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I. 0ClT SEXUAL HARlISSMENI' roLrCY

It is the policy of BCITto ensure a learnirq and working envirornrent free of

sexual harassrrent where CCITIllll.IDitynanbers are treated with dignity and respect.

'!he policy maybe appl.Ied in any sexual harassment incident adversely affecting

the business of BCIToccuring on or off c:aJlp.lS, even outside working hours. '!his

policy is not interned to be used to hardle CClIlplaints arising f=n

discriminatory treabnent based on an irxlividual's gender. BCITwill deal with

gender harassrrent by meansof a General HarassIrent Pol.Ley,

To ensure that the nanbers of the Institute OJrnmunity are aware of their rights

under the policy, as well as the definition and effect of sexual harassment, an

ongoing educational proqram will be established as an integral part of this

policy.
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IEFINITICN OF SEXUAL HARASSMENl'

OCIT exnsi.ders Sexual Harassnent as:

a) unwanted sexual attention of a persistent or abusive nature, made by a

person/s who kncM/s or ought reasonably to kncM that such attention is

unwanted;

b) ilJplied or expressed pranise or reward for carnplyi.n;Jwith a sexually

oriented request;

c) implied or expressed threat or retaliation in the fonn of actual retaliation

or the denial of opportunity, for refusal to carnplywith a sexually oriented

request;

d) sexually oriented remarks and behaviour whichmayreasonably be perceived to

create a negative psychological and errotional envirornnent for work and

study.
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A. :rnmorncr:rOO

1. R spcnsibility of BelT Crmllmity K-!I' ers:

'!he Institute rec::egnizes that the prevention of sexual harassrrent is a shared

responsibility aIlOn::rits members. OCITa:mmmity members MlObelieve they have

been subjected to sexual harassment are stron::rly encouraged to make their

objections krlown to the harasser. Where this is inappropriate or ineffective,

cx:xrplainants are encouraged to consult a counsellor arrl,Ior to seek the assistance

of the sexual Harassment lIdvisory camnittee Olairperson. 1Idmini.strators or

supervisors of an activity MlO are aware of unresolved sexual harassrrent

incidents are encouraged to refer the Catplainants to the sexual Harassrrent

lIdvisory camnittee for assistance.

2. Retaliation am Frivolous or Vexatious gmlaints

Retaliation against an irrlividual MlOhas requested that offensive behaviour or

actions cease, or MlO has filed a cx:xrplaint, Mlether substantiated or

unsubstantiated, nay itself result in disciplinary action by the Institute.

'!he Institute nay take disciplinary action in casP-Swhere frivolous or vexatious

cx:xrplaints are submitted.
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3. Rerogniticn of Ex:istim Routes:

'!his policy does not supercede exi.stin:J grievance channels within the Institute's

rollective agreements. It also ac:kr1avledgesother available external routes for

seekirq redress incll.ldin:Jthe Human Rights Council of B.C.,· criminal charges am
civil action. '!he Institute will continue its han::UinJof a sexual harassment

CXllplainteven if the Human Rights Council has received a similar CXllplaint.

4. llmlicaticn of 8exllal Harassment R:>licy (Refer Table 1, Page 5):

'!he Institute policy will awly in all cases except:

a) where there is a collective agreaoont in force which includes dealinJ with

sexual harassment concerns, am
b) both the CXllplainant am the resporrlent are part of the sarre bargaininJ

unit.

5. Jurisdicticn:

'!he Institute policy nay be applied in any sexual harassment incident adversely

affectinJ the business of OCIToccurinq on or off campus , even a.xtside work:in3'

hours.
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6. Q:nfidentiality:

Confidentiality must be maintained by all parties to the greatest extent

possible:

a) so that those who consider themselves to have been sexually harassed may

feel free to cx:xne foJ::Ward,and

b) to protect the rep..rt:ation of all inlividuals involved.

'!he Respon::lentand any parties actively involved in address inq the c:aIq:>laint

(sexual HarassIrent Policy Advisors, Mediators, sexual Harassrrent Coirplaint Review

Panel members) will be provided with this infonnation only at the point that they

becx:xne acti vely involved in the c:aIq:>laint.

i
I
'.

