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TITLE IX POLICY AND GRIEVANCE PROCEDURES

1. Purpose and Scope

Avalon Institute prohibits sex discrimination, including sex-based harassment, in its education
programs and activities, as required by Title IX of the Education Amendments of 1972 and 34
C.F.R. Part 106. This policy explains how to report sex discrimination, the supportive measures
available, and the grievance procedures Avalon uses to resolve complaints promptly and
equitably. It applies to students, employees, and applicants, and to conduct in Avalon's education
program or activity, including on campus and in connection with Avalon activities.

2. Title IX Coordinator

Avalon has designated a Corporate Civil Rights & Compliance Coordinator, who also serves as
Avalon's Title IX Coordinator, to oversee compliance with this policy and applicable civil rights
laws across all campuses. The School Director at each Avalon campus serves as the Campus
Deputy Title IX/Civil Rights Coordinator, acting under the direction of the Corporate Coordinator;
a Deputy is not an independent Coordinator. Students and employees are encouraged to report
concerns, request supportive measures or accommodations, or seek assistance from their
campus School Director, who will coordinate the institution's immediate response and work with
the Corporate Coordinator to ensure compliance with this policy.

Appeals from a formal grievance determination or dismissal are decided by Avalon's Chief
Operating Officer, who will not have served as the Title IX Coordinator, investigator, or
decisionmaker in the matter being appealed. If the Chief Operating Officer has a conflict of
interest in a particular matter, Avalon will designate an alternate, impartial appeal
decisionmaker.

Name / Title April Montes, Title IX Coordinator

Office Address 3200 N Hayden Rd, Ste 140, Scottsdale, AZ 85251
Email amontes@avalon.edu

Telephone 480-246-8444

3. Key Definitions

Sex-based harassment includes quid pro quo harassment (when an employee conditions a
benefit on participation in unwelcome sexual conduct); hostile environment harassment
(unwelcome sex-based conduct that, based on the totality of the circumstances, is subjectively
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and objectively offensive and so severe or pervasive that it limits or denies a person's ability to
participate in or benefit from Avalon's program or activity); and sexual assault, dating violence,
domestic violence, and stalking as defined under applicable law.

Complainant is a person alleged to have been subjected to conduct that could constitute sex
discrimination. Respondent is a person alleged to have engaged in such conduct. Relevant
evidence is evidence that may aid in determining whether the alleged conduct occurred.

4. Prohibited Conduct and Non-Retaliation

Avalon prohibits sex discrimination and sex-based harassment, and prohibits retaliation against
any person for reporting, supporting, or participating (or declining to participate) in any process
under this policy. Retaliation may itself be reported under the “How to Report” section and
addressed under these procedures.

5. How to Report

Any person may report sex discrimination - whether or not the person reporting is the one who
experienced it - to the Title IX Coordinator (above) in person, by mail, by telephone, or by email,
at any time. Reports may also be made to any Avalon employee. Avalon has not designated any
confidential employees; every Avalon employee who learns of conduct that may be sex
discrimination is required to promptly notify the Title IX Coordinator, through the campus School
Director (Deputy Coordinator) or directly. Upon receiving a report, the Coordinator will offer
supportive measures, explain how to file a complaint, and explain the available resolution
options.

6. Supportive Measures

Supportive measures are individualized, non-punitive, and no-cost measures offered to restore
or preserve access to Avalon's program, with or without a complaint. They may include schedule
or class adjustments, make-up arrangements, no-contact directives, counseling referrals, and
similar measures, and will not unreasonably burden any party. A party may seek prompt review
of a decision to provide, deny, modify, or terminate a supportive measure.

7. Pregnancy and Related Conditions

Avalon does not discriminate against any student based on current, potential, or past pregnancy
or related conditions (including pregnancy, childbirth, termination, lactation, related medical
conditions such as morning sickness, and recovery), and is committed to helping pregnant and
parenting students continue and complete their training.

7.1. No penalty for pregnancy-related absences
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As a clock-hour institution, Avalon requires students to earn the hours needed for graduation
and licensure and cannot credit unattended hours. However, Avalon will not use pregnancy-
related absences to dismiss a student or to penalize the student under the Stage 1 / Phase 1
Attendance Policy or the Institutional Attendance Policy. Such absences are addressed
through reasonable modifications - make-up hours, schedule adjustments, an extended
contract end date, and/or leave with reinstatement - so the student can complete the
required hours.

7.2. Notifying Avalon

A student may notify the campus School Director (Campus Deputy Title IX/Civil Rights
Coordinator), the Corporate Title IX Coordinator, or any Avalon employee, who will promptly
share the Deputy Coordinator's contact information and notify the Deputy Coordinator so
support can be arranged. The Deputy Coordinator will contact the student, explain her
options and rights, provide Avalon's Notice of Nondiscrimination, and arrange appropriate
measures.

7.3. Reasonable modifications, leave, lactation, and documentation
Modifications are based on the student's individual needs and decided in consultation with
the student, who may accept or decline each. They may include intermittent absences for
appointments or symptoms; make-up hours and schedule changes; an extended contract end
date; rescheduled exams and added time; and breaks, seating, water, or space changes. A
student may take a voluntary leave for at least the period her licensed healthcare provider
deems medically necessary, with reinstatement to the status held when leave began and the
contract end date extended accordingly; the Stage 1 / Phase 1 limitation on leave will not be
applied to deny a medically necessary pregnancy-related leave. Avalon provides a clean,
private lactation space other than a bathroom, treats pregnancy the same as other temporary
medical conditions, and will not require supporting documentation unless necessary and
reasonable. Avalon will not require a pregnant student to certify that she is physically able to
participate unless the same certification is required of all students in that class, program, or
activity.

