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�x Disability and genetic information (including family medical history) 
�x Ethnicity 
�x Familial or marital status 
�x National origin (including ancestry) 
�x Political belief or affiliation 
�x Pregnancy or related conditions 
�x Race 
�x Religion 
�x Sex  
�x Veteran or military status (including disabled veteran, recently separated veteran, active-

duty, wartime, or campaign badge veteran, and Armed Forces Service Medal veteran) 
�x or any other protected characteristic under applicable local, state, or federal law, 

including protections for those opposing discrimination or participating in any grievance 
process within the institution, with the Equal Employment Opportunity Commission, 
and/or other human/civil rights agency. 

 
This Policy covers nondiscrimination in both employment and access to educational 
opportunities. Therefore, any member of the University of Detroit Mercy community whose acts 
deny, deprive, unreasonably interfere with or limit the education or employment, and/or social 
access, benefits, and/or opportunities of any member of the University of Detroit Mercy 
community, guest, or visitor on the basis of that person’s actual or perceived protected 
characteristic(s), is in violation of this Policy.  
 
University of Detroit Mercy will promptly and effectively address any such discrimination of 
which it has Notice using the resolution processes in the Nondiscrimination Procedures.  
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community for information about the University’s Nondiscrimination Policy and Procedures and 
related matters. 
 
The University has also appointed a Nondiscrimination Team, which includes Human Resources 
professionals as well as Deputy Title IX Coordinators, to assist in coordinating the University’s 
compliance with federal, state, and local civil rights laws and ordinances.  Appendix B lists the 
Nondiscrimination Team. 
 
Collectively, these individuals are responsible for providing comprehensive nondiscrimination 
education and training; coordinating the University’s timely, thorough, and fair response, 
investigation, and resolution of all alleged prohibited conduct under this Policy; and monitoring 
the effectiveness of this Policy and related procedures to ensure an education and employment 
environment free from discrimination, harassment, and retaliation. 
 
University of Detroit Mercy recognizes that allegations under this Policy may include multiple 
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Phone: (800) 368-1019 
TDD: (800) 537-7697 
Email: OCRMail@hhs.gov 
Web: https://www.hhs.gov/ocr 
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�x Education to the institutional community or community subgroup(s) 
�x Altering campus housing assignment(s) 
�x Altering work arrangements for employees or student-employees 
�x Safety planning 
�x Providing campus safety escorts 
�x Implementing contact limitations (no contact orders) between the Parties 
�x Academic support, extensions of deadlines, or other course/program-related 

adjustments 
�x Trespass or Persona Non Grata (PNG) orders 
�x Timely warnings 
�x Class schedule modifications, withdrawals, or leaves of absence 
�x Increased security and monitoring of certain areas of the campus  
�x Any other actions deemed appropriate by the Title IX Coordinator 

 
Violations of no contact orders or other restrictions may be referred to appropriate student or 
employee conduct processes for enforcement or added as collateral misconduct allegations to 
an ongoing Complaint under this Policy. 
 
The Parties are provided with a timely opportunity to seek modification or reversal of the 
University’s decision to provide, deny, modify, or terminate supportive measures applicable to 
them. A request to do so should be made in writing to the Director. An impartial employee other 
than the employee who implemented the supportive measures, who has authority to modify or 
reverse the decision, will determine whether to provide, deny, modify, or terminate the 
supportive measures if they are inconsistent with the definition of supportive measures in § 
106.2 of the federal Title IX Regulations.  
 
Online Harassment and Misconduct 
 
University of Detroit Mercy policies are written and interpreted broadly to include online 
manifestations of any of the behaviors prohibited below, when those behaviors occur in or have 
an effect on the University’s education program and activities, or when they involve the use of 
University networks, technology, or equipment.  
 
Although University of Detroit Mercy may not control websites, social media, and other venues 
through which harassing communications are made, when such communications are reported to 
University of Detroit Mercy, it will engage in a variety of means to address and mitigate the 
effects.  
 
Prohibited Conduct 
 
Students and employees are entitled to an employment and educational environment that is free 
of discrimination, harassment, and retaliation. This Policy is not meant to inhibit or prohibit 
educational content or discussions inside or outside of the classroom that include germane but 
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controversial or sensitive subject matters protected by academic freedom. The sections below 
describe the specific forms of legally prohibited discrimination