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How to Manage Investigations 
Post-regs

To Manage Investigations Post-Regs, Hit the G.A.S.

By: Brett A. Sokolow, Esq., ATIXA President

Some courts and OCR want live hearings, and ATIXA’s position is well-documented: we don’t 
think overall that live hearings will improve resolution processes or create more accurate out-
comes. We also believe that the way OCR is structuring hearing requirements will chill the willing-
ness of students and employees to come forward to report sex offenses. Still, it is ATIXA’s job to 
teach compliant practices and teach them we will.

OCR has provided detailed information in the Title IX regulations about investigation processes 
and procedures, but they’ve not really touched on techniques. Fortunately, high-quality profes-
sional investigations are our wheelhouse. In this “Tip of the Week” we want to offer a discussion 
of how we think substantive investigations could look once the regulations have fundamentally 
altered the resolution process.

If the entire resolution process exists on a sliding scale between the investigation and hearing 
functions, in terms of the emphasis recipients place on each aspect, it may be helpful to review 
how the scale has developed to this point. Before OCR’s 2011 Dear Colleague Letter (DCL), most 
recipients’ resolution processes were about 20% emphasis on the investigation function and 80% 
emphasis on the hearing/final determination1. After the DCL, that balance reversed, with 80% of 
the resolution relying on the investigation and 20% relying on the hearing. Some recipients went 
to a single-investigator model (100%/0%) and others used a blended or hybrid approach (80-
100%/0-20%). Regardless, the resolution process was primarily based on a robust investigation. 
Now that the 2020 regulations are upon us, the balance will change again. Where will it end up? 

The tendency for public universities subject to the due process scrutiny of the courts will likely 
be to limit investigators to a “fact-gatherer-only” role. This, however, is even more restrictive than 
courts of law, where police officers (who investigate crimes) are often called upon to give opinion 
testimony in court2. Merely doing so does not offend due process, because their opinion is not 
binding on judge or jury. 

Stay up to date on the current ATIXA news at 
www.atixa.org

1   This is not an assessment of workload, but apportionment of responsibilities within the overall resolution process.
2   Setting aside the nuances of Rule 701 of the Federal Rules of Evidence and what’s admissible for now, the larger point 
is about due process not being offended by the investigator serving a wider role than just fact-gathering.
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We hope that recipients will task their investigators to do more than fact-gather, as investigators 
are extremely valuable to the resolution process and recipients should not diminish that value at 
the expense of an effective final resolution. Yet, we still need to respect the fact that OCR is vest-
ing decision-making within a hearing officer or panel role. 

The challenge, then, is to optimize the role of the investigator without usurping the role of the 
hearing decision-maker. In our view, recipients should maximize the robustness of the investiga-
tion to the extent possible while preserving the role of the hearing officer as decision-maker, as 
OCR has envisioned. The quality of the ultimate decision depends, in large part, on the quality of 
the investigation. A high-quality, robust investigation sets the hearing up for a well-reasoned, com-
plete decision. A low-quality, tepid investigation sets the hearing up for potential failure. 

Ultimately, we expect the sliding scale of decision-making to land around 40% investigation/60% 
hearing, and maybe as high as 49%/51% once the role of the investigator is factored into the 
hearing. The hearing will always bear the lion’s share of the decision-making burden in OCR’s 
construct, but a robust investigation can comprise 40-49% of the heavy lift. So, if the investigation 
is more than fact-gathering (20%), what else is it? It already includes some critical procedural 
elements, such as:

Stay up to date on the current ATIXA news at 
www.atixa.org

•	 Communication protocols, including delivery of the Notice of Investigation/Allegations;
•	 Managing advisor involvement;
•	 Strategizing acquisition of information, testimony, and evidence;
•	 Report writing; 
•	 Investigation report sharing and incorporation of feedback;
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Collecting the evidence from all sources, organizing it, and summarizing it in the written report is 
the fact-gathering function. It’s a function all investigators have performed since at least 2011, and 
it’s not new or different as a result of OCR’s 2020 regulations. 

Assessing credibility is also already part of a robust investigation. We think it will continue to be 
an essential role investigators can perform well without treading too far into the decision-maker’s 
territory. A solid assessment of credibility sets the decision-maker up for success when making 
the ultimate judgment call on who is more credible and why, but it’s a difficult call for the deci-
sion-maker to make in a vacuum. Credibility assessments begin in the investigation and inform 
the hearing – decision-makers will want to compare and contrast live testimony against what the 
parties and witnesses have told the investigators during the interviews. Investigators assessing 
credibility have to stop short of reaching conclusions about credibility, but they can highlight the 
key issues so the decision-makers may do so proficiently. 