8. Emergency Removal and Administrative Leave
Avalon may remove a respondent from its program or activity on an emergency basis only after
an individualized safety and risk analysis shows an imminent and serious threat to a person's
health or safety arising from the allegations; the respondent will receive notice and an
opportunity to challenge the removal promptly afterward. Avalon may place an employee
respondent on administrative leave during the procedures.

9. Informal Resolution
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Where appropriate and with the voluntary, written consent of the parties, Avalon may offer an
informal resolution process facilitated by a trained, impartial facilitator, instead of the full
grievance procedures. Informal resolution is not available to resolve a complaint that an
employee engaged in sex-based harassment of a student. Either party may withdraw from
informal resolution and resume the grievance procedures before agreeing to a resolution.

10. Grievance Procedures

10.1. Basic requirements

Avalon will treat complainants and respondents equitably. The Title IX Coordinator,
investigator, and decisionmaker will be trained, free from conflicts of interest and bias, and
will not prejudge the facts. The respondent is presumed not responsible until a determination
is made at the conclusion of the procedures. Avalon uses the preponderance of the evidence
standard, applied the same way it applies that standard to comparable conduct, and will
conclude the process within reasonably prompt, designated timeframes - generally, the
investigation is completed within 45 business days of the complaint, the determination is
issued within 14 business days after the investigation closes, and an appeal is filed within 10
business days of the determination and decided within 15 business days - with limited
extensions for good cause and written notice.

10.2. Written notice of allegations

When the procedures begin, Avalon provides the known parties written notice, with sufficient
time to prepare before any initial interview, that includes the allegations with sufficient detail
(identities if known, the conduct alleged, and date/location if known); the presumption that
the respondent is not responsible until a determination is made; the parties' right to an
advisor of choice (who may be, but need not be, an attorney); the parties' right to access the
evidence or an investigative report; and, if applicable, that knowingly making false statements
is prohibited.

10.3. Dismissal

Avalon may dismiss a complaint on the bases permitted by 34 C.F.R. 106.45(d) (for example,
where the conduct alleged would not constitute sex discrimination even if proved, or the
complainant voluntarily withdraws in writing). Avalon will give the parties simultaneous
written notice of any dismissal and the basis for it, and the parties may appeal a dismissal
under the “Appeals” section below.

10.4. Investigation and access to evidence
Avalon - not the parties - bears the burden of gathering evidence sufficient to reach a
determination. The parties have an equal opportunity to present fact and expert witnesses
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and other relevant, not-otherwise-impermissible evidence; written notice of the date, time,
location, participants, and purpose of meetings; and an equal opportunity to access the
relevant evidence (or an investigative report that accurately summarizes it) and to review and
respond before a determination. Evidence that is privileged, that consists of a party's medical
or treatment records without voluntary written consent, or that concerns a complainant's
prior sexual conduct (subject to narrow exceptions) is impermissible.

10.5. Questioning and credibility

Avalon uses individualized meetings, not a live hearing. The decisionmaker may question
parties and witnesses, and each party may propose relevant questions (including questions
challenging credibility) to be asked of any party or witness through the decisionmaker. The
decisionmaker determines whether each proposed question is relevant and not otherwise
impermissible before it is asked and explains any exclusion. A party's refusal to answer
guestions will not, by itself, support an inference about whether the conduct occurred.

10.6. Written determination

The decisionmaker will issue a written determination, provided to the parties simultaneously,
that includes a description of the allegations; the procedures and policies used; an evaluation
of the relevant evidence and the determination whether sex-based harassment occurred; any
disciplinary sanctions imposed on the respondent and whether remedies will be provided to
the complainant; and the procedures and bases for appeal.

10.7. Appeals

Avalon offers both parties an appeal from a determination and from a dismissal on these
bases: (a) a procedural irregularity that would change the outcome; (b) new evidence that
would change the outcome and was not reasonably available earlier; and (c) a conflict of
interest or bias by the Title IX Coordinator, investigator, or decisionmaker that would change
the outcome. Appeal decisions are issued in writing to both parties.

Appeals are decided by Avalon's Chief Operating Officer, who will not have served as the Title IX
Coordinator, investigator, or decisionmaker in the matter being appealed; if the Chief Operating
Officer has a conflict of interest, Avalon will designate an alternate, impartial appeal
decisionmaker.

11. Remedies and Disciplinary Sanctions

Where a determination finds that sex-based harassment occurred, Avalon will provide remedies
to restore or preserve the complainant's access to its program and may impose disciplinary
sanctions on the respondent, which may range from a warning up to suspension, dismissal, or
termination of employment, consistent with Avalon's codes of conduct.
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12. Recordkeeping and Training

Avalon retains records of each complaint and its resolution, of reports and the responsive actions
taken, and of all training materials, for at least seven years, and makes training materials available
on request. All employees receive training appropriate to their roles on Avalon's obligations, the
scope of conduct that constitutes sex discrimination, and the notification requirements;
Coordinators, investigators, decisionmakers, and facilitators receive additional role-specific
training. Training will not rely on sex stereotypes.

13. Related Policies

This policy is part of, and should be read with, Avalon's Non-Discrimination Policy. It is published
on Avalon's website at https://www.avalon.edu/about/consumer-disclosure and is available in
hard copy on request from any campus Administrative Office.
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