However, an inlividual a=sed of an offence and subject to sanctions must be

infonned of the allegations. '!his infonnation must include the name of the

Coirplainant as well as details .of the c:aIq:>laint.
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7. Tine Limits:

'!hese procedures contain time limits within which the elements of the process

should be a=nplished. However, where circumst:anc€s deman::lit, at the

discretion of the O1airperson of the sexual Harassment Advisory committee,

reschedul.Inq maytake place provided that all parties involVed in the process are

PLOlLiflUyadvised of time changes and the reasons for them.
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1. General Infonnatial

Wherever possible, anyone believing that they have been subjecte:i to sexual

harassment should make their objections directly Jma..m to the harasser.

If this is ineffective or i.na{:prcpriate, the eatplainant maywish to seek the

assistance of any of the follCMing:

a) supervisor, manager, dean, director am;or

b) a counsellor arx:l/or

c) the OJab:person of the Sexual HarassmentAdvisory Committee and/or

d) the appropriate representative of their bargai.nin:; unit (if

applicable) .

I
I,

'!he Canplainant is encouraged to keep a private written record of the details of

the incident(s), especially if the alleged harassment continues.

If
If

2. OJnsu1tatial with a ~or COptialal)

Whereeither a Canplainant has been unsuccessful in his/her atterrpts to resolve

the situation or there has been somehesitancy on the Canplainant's part to deal

with the situation alone, he/she is encouraged to di.scuss this with a BCIT

Counsellor. '!he Counsellor will provide confidential support, a copy of the

"Sexual HarassmentPolicy and Procedures", and infonnation about the procedures.
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3. Q:nsultatiCl'l with the 8e:xual HarassllEill Mvismy nmnittee <llairpersan.

When the ~lainant has been referred to the O1airperson, or when the

~lainant has contacted the O1airperson clirectly, the Olai.rperson an:l the

~lainant will diso1ss the <nIplaint, the sexual Harassment Policy an:l the

sexual Harassmentprocedures.

If the ~lainant in::licates a desire to pursue further action, the OJaiIperson

will request the ~lainant to provide a signed, written o::rrplaint, includi.n;J:

a) the name(s) of the Respondent(s)

b) date(s), too(s), location(s) of the alleged incident(s)

c) name(s) of any witness(es), an:l

d) any other pertinent infonnation.

4. h.:tiCl'l By <llairpersan:

Uponreceipt of the signed written complaint, the O1airperson will:

a) inform the Respondent that the complaint has been rece ived, and provide

a copy of the complaint to the Respondenton the same working day or

the next working day.

b) appoint a Sexual Harassment fulicy Advisor for the Corrplainant, and

another sexual Harassment fulicy Advisor for the Respondentwithin two

(2) working days of receipt of the original written complaint by the

Chairperson.

r
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5. ~ible withdrawal of gmlaint:

Once the written carplaint has been received by the Olai.zperson, and the

01allpers0n has informed the Respon:lent, the Q:IIplainant may witlxlraw the

carplaint, in writ.in:].

'!his withdrawal of the carplaint does not lilnit the right of the RespoOOent to

request a carplete investigation.

6. Sexual HaraSSIiPlJt R:>licy Advisors' Acti.cn:

a) One 5exual Harassment R:>licy Advisor will consult with the Q:IIplainant

an:i the secord 5exual Harassment R:>licy Advisor will consult with the

Respoment. '!hey will provide their respective parties with advice

about an appropriate course of action, within five (5) working days of

receipt of the written carplaint by the ~n.

b) After the imividual consultations, and within nine (9) worJdn;Jdays of

the receipt of the original written cx:rrplaint by the Olai.zperson, the

5exual Harassment R:>licy Advisors will meet to di SOl5S the possibility

of mediation.

If mediation is rejected, the 5exual Harassment R:>licy Advisors will inform the

Olairperson ilmnediately. '!he OIairperson will then write to the RespoOOentan:i

to the eatplainant to inform them that mediation has been rejected and that the

Formal Administrative action maybe used.
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7. Mediatioo 1\cu:pl:ed

When mediation is acx:::epted,the 8exual Harassment RJlicy lIdvisors will report

this to the Cbail:person, whowill then at::POint a professional mediator external

to OCIT,within ten (10) worki.n]days of receipt of the written CCllplaint.

a) Whenmediation is sucn:>ssful, the mediator shall report to the

Cbail:personwithin 20 days of receipt of the CCllplaint. ~ions for

resolution shall be of a voll.1lltal:yor informal nature am shall not

include the pcMer of formal administrative action sum as discipline.

