Hearing Committee, taking into 
consideration issues of conflict of interest and 
appropriate representation of the constituency 
groups of the parties; staff, teaching faculty , 
students, and administrativelinstructional support 
personnel. The President and Chairperson will 
ensure equal representation on the Hearing 
Committee from constituency groups of the 
individuals involved in the complaint. 
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The chairperson will be responsible for the 
conduct of the hearing and will determine any 
questions of procedure which may arise during the 
course of the hearing. 

The Advisor will forward to the chairperson, a 
copy of the complaint and a copy of the reply from 
the respondent, if any, for distribution to all 
members of the Hearing Committee. 

The Hearing Committee shall hear submissions, 
question the parties and witnesses, and examine the 
evidence. 

The parties have a right to a fair hearing, 
including the right to appear and be present during 
the hearing process, to make representations, and to 
have a person of their choice, including union 
representation, present. 

The Hearing Committee will not normally 
exceed twenty working days in completing the 
hearing and submitting a written report with 
recommendations for the resolution of the 
complaint to the President. The Hearing Committee 
can make recommendations which range from 
complete exoneration of the respondent to 
disciplinary action. A copy of the report of the 
Hearing Committee shall be sent to both the 
complainant and the respondent. 

Whenever possible, the decision by the President 
shall be made within ten working days of receiving 
the report . The parties shall be fully informed In 

writing of the decision by the President. 

Remediation and Corrective Measures 
When the determination, by either the Vice 

President or the Hearing Committee, is that 
discrimination or harassment occurred, the 
following factors should be considered in the 
resolution of the complaint: 

• i) the impact on the complainant; 
• ii) appropriate ways the College can remedy 

the situation for the complainant, including, 
but not limited to: formal apology from the 
College; arranging for alternate instruction 
and/or evaluation; removal or transfer of the 
respondent to another work area, course 
section, or program intake; and mandating no 
contact. The goal is to minimize any negative 
impact of the discrimination or harassment. 

• iii) the severity of the consequences for the 
respondent, taking into consideration: 

- whether the discrimination or harassment was 
intentional or unintentional, 

- whether the offense was an isolated incident or 
involved repeated acts of discrimination or 
harassment, 

- the presence of any mitigating or aggravating 
circumstances. 

• iv) appropriate measure for the correction 
of the respondent 's behaviour, including, but 
not limited to, the following: education 
regarding behaviour which constitutes 
discrimination or harassment, a formal letter 
of apology to the complainant, a formal letter 
of censure which provides a clear warning to 
not engage in the behaviour, suspension, and 
expUlsion or dismissal. The goal is to ensure 
that the offense is not repeated. 

To assess the appropriateness of a corrective 
measure, the Vice President or the Hearing 
Committee should consult with the Director of 

Personnel and/or College legal counsel. The 
purpose of this consultation is to consider whether 
the corrective measure(s) under consideration is 
comparable to other responses by the College in 
similar circumstances, and whether it is within the 
legal rights of the College to impose. 

Limits of Confidentiality 
The College will keep confidential, the details of 

any complaints, and the identity of the parties, with 
some exceptions. 

If the circumstances surrounding a complaint are 
having a serious negative impact on the workgroup, 
program or class of which the parties to the 
complaint are members, disclosure of some 
information may be appropriate, with the 
complainant 's permission. 

When a complaint becomes public due to 
circumstances outside of the control of the College, 
the College can respond to queries regarding this 
procedure and how the individual complaint is 
being handled. Information regarding the details of 
the complaint can be disclosed, with the permission 
of the complainant. 

Subsequent to the resolution of a complaint, 
disclosure of information may be appropriate. 
When a complaint is upheld, the Vice President or 
the Hearing Committee may recommend to the 
President that the facts of the complaint and the 
identity of the respondent be publicly disclosed. In 
other cases, with the respondent' s consent, the Vice 
President or the Hearing Committee may 
recommend to the President that the facts of the 
complaint and the identity of the respondent be 
publicly disclosed. 

When a report to the College Board and/or action 
by the College Board is required, the 
confidentiality of the complainant should be 
maintained unless there are compelling reasons for 
the disclosure of information. 

When the Advisor is required to testify or the 
Advisor's records are subpoenaed by a Court of 
Law, the College will necessarily comply. 

Records 
The Advisor on Discrimination and Harassment 

will be responsible for the secure and confidential 
maintenance of all records of complaints, related 
correspondence, and decisions made regarding 
complaints, including any discipline imposed. 
General information about complaints shall be 
made available to the College community in the 
form of periodic reports, subject to appropriate 
privacy considerations. The files of the Advisor 
shall be closed to all parties, and information 
contained in those files will only be disclosed under 
conditions permitted by this policy or when court 
ordered. 

When a complaint is not accepted for 
consideration under this policy, or fully dismissed 
as part of the formal resolution process, no records 
will be kept of the details of the complaint or the 
parties involved. General information required for 
statisticaVreporting purposes will be retained. 

When a complaint is resolved using the informal 
process, detai ls of the resolution of the complaint 
will be maintai ned in a confidential file by the 
Advisor, for a maximum of five years. Information 
in these files can be utilized by the Advisor in the 
event other complaints are made against the same 

--
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individual to guide the institutional response and 
the assessment of the severity of any corrective 
measures. This file will not become a part of any 
other official employee or student record. 

When a complaint is accepted in full or in part as 
a result of the formal process, all files and records 
pertaining to the complaint will be retained by the 
office of the Advisor. Any formal discipline of an 
employee by the College shall be recorded in 
his/her personnel file, held in the Personnel Office. 
These recordings are subject to any removal 
provisions that exist in the appropriate collective 
agreement. 

',: .. 

Any formal discipline by the College of a student 
shall be recorded in a student record file, held by 
the Dean of Student Services. This file shall 
normally be maintained by the Dean of Student 
Services for a maximum of five years. 

Executive Responsibility: President 
Administrative Responsibility: Director of 
PersonneVDean of Student Services 

The upcoming Board meetings are scheduled for 
November 25 - Cowichan campus 
December 16 - Nanaimo campus 
January 21 - Nanaimo campus 