So, as an example, it would cross the line for an investigator to include in their report, “Mark, the 
responding party, was less credible than Mariana, the reporting party,” or “The decision-maker 
should find Mark to be unbelievable in his testimony about having received consent for the follow-
ing reasons...” That’s not assessment, it’s analysis. It goes too far. 

Stay up to date on the current ATIXA news at 
www.atixa.org

Gather Evidence

Assess Credibility

Those aren’t major procedural shifts for investigations from the status quo. The key to this discus-
sion is how much more substantive work investigators can do as they gather evidence and com-
pile the report. That’s where the G.A.S. model comes in:

G = Gather evidence 
A = Assess credibility
S = Synthetize areas of dispute/agreement
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But the investigator can and should include in the report, “Mark’s testimony about X contrasts with 
Mariana’s testimony about X, and the accounts of Witness 1 and Witness 7 aligned with Mariana’s 
testimony, not Mark’s, during the investigation.” That’s not a conclusion, but it is an assessment 
of the evidence. Similarly, an investigation report could include, “The decision-maker may benefit 
from looking carefully at Mark’s assertions about having received consent and explore this more 
deeply with the witnesses during the hearing.” This allows the investigator to point to potential dis-
crepancies between testimonial accounts or between testimony and other available evidence, but 
not come to a conclusion. The investigator highlights disputed accounts or conflicting evidence, 
but the decision-maker is at liberty to make their own final conclusions. Let’s look at a metaphor.

Cooking shows are a popular pastime during COVID-19 quarantine, so we offer this metaphor 
from the cooking world. If the ultimate credibility question is which party is more believable, the 
investigator is like a sous-chef, preparing the raw material and amassing the right ingredients ac-
cording to the recipe. The decision-maker is like the chef who takes those ingredients, assembles 
the dish from them, cooks it, and plates it artfully. Without the chef, there is no dish, but without 
the sous-chef, the dish would not adhere to the recipe and would not be as satisfying. The ratio of 
division of duties on a kitchen preparation line (40/60? 49/51?) is comparable to the ratio of em-
phasis between the investigator and decision-maker in the overall resolution process.

In an investigation, synthesizing is the step in report writing where the investigators prepare two 
lists. The first list is a summary of all undisputed evidence upon which the parties/witnesses are 
in agreement. The second list summarizes all the evidence that remains contested between the 
parties/witnesses. The hearing will focus primarily on the second list because the purpose of a 
hearing is to resolve disputed facts. 

Stay up to date on the current ATIXA news at 
www.atixa.org

Assess Credibility - cont.

Synthetize Areas of Dispute/Agreement



1

How to Manage Investigations 
Post-regs

To Manage Investigations Post-Regs, Hit the G.A.S.

During the report review phase of investigation outlined in the 2020 regulations, the parties have 
the opportunity to review and comment on the investigation report before the hearing is sched-
uled. It’s safe to assume that evidence that was undisputed during the investigation or report 
review period will remain so during the hearing. Of course, that’s not always the case, and if un-
disputed evidence is contested during the hearing, the hearing officers will draw out and explore 
the nature of the new disagreement. Similarly, something apparently in dispute may turn out to be 
uncontested at the hearing. Regardless, anything investigators can do to narrow the scope of the 
hearing’s inquiry to that which is in dispute will ensure the efficient flow of the hearing process to a 
fair determination.

Many of our members have asked whether any level of policy analysis by investigators or within 
the investigation report will be appropriate under the 2020 regulations. Many recipients’ proce-
dures include a step that allows a matter to be resolved informally (without a hearing) if the par-
ties accept the result post-investigation. They can’t accept a result if there isn’t a finding. For a 
number of reasons, we don’t think that investigators should engage in policy analysis, primarily 
because it could unduly influence an eventual hearing.  