If resolution is adlieved as a result of mediation, a written ccpy of

the resolution shall be signed by the Calplainant am the Resporrlent

am witnessed by the mediator. A ccpy of the written CCllplaint, the

mediator's report, am the resolution shall be maintained by the

Olairperson in a confidential file. After a period of seven years fran

the date of mediation, if no further allegations are registered, all

documentation of the incident will be I'elWVedfran the file.

b) If mediation is unsucn:>ssful, the mediator will report this to the

Olairperson within a maximum of twenty (20) worJd.n;Jdays of receipt of

the written COITplaint. The Olairperson will write to the Complainant

am to the Respondent to infonn both parties that the Formal

Administrative Action maybe used.

If
[
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If through mediation, there is still no resolution to the CXllplaint either the

CcqJlainant or Resporxlent may decide to PJrSUe fonnal administrative action. If

fonnal administrative action is not utilized, the CXllplaint is then considered

closed and the Olab:person will take no further action althalgh a confidential

record of the alle;ed incident, incluel.:inJ a copy of the mediator's report, will

be kept on file an:l the provisions as outlined above col'lOen1i.nJ records will be
follGled.

In the event that mediation has failed to resolve the dispute, an:l that the

intent is to Proceed to Formal, Action, written notification of intent to prrceect

to Formaj Action lIDJSt be delivered to the Olab:person, by either the Q:Jnplainant

or the Resporxlent, within five (5) work:irxJdays of the conclusion of mediation.

'!he original, signed CXllplaint provided by the CcqJlainant will be used in the

fOnnal administrative prrx:ess.

8. Hedi.aticn Rejected

If mediation is rejected the 8exual Harassment !Ulicy Advisors will report this

to the Olab:person as soon as this decision is made, or, at the latest, within 9

work:irxJdays of receipt of the written complaint by the Olab:person.

Whenmediation is rejected by either party, notice mist; be in writing to the

Olab:person. '!he Olab:person will notify the other party of the rejection.

Either party DnlSt give the Olail:person notification of intent to Proceed to

Fornal Action in writing, within three (3) work:irxJdays of receipt of notice of
rejection of mediation.
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1. JoBliator's Role in FonIal .l\dmini.strative ActiCIl

In the event that the complainant or resporrlent proceed to formal, administrative

action, the mediator will not give evidence at the formal, process.

2. FonIal lIdministrative ActiCIl (F'oI:DB1 ActiCIl) :

WhenFornal Action has been invoked the foll~ procedures shall be follCMed.

'!hese procedures contain tilre limits within which the elerrents of the process

should be aOXllllplished. HCMever,where ci.rc::umstanc:edemarrl it, rescheduling may

take place provided that all parties involved in the process are prauptiy advised

of time changes arrl the reasons for them.

a) In the event that the COITplainant has directly invoked the Fornal

Action, the C11airperson shall infonn the parties of receipt of a

complaint within two (2) working days arrl shall ensure that both

parties have a copy of the complaint.

b) '!he C11ail:personshall invite the Resporrlent to provide the C11ail:person

with a written response to the complaint within five (5) working days.

c) '!he cnai.rperson shall deliver a copy of the Resporrlent's written

response to the complainant inviting the complainant to submit a

written reply or rebuttal to the response within five (5) working days.

I
I
I
I
I
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d) '!he O1airperson shall appoint a sexual Harassment Conq:>laintReview

Panel to review the case ani to have CCIIpletedits work and reported to

the President within twenty (20) workin:J days of initiation of the

Formal Prrcess.

e) '!he Panel shall review the documentsani mayinterview the Conq:>lainant,

RespoOOentani witness(es) ani shall report their decision with a

:reo::IlII"reI'tionfor redress an::Vordiscipline. Both the Ccirplainant and

the Respoment will be given equal CJR)Ortunity to discllss their case

with the panel.

'!he Ccirplainant ani the Resporrlent will be allowed to hear all of the

eviderx::e ani the Conq:>lainantani the Respoment will be given the

CJR)Ortunity to cross-examine each witness ani the other party.

'!he Panel, before interviews of Conq:>lainant,Respoment, witness(es),

or involved parties, IlUJSt ensure that all parties are Informedof their

right, urrler this policy, to be acx::arpanied by a person of their

choice.

If any of the parties decide to be acx::arpaniedby a lawyer during the

formal administrative action, this IlUJSt be communicatedto all parties

so that they, too, have the option of retaining a lawyer if so desired.
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f) '!he Panel shall report to the President. '!he President:

i) will review the Panel's prooeedirqs am corrluct any further

investigation am inteIviews as necessary, am,

ii) within ten (10) workin;Jdays of the receipt of the Panel's report,

shall di SOlSS hisjher investigation with the Sexual Harassment

:ReviewPanel, make a decision, am advise the parties in writin;J

with a copy to the Panel am the 01airpers0n of the Sexual

HarassIrent c:amni ttee.

3. A!Tfflls

Either the Respon::1entor the Q:xrplainant may initiate a written appeal to the

O1airmanof the Board of Governorswithin twenty (20) workin;Jdays of the Formal

Adrninistrative Action with a copy to the President. '!he appeal ItUJSt make clear

what aspects of the decision are bein;J appealed.

'!he Board of Governorsmay interview the canplainant, Respon::1entam members of

the Panel, am shall take whatever other steps are necessary to gain

familiarization with those aspects of the decision bein;J appealed. '!he Board of

Governors will receive copies of the written materials to assist in its

investigation. '!he Board of Governors, within thirty (30) workin;Jdays of the

receipt of the appeal shall deliver a written decision to the parties with copies

to the President am to the O1airperson.

'!here are no further recourses provided by this policy to the parties.

I
J
I

J
I
I
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4. Recx:n:ds

'!he sexual Hara.ssrrentOJairperson will keep an anonyIfClUSstatistical record of

all incidents.

If the decision of the President involves the iJrplementation of discliplinary

action, a record of that decision will be placed in the awrq>riate

persormeljstudent file.

Confidential files incl~ the written cc.arplaint an::l documentation of any

subsequent action shall also be maintained by the OJairperson. After a period of

seven years, if there have been no further incidents, these files shall be

rennved.

5. Retaliation an::l Frivoloos or Vexatioos lh!plaints

Retaliation against an individual whohas requested that offensive behaviour or

actions cease, or who has filed a c:orrplaint, whether substantiated or

unsubstantiated, mayitself result in disciplinary action by the Institute.

'!he Institute maytake disciplinary action in cases where frivolous or vexatious

cc.arplaintsare submitted.

In casP..sof frivolous or vexatious c:orrplaints, the Resporrlenthas the right to

request that the sexual HarassrrentCommittee ReviewPanel submit recommendations

to the President for corrective action.
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OInent Ccmnittee Me••ers:

-
I
I
I
I
I

Heather Hyde
Coordinator
<nmsellors

Paula Pick
1Ictin:J Vice PJ:esident
st:Went servioes & M'P"tiooal

suwort
Jannie scriabin
Associate DeaD
Medical .I1IagiDj,IMedical

Iaborato:ry science

Jdm Eliasen
arief Instructor
Qnp2iLry

Val Kazpinsky
Director
student services

Jean SpeIre
camseI.lor

werdy Pentlarrl
student Rep
Health scieIDeS Olahpersan

Qmck SpcnJ
Pz:UJldW Head
qJeratiCl'lS MaJ'IagE!J1e1t

SUsan Ney
aIployee Rel.atiCl'lS Manager
~jaIployee Rel.atiCl'lS

Past Ccmnittee Me••ers:

I Ju:li Bainl:>ridJe
Pat carroll
Helen Grien
Quentin lake
Ann-Marie raperriere
Brema Pelge1ly
Rosita R::hl
1wstin werner

I
I
I
I
I
~

-

OIneut Recx>rd.iIg secretary:

santie lUXleY'
secretary to Director
student services

original Recx>rd.iIg secretary:

Eve Jarvie
secretary to vice President
student services & M'P"tiooal SlJIplrt
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2. SEXUAL ~ ~ a:HfiTIEE

1'UIpclse:

'Ihe purpose of the sexual Harassment Advisory o:tmni.ttee is two-fold: first,

to establish an awareness of the effects of sexual harassrtY2nt ani provide an

educational proqram to create an environment free of sexual harassment.r secord,

to address any CXIl'plaints which mayarise.

RapIUm Relatiooship:

The sexual Harassrrent Advisory o:tmni.ttee reports directly to the President

through the O1ai.rpersonon a quarterly basis or follCMi.Iq a canplaint.

Meub>..rship:

The sexual Harassment Advisory o:tmni.ttee will consist of ten (10) nanbers.

Each of the follCMi.Iq five (5) Institute bodies will appoint one (1) member

to the sexual Harassrrent Advisory o:tmni.ttee.

1. BO:;FlT Instructional Unit

2. staff Society

3. BQ:;FlT SUpport staff

4. student Association

5. Management

These five (5) appointed members will solicit volunteers from the Institute

community to fill the remaining five (5) positions on the sexual Harassrrent

Ccmnittee. The appointed members will review the list of volunteers ani select

five (5) individuals, at least one of whom is to be a student. In this selection

prcx:ess, the appointed members will consider securing an appropriate gender mix

and appropriate representation of the Institute Conununity.

The President will appoint a OlaiIperson from amongst the =ri.ttee members.
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Dlties:

Specifically the duties will be to:

a) review the work am re:x:ttateirlations of the sexual Harassloorrt: Policy

Mvisors am Mediators am facilitate the ilrpleoontation of the Policy

(it shalld be E!lIPJasizedthat the only members of the sexual Harassment

Mvisory Ccmni.ttee who have access to the details of the Catplaint are

the O1airperson am any other members also actin::J in the capacity of a

sexual Harassment Policy Mvisor) ;

b) annually review the sexual HarassmentPolicy am Procedures and consult

the Institute COllUl1l.ll1..ityregardin:J charqes, 'll1e sexual Harassment

Mvisory Ccmni.ttee will subnit the results of its review and any

recammerx:l.ationsto the awropriate approval, body.

c) appoint six (6) can:lidates for the sexual HarassmentCorrplaint Review

Panel after consultation with the Mvisor(s);

d) ensure that there is a list of qualified, external mediators available

on an on-call basis.

e) recornmerrl the budget of the various operations involved in the pursuit

of the Policy;

f) meet at the request of the President, request of Mvisor(s) or as

needed to a=rnplish the duties.
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9) co-ordinate an::1 participate in t.rai.ninJ with the Mvisors, an::1 sexual

Harassrrent Cc:trplaint Review Panel members. All those be~ trained

will receive an overview of sexual h.arasslrent. '!he Mvisors, an::1

1I¥"J1ltp..rs of the sexual Harassment o:uplaint Review Panel will receive

specific ~ related to their roles.

h) provide direction al:xJut the educational program to be :ilIlplementedby

the sexual HarassmentRllicy Mvisors.

3. SEXIlALH1IRlISSHENI' roLIcr AINISCIRS

FUrpose:

'!he purpose of the sexual Harassment Rllicy Mvisors is to assist the

Cc:trplainant an::1 Resporrlent to resolve sexual harassrrent <Xlllplaints before such

ccsrpl.airrts reach the fonral process, an::1 to educate the Institute canmunity al:xJut

the prevention of sexual harassrrent an::1 the existence of a OCIT sexual Harassment

Rllicy.

ReportiIg Relationshi p:

'!he sexual Harassment Rllicy Mvisors report to the Cllairperson of the

sexual HarassmentMvisory CCJmmi.ttee:
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'!he Institute cammmi.ty will be requested to provide naninations of

irx:lividuals to serve as sexual Harassn¥:mt Rllicy Advisors.

An infonnation rneetinJ will be held to inform the ncminees about:

a) '!he:oc:rr sexual Harassment Rllicy and Procedures, and

b) '!he proposed role of the Advisors.

Nauinees interested in p.rrsui.ng the role will sllbnit an application for the

position. '!he sexual Harassment Advisory C'rmnittee will appoint the successful

carrli.dates an:] inform the Institute CCIlllllIlIDity of these appointments.

A minimum of two (2) Advisors, one female, one male, will be appointed for a

period of two years acccrdinq to the procedure outlined above, with the option of

re-appointment.

4. SEXUAL ID\RASSMENl' a:MPIAINl' RE.'VlE'l PANEL:

Purpose:

'!be role of the sexual Harassment Colplaint Review Panel is to review

complaints as received urrler the Fornal Administrative Action of the pol icy, and

make rec:orrarerrlations to the President.

ReportiIg Relationship:

'!be sexual Harassment Corrplaint Review Panel reportis to the Sexual

Harassment Advisory Committee.
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~:

A sexual Hara.ssment Q:mplaint Review Panel shall consist of three (3)

unbiased members chosen by the Advisor(s) fran a list of six (6). '!he three (3)

shall ccnpr.ise both sexes.

At all times, there shall be a list of six (6) staff members available to be

dJ.osen for a Review Panel. '!he six (6) shall be appoirrted by the sexual

Harassment Advisory canmittee fran aIOCln;J willin;J arrl interested can::lidates after

consultation with the Advisor(s). '!he six (6) shall be representative of the

work areas of the Institute, e.g. students, instructors, SlJHXlrt staff,

administration, arrl shall, when possible, CCIIlprisethree (3) of each sex.

All six sexual Harassrrent Q:mplaint Review Panel can::lidates shall be kept

o.rrrent on the intentions, procedures, arrerrlrrents arrl use of the sexual

HarassIrent Policy of the Institute.

5. IDJCATIOO:

To be a widely supported, visible policy, it is desirable that the issue of

sexual harassment attain a high priority. '!he Institute canununity needs to

becorre aware of not only the existence of this policy, but also of the problem of

sexual harassment arrl means of deal inq with it. Ways of establ ishinq this

awareness should include:

a) the publication of the recognition/rationale, definition ani a

flowchart of the procedure in campus publications (e. g . Calendar ,

Student Hardbook, Institute ani Student newspapers) ;

~

~

~

~I
~

J
J
~

~
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~
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b) an initial "establi.shin:J awareness" proqram conducted by the sexual

Harassment Advisory o:mnittee ]JlE'IDbp..rs;

c) the provision of workshops to the Institute a:mm.mity on an "as

requested" or "as needed" basis by the Advisors;

d) the developrent am clistrib.Ition of PaniiUets am posters outlininJ the

procedure, the available educational resources am infonnation on what

const.itartes or does not constritarte sexual harassIrE1t;

e) interaction by Advisors with extemal groups regardi.m ECIT's

experience with sexual harassment; am the Institute's policy.

f) an annual report will also be made available to the Institute a:mmmity

as part of the educational proqram.
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O::Jrrplainantmay see a counsellor. counsellor refers Coirplainant to Olai.rpe.rson, or

O::Jrrplainantmay see Olai.rperson directly. O:Jrrq:llainantwishes to proceed to INFORMAL

m:x:EI1JRE •

Upon receipt of written carq:>laint:

a) Olai.rpe.rson provides copy of written
carq:>laint to Respoment.

b) Olai.rpe.rson appoints Sexual Harassment Policy
Advisor for CCirplainant am Sexual Harassment
Policy Advisor for Respondent.,

(work.in:Jday 1

(by working day 1 or 2

(by working day 2 or 3

c) Sexual Harassment Policy Advisors irrlividually
consult with respective parties.

(by work.in:J day 5

~

~

~

~

~

~,
,
'=

",
'1,,

d) sexual Harassment Policy Advisors d; so ISS
possibility of mediation.

(by working day 9

e) Mediator may be appointed. (by working day 10

(by working day 20f) Whenunsuccessful mediation results,
mediator reports to Olai.rpe.rson

g) Whensuccessful mediation results, mediator
reports to Olail:person.

(by working day 20

h) Whenmediation unsuccessful, notice of intent
to proceed to Fonnal Action must be given to
Olai.rpe.rson within 5 work.in:J days.

(by working day 25

i) Whenmediation rejected, the sexual Harassment
Policy Advisors will report the rejection to
the Olairperson iJnmediately, or at the latest,
within 9 working days of receipt of the written
corrplaint.

j) Whenmediation rejected, either party may provide
notice of intent to proceed to Fonnal Action by
working day 3 of receipt of mediation.
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Upon receipt of written carplaint: (workirq day 1

a) When Fornal Action invoked without previous (by workirq day 2
Infornal Procedure, ClJaiJ:person Informs CCIlplainant
am Respon:lent, am provides copy of carplaint.

b) If Infornal Process was att.enpt.e:i but unsucx::essful (by worki.rq day 7
or rejeete::l, Respon:lent has 5 working days to
submit response to original written carplaint.

c) OJmplainant submits written signed rebuttal. (by worki.rq day 12

d) O1aiIperson arrarqes for Panel to carplete review (by worki.rq day 20
of case am forwards results of review to President.

e) '!he President will make a final decision. (by worki.rq day 30

f) '!he CCIlplainant or the Respon:lent nay appeal, to (by worki.rq day 50
the Board of Goven1Ors.

g) Board of Goven1Ors announces decision. (by workirq day 80