Often times, the parties can see where things are likely heading after they read the investiga-
tion report, without anything more than the G.A.S. content that is provided to the parties for their 
review before the report is finalized. When the report is finalized, an appropriate administrator can 
notify the parties if the report provides reasonable cause to move forward to a hearing and notify 
them that the hearing will be scheduled unless the responding party wishes to accept responsi-
bility for some/all of the alleged violations. If so, and if sanctions are agreed upon by all parties, 
the matter can be resolved at that point. If not, it will be resolved through a hearing. We honor 
the procedural device that allows for informal, post-investigation resolution without a hearing. But 
ATIXA believes that option must take place outside the investigation context. Inserting a procedur-
al step allowing for potential administrative resolution after the investigation but before the hear-
ing is the best approach to empowering this device. ATIXA will write on and develop more of the 
details of how this informal step should work in a future “Tip of the Week.” 

Stay up to date on the current ATIXA news at 
www.atixa.org

Synthetize Areas of Dispute/Agreement - cont.
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CONTACT INFORMATION

Helping ATIXA Members through the New Regulations 

© ATIXA, 2020. All rights reserved. This is a pre-publication preview and should not be dissemi-
nated publicly or beyond ATIXA’s members. The G.A.S. model is proprietary to ATIXA 
and is not to be used without express permission.

As you and your colleagues reimagine your resolution processes in the coming weeks and 
months, we hope you won’t conserve investigation fuel, but will hit the G.A.S. to empow-
ering the investigation as much as the courts and OCR will permit. That also includes a 
continued robust role for the investigator as a witness at the hearing. Investigator testimony 
should be mostly factual, and they should shy away from offering opinions, just as deci-
sion-makers should avoid soliciting their opinions. If opinions are offered, or become appar-
ent, they should not be binding on the decision-makers, who must render an independent 
determination. By the end of an investigation, whether it takes days, or weeks, or months, 
we continue to believe that investigators are in a unique position to inform the overall deter-
mination, without unduly influencing it. We hope you’ll find the right balance for your school 
or campus, and ATIXA will be here to offer certification training specific to the functions of 
investigators, coordinators, and hearing officers in the process. 
 

Synthetize Areas of Dispute/Agreement - cont.

Stay up to date on the current ATIXA news at 
www.atixa.org

Brett A. Sokolow, Esq.
President, ATIXA
610-644-7858

Brett.Sokolow@atixa.org
www.atixa.org
www.tngconsulting.com
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Ryan Ng

From: Paul Williams
Sent: Tuesday, May 11, 2021 12:06 PM
To: Ryan Ng
Subject: FW: NCORE 2021 - Proposal Selection Notification

Follow Up Flag: Follow up
Flag Status: Flagged

FYI‐Please see below. 
 
Best, 
PW 
 

From: Debra Griffith <Debra.Griffith@westvalley.edu>  
Sent: Tuesday, May 11, 2021 12:02 PM 
To: Paul Williams <Paul.Williams@wvm.edu> 
Subject: Fw: NCORE 2021 ‐ Proposal Selection Notification 

 
Hi Paul, here you go. 
 
 
Debra Y. Griffith, Ed.D. 
Vice President, Student Services, Diversity and Inclusion   
Student Services: YOUR GOAL, OUR FOCUS 
Pronouns: She/Her/Hers  
Structural Racism Definitions  
 
West Valley College  
14000 Fruitvale Avenue 
Saratoga, CA 95070 
 debra.griffith@westvalley.edu 
 408.741.4616  
 

Planning to come to campus? Please remember the following: 

  

 NEW! Download the WVC Go app to your phone and complete the Daily Health Self‐
Assessment prior to coming to campus.  

 It is okay to stay home if you are not feeling well. 
 Please always wear a face covering while on campus. Your face covering should cover both your nose 

and, your mouth. 
 Please maintain 6 feet from others while on campus.  
 This video provides the do's and don'ts of wearing face coverings and gloves. 
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From: Lincks, Justin C. <lincks@ou.edu> 
Sent: Wednesday, February 24, 2021 1:02 PM 
To: Debra Griffith <Debra.Griffith@westvalley.edu> 
Subject: NCORE 2021 ‐ Proposal Selection Notification  
  

***	EXTERNAL	EMAIL	*** 

 
Dear Dr. Griffith: 
  
Congratulations! On the behalf of the NCORE Proposal Review Committee, we are delighted to inform you that 
your proposed session (The Road to an Antiracist Campus) From Rhetoric to Action: West Valley College 
Cultivates Antiracism Guiding Principles Founded in Self Reflection (Proposal #: 09.10) has been accepted 
for presentation at the Annual National Conference on Race & Ethnicity in American Higher Education 
(NCORE 2021), to be held June 7th through 11th, 2021! We are convinced your presentation will provide a great 
service to our shared community. 
  
Session Scheduling Notification and Confirming Your Presentation: An email notification with scheduling 
information for your session will be sent by Friday, March 5th. Information on how to confirm your session will 
be provided at that time. 
  
Presenter Registration: All presenters/co-presenters who attend and present are required to register at one of 
the conference rates. This year, there are several registration options available, including a day-rate. 
Registration information is available on our conference website: HERE.  
  
If you have any questions, please do not hesitate to respond to this email.  
  
We are grateful for the work you do and very much look forward to your presentation at our upcoming 
conference! 
   
Sincere Regards,  
Justin 

 
Justin C. Lincks ― (He/Him/His) 
Program Manager 
National Conference on Race & Ethnicity in American Higher Education (NCORE) 
Southwest Center for Human Relations Studies 
The University of Oklahoma OUTREACH 
Norman, Oklahoma 
 
Office: 405‐325‐3694 | Cell: 405‐761‐8798 | Email: lincks@ou.edu 
Mail: SWCHRS, 3200 Marshall Avenue, Suite 290, Norman, OK, 73072 
Website: https://ncore.ou.edu  
  

Ryan.Ng
Highlight
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Summer 2020

Student Session
Thu, July 9th  |  10:00 – 11:00 am

Faculty/Staff – People of Color
Tue, August 4th  |  2:00 – 3:00 pm

Faculty/Staff – White/Caucasian
Wed, August 5th  | 2:00 – 3:00 pm
Faculty/Staff – Black/African American
Standing Meeting
Thu, August 6th | 2:00 – 3:00 pm

Breath Series
Facilitated by The Washington Consulting Group



Summer 2020

Breath Series
Facilitated by Dr. Beth Douhirt Cohen and 
Dr. Craig Elliott, The Washington Consulting Group

Faculty/Staff 
White/Caucasian
Wednesday, August 5th 
2:00 – 3:00 pm



Summer 2020

Breath Series
Facilitated by Rev. Sam Offer and dr. becky 
martinez, The Washington Consulting Group

Faculty/Staff  
People of Color 

Tuesday, August 4th 
2:00 – 3:00 pm



Summer 2020

Breath Series
Facilitated by Dr. Tanya Williams and Rev. Sam 
Offer, The Washington Consulting Group

Faculty/Staff 
Black/African American 

Thursday, August 6th 
2:00 – 3:00 pm
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2

Agenda

1. Your questions

2. Overview of EEO Rep’s role

3. Protecting integrity & credibility of the process

4. Assisting in implementing District policies & procedures

5. Assisting in implementing best practices

6. Providing technical assistance crafting questions & rating 
criteria

7. Facilitating open-mindedness & curiosity

8. Recognizing & addressing bias and procedural violations

3

Your Questions?

This is your time, your workshop:

• Anything from the general screening 
committee training that you want to 
discuss?

• Any other questions about your role?
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Overview of EEO 
Representative’s Role

• Protect the integrity & credibility of the process

• Assist in implementing District policy & procedures

• Provide technical assistance
– Establishing ground rules

– Crafting questions & rating criteria

• Facilitate open-mindedness & curiosity

• Recognize & address bias and procedural 
violations

5

Protecting the Integrity and 
Credibility of the Process

Core Principles: 
• Diversity commitment = legal expectation
• Diversity commitment ≠ lowering standards
• Diversity commitment = eliminating irrational 

barriers
• Job relatedness
• All members have “EEO” responsibilities
• Confidentiality of process is essential
• Committee is in service to the College

6

Protecting the Integrity and 
Credibility of the Hiring Process

Key Components: 
• Assess all candidates using same criteria &

measures
• Don’t bring “outside knowledge” into interview 

process
• Leave reference checks to H.R., or those 

authorized/trained by H.R.

• Facilitate proper environment
 Comfortable
Quiet
 Private

Welcoming
 Informative
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Assist in Implementing College 
Policies & Procedures

• Application review & selection of 
candidates to interview

• Recommendations

• Reference checks

8

Assist in Implementing College 
Policy & Procedures

Key Steps:
• Committee formation

– Confirm all members are trained
– Diverse to extent possible
– When not to participate
 Can’t fairly and objectively evaluate candidates
 Relative by blood, marriage, adoption
 Provided recommendation for an applicant
 Can’t give full attention/attend all meetings

9

Committee Formation

• Committee should be diverse to the 
extent possible
– CCCCO: Colleges may require race and gender 

diverse committees

– Risks: May expose districts to discrimination claims 

• Strategies:
– Add rather than subtract members to achieve 

diversity

– Screening committees may be reorganized to 
increase diversity
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Assist in Implementing College 
Policy & Procedures

Key Steps:
• Review announcement/job description
• Develop process for deciding who to interview
• Develop interview questions
• Develop demonstration component (if applicable)
• Develop rating forms/process 

– To select candidates to interview
– To rate interview performance

• Develop model answers

11

Assist in Implementing Best 
Practices

• Assess all candidates using same criteria 

• Don’t bring “outside knowledge” into interview 
process

• Reference checks not a committee function
– Occurs after finalist selected…and only for finalist

– Requires particular expertise

– Committee may provide expertise/concerns in fashioning 
reference check

• Maintain confidentiality 

• Attend all meetings

12

Provide Technical Assistance 
Crafting Questions & Rating Criteria

Keep committee focused on role:

• Identify the most qualified candidates to 
recommend forward to next level.
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Provide Technical Assistance 
Crafting Questions & Rating Criteria

Rating criteria through a diversity lens:
• Broadening/rethinking job-related experience

• Valuing currency of knowledge v. years of 
experience

• Whether/how much weight for the PhD.

14

Provide Technical Assistance 
Crafting Questions & Rating Criteria

Rating criteria through a diversity lens:
• Ask: Does the rating criterion evaluate what 

you intend the question to measure?
• Ask: Is everything that will influence the 

recommendation memorialized in the rating 
form?

• Ask: Is everything we are rating job related?

15

Provide Technical Assistance 
Crafting Questions & Rating Criteria

Crafting questions through a diversity 
lens:
• Remember: 

– The job description/announcement is your source 
document.

• Ask: 
– What are we seeking to measure & is it job related?

– What is the best way to evaluate this factor:

Document review?
Interview question?

Demonstration?
Background check?
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Provide Technical Assistance 
Crafting Questions & Rating Criteria

Crafting questions through a diversity lens:
• Help committees understand what an interview 

can (and cannot) measure
– Myth #1:

Whether a candidate resonates with me on a personal level 
reliable predicts whether the candidate will do a good job.

– Myth #2:
How someone performs in an interview setting reliably 
predicts how that person will interact with me in the work 
setting.

17

Provide Technical Assistance 
Crafting Questions & Rating Criteria

Crafting questions through a diversity lens:
• Ask:

– Do our questions evaluate currency of 
knowledge?

– Do our questions evaluate global knowledge?

– Do our questions evaluate skills and abilities?

– What form of question is best for this factor?

Open?

 Hypothetical?

18

Provide Technical Assistance 
Crafting Questions & Rating Criteria

--Exercise--
Develop 1 question for a position of your 
choice that:
 Is designed to elicit job-related information about 

the candidate’s knowledge, skills and/or abilities; 

Assesses a job-related attribute that gives 
consideration to current, updated, global or other 
KSAs; and

Gives you insight into what makes this candidate 
unique.



7

Diversity Hiring in Practice The Role of the EEO West Valley Mission 
Community College District
West Valley-Mission Community College District | June 4, 2019
Presented by: Laura Schulkind

© 2019 All rights reserved | www.lcwlegal.com

19

Provide Technical Assistance 
Crafting Questions & Rating Criteria

--Exercise--
Develop 1 question for a position of your 
choice that:
 Is designed to elicit information about the 

candidate’s knowledge, skills and/or abilities; 

Assesses the candidate’s sensitivity to the diversity 
of community college students; and

Gives you insight into the candidates (job related) 
creativity and/or problem-solving skills

20

Facilitate Open-Mindedness & 
Curiosity

• Cultural competence/humility is proactive
– Find common ground

– Model active listening

• Maintain focus on job-relatedness

• Maintain focus on content of responses

• Keep external knowledge out of 
committee the rating process

21

Prevent Impacts of Unconscious  
Bias on Decision Making

Reduce defensiveness—we were born 
this way…
• We Evolved to Be Biased

– Humans make decisions based on what is 
safe or not safe.

– In past, determining what was coming at you 
was a life/death decision.

– Our “danger detector” is unconscious hard-
wired, and necessary for survival
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Prevent Impacts of Unconscious  
Bias on Decision Making

Increase understanding—what is 
unconscious bias?
• Past experiences and current perceptions drive 

our perspectives and our actions 

• Under stress or pressure, we gravitate even 
more strongly toward our unconscious bias

23

Prevent Impacts of Unconscious  
Bias on Decision Making

Heighten Awareness—Unconscious Bias 
in the Hiring Context:
• I’m Okay; You’re Biased

– People underestimate the influence that self-
interest has on their own judgments.

– People overestimate the influence that self-
interest has on other people’s judgments.

24

Prevent Impacts of Unconscious  
Bias on Decision Making

Heighten Awareness—Unconscious Bias in 
the Hiring Context:
• Confirmation bias

– The tendency to hear information in a manner that 
confirms what we already believe

• Affinity bias
– The tendency to prefer those that remind us of ourselves

• Availability Heuristic
– You tend to trust your own experience and knowledge 

even if these go against new information that is 
presented.
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Prevent Impacts of Unconscious  
Bias on Decision Making

Heighten Awareness—Unconscious Bias 
in the Hiring Context:
• Beauty Bias

– If we perceive someone to be attractive, we tend to give 
them the benefit of the doubt, trust them, etc. 

• Anchoring
– The tendency to rely to heavily on one piece of 

information when making decisions.

26

Prevent Impacts of Unconscious  
Bias on Decision Making

Heighten Awareness—Unconscious Bias 
in the Hiring Context:
• Bandwagon effect

– The tendency to do (or believe) things because 
many other people do (or believe) the same 
thing

• Negativity Effect

– The tendency to allow things that are negative 
to have a more significant effect than things that 
are positive or neutral

27

Two Tables Exercise
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Addressing Unconscious Bias

Increase Willingness to Examine Own 
Behavior
• Members monitor reactions to the candidates

– What is the basis for my positive/negative reaction?

– Is my reaction grounded in the content of the 
candidate’s performance?

– Am I reacting to what this [question/exercise] was 
intended to measure?

– Is my reaction disproportionate to the response? 

– Is my reaction consistent with my reaction to similar 
responses from other candidates?

29

Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:
• Committee member proposes question: 

“when did you graduate from college”

30

Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:

• Candidate looks down at his hands and 
doesn’t make eye contact during interview. 
Committee member rates all responses low 
because she “didn’t trust him”
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Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:
• Candidate has heavy accent, committee 

member says “can’t understand what she’s 
saying—how can this person possibly 
teach?” and gives lower ranking on 
answers

32

Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:

• Candidate arrives late, committee member 
wants to “penalize” in some fashion

• Candidate who arrives late says, while 
patting abdomen: “sorry, my medical 
appointment ran long. Since I’m over 40 
we’re being extra careful with this one.”

33

Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:
• Committee selects strong candidate for interview, 

over objections of one member. The member tells 
you she knows candidate resigned from last 
position to avoid being fired. 
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Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:

• Reviewing the rating forms, you see one member 
who rated the only female candidate lower than all 
other candidates on all questions, and far lower 
than other members rated her.

35

Recognize & Address Bias and 
Procedural Violations

For discussion, how do you handle:
• A current adjunct has received an interview for a 

tenure track position. 
– One committee member wrote him a recommendation 

for another college, and the candidate included it in 
the application.

– One committee member thinks he his a terrible writer 
and is “sure” someone helped him with the written 
answers. “This just doesn’t sound like Bob”. 

Practice tip: focus on elimination of bias in the 
process, not the people
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Advocate Symplicity
GME

Grievance Management Edition Training for WVMCCD Employees

Implementation and Training Team: Ryan Ng, Prachi Samant & Paul Williams



Zoom 
Environment & 
Housekeeping

• Participants will be muted 
upon entry. 

• To ask questions use the raise 
your hand tab by clicking on 
reactions or unmute to ask or 
type your question in the chat 
box.



Preparing for next 12 months

Mental Health

Increase in 
support requests

Managing 
critical incidents

Early 
Intervention

• Student wellbeing and social 
isolation

• Student retention and student 
satisfaction

• Coordinate large scale response 
and action plans

• Managing your student support 
services



Key objectives

REMOVING BARRIERS 
AND NORMALIZING 

HELP-SEEKING

STUDENT-CENTERED 
SUPPORT AND CARE

PROCESS REVIEW AND 
EFFICIENCIES

WORKFLOWS AND 
ACTION PLANS

RECORD-KEEPING AND 
CONFIDENTIALITY



Advocate System Fundamentals

The Basics:
• Developed and released in 2005

• Service over 350 institutions globally 
for Case Management

• Infrastructure is hosted in AWS

• Backed by large team of System 
Admins, Developer & Design, 
Roadmap & Quality Assurance, 
Product Support, and Client Success 
teams that service a whole suite of 
Higher Education Software

• Executive Headquarters in Arlington, 
VA 

What Advocate Does Well:
• Modern and intuitive User Interface

• One Stop Shop for a Variety of Case 
Management Needs in one system

• Stable and Secure Infrastructure

• Multi Level Support Apparatus

• Client facing Configuration and Reporting

• User Directed/Focus Roadmap

• Separate Solutions for Employee/Staff 
and Student Case Work (GME=Grievance 
Management Edition)



WVMCCD Advocate GME Project Overview

Commenced October 2019

Implementation and Testing Spring 2020

Go Live July 2020

All three report type forms
Public Incident Report

Care Report

Title IX Report



Advocate GME Current Status

30 Advocate System Administrators
Student/Employee Wellbeing

Online Reporting

Complaints, Appeals & Discipline

Over 35 reports to day-district-wide reporting for students, employees, 
community members

Strong engagement from Student Services, Campus Safety, Student Health, Risk & 
Compliance, operational support from IS services

Weekly data integration with Banner



Advocate 
GME is a 
trusted 
solution for:

Student conduct

Title IX

Behavioral intervention management

Key Benefits

On-demand, online reporting

Improved communication and timely information

Campus Safety and Security



GME 
administration

• Streamline case management and reporting

• Be proactive

• Harness important data

• Create workflows



Three Report 
Types

• Public incident report

• Care report

• Title IX report

https://www.wvm.edu/services/hr/
Pages/default.aspx#Tab6

https://www.westvalley.edu/servi
ces/index.html

https://missioncollege.edu/gen
_info/info_and_disclosures/rep
ort_an_incident.html

https://www.wvm.edu/services/hr/Pages/default.aspx#Tab6
https://www.westvalley.edu/services/index.html
https://missioncollege.edu/gen_info/info_and_disclosures/report_an_incident.html


o Public Incident Form: To 
be completed for incidents 
of concern involving 
students, campus 
personnel, or community 
members. All incidents 
relating to code of 
conduct, academic 
dishonesty, or any other 
incidents of concern 
should be reported via this 
form.

o CARE Incident Form: This report is for Staff and Faculty to report 
students who may be impacted by mental health or well-being 
issues. Submission of this report does not mean the student 
violated any code of conduct. This report will be provided to the 
WVC or MC Behavioral Intervention Teams (BIT) to provide the 
full array of services to students dealing with challenges. The 
purpose of BIT is to assess circumstances, enhance 
communication, and initiate appropriate responses to specific 
behavioral problems that may involve threats to the safety and 
security of the campus community. The team coordinates a 
network of existing resources, focused on prevention and early 
intervention.

o Title IX Incident Form: To be completed if there are incidents of concern relating to sexual 
harassment; sex discrimination; sexual assault; domestic violence; discrimination based on gender 
identity; stalking; or other types of sexual misconduct.

https://wvm-gme-advocate.symplicity.com/public_report/index.php/pid274465
https://wvm-gme-advocate.symplicity.com/care_report/index.php/pid550490
https://wvm-gme-advocate.symplicity.com/titleix_report/index.php/pid877156


Advocate 
Symplicity GME 
System 
Organization

Public Incident Report: https://wvm-gme-

advocate.symplicity.com/public_report/

Care Report: https://wvm-gme-

advocate.symplicity.com/care_report/

Title IX Report : https://wvm-gme-

advocate.symplicity.com/titleix_report/

Users

Student Services

Behavioral Intervention Teams

Title IX Coordinators

System Administrators
District  
Human 

Resources

Mission 
College

Students Staff Community

West Valley 
College

Students Staff Community

Incident

Care

Title IX

https://wvm-gme-advocate.symplicity.com/public_report/
https://wvm-gme-advocate.symplicity.com/care_report/
https://wvm-gme-advocate.symplicity.com/titleix_report/


-District Human Resources
-Mission College Student Services & BIT, Title IX Coordinators
-West Valley College Student Services & BIT, Title IX 
Coordinators

• District Advocate Contacts: Paul Williams, Ryan Ng, Prachi 
Samant

• Mission College: Vice President of Student Services, Omar 
Murillo and Dean of Student Services, Richard Alfaro

• West Valley College: Interim Vice President of Student 
Services, Debra Griffith, Acting Dean of Students, Mae Conroy



Email Confirmation Types



Upcoming Advocate GME Training

• Training Formats
• Webinar

• Video Tutorials:

1. General Orientation to Advocate:

https://urldefense.proofpoint.com/v2/url?u=https-3A__transcripts.gotomeeting.com_-3Futm-5Fsource-3DrecordingReadyNotification-26utm-5Fmedium-3Demail-23_s_c98035a39b3f81ce187d8e13a99682c84a70408ca7b3d5cba03876de2590b151&d=DwMFAg&c=tfV1y7VjMpp2c1x3NJOKE90M8g-mEaV1iV68RN7jMhE&r=3lFTAI8VlUZTz9B5gweYZoUKgOHC7rGNt17NLFmbgv8&m=vT8tWJ00Xc9tSQTORGs5KwWcTifMy9-cKTVGtXPnS70&s=A2hyQB8hagR9_CxDfBfRsyJcf1sXCyul7SPeUgZb-PY&e=


Advocate GME Webinar Training Dates

• Advocate GME Webinar Training Dates:
• Session # 1 September 21, 2020 from 10am-11am
• Register in advance for this meeting:
• https://cccconfer.zoom.us/meeting/register/tJIvc-ygrz8iE9K_5germS6g2ZCUelrY3dB7 
•
• Session # 2 September 21, 2020 from 1-2pm
• Register in advance for this meeting:
• https://cccconfer.zoom.us/meeting/register/tJ0tcuuvqjIpGdRcLbLGI61ScWLbozDg2iUR

Session # 3 September 22, 2020 from 10-11am
• Register in advance for this meeting:
• https://cccconfer.zoom.us/meeting/register/tJ0vc-ypqTwoE93CalElUPyOhRSGNMpSIXP4
• Session # 4 September 22, 2020 from 3-4pm
• Register in advance for this meeting:
• https://cccconfer.zoom.us/meeting/register/tJAvcu6urDkvHtYQ4pWJ06k2d8JnK16nUKaR
• Session # 5 September 23, 2020 from 10-11am
• Register in advance for this meeting:
• https://cccconfer.zoom.us/meeting/register/tJIrcOyhrzsrE90hZKWguky-uG3zaW9QLB0D
• Session # 6 September 23, 2020 from 3-4pm
• Register in advance for this meeting:

• https://cccconfer.zoom.us/meeting/register/tJMuceivqTMqEtwPwhMNQJMJoZJT9fKCmKat

https://cccconfer.zoom.us/meeting/register/tJIvc-ygrz8iE9K_5germS6g2ZCUelrY3dB7
https://cccconfer.zoom.us/meeting/register/tJ0tcuuvqjIpGdRcLbLGI61ScWLbozDg2iUR
https://cccconfer.zoom.us/meeting/register/tJ0vc-ypqTwoE93CalElUPyOhRSGNMpSIXP4
https://cccconfer.zoom.us/meeting/register/tJAvcu6urDkvHtYQ4pWJ06k2d8JnK16nUKaR
https://cccconfer.zoom.us/meeting/register/tJIrcOyhrzsrE90hZKWguky-uG3zaW9QLB0D
https://cccconfer.zoom.us/meeting/register/tJMuceivqTMqEtwPwhMNQJMJoZJT9fKCmKat


Other News 
& Notes

System Update Jan 10, 2021!

• Release notes for details

• Brings on board incident 
actions, reporting 
enhancements, and 
more

• Input questions, or 
issues to the Support 
Help Desk.

Future Webinar Schedule

• Nov 13, 2020: Case 
Referral Network Tool

• Jan 25, 2021: Interim 
Actions, Alternative 
Resolutions

• Feb 5, 2021: Appeals

• March 18, 2021 Spring 
Cleaning

• May 20, 2021 Student 
Interface Setup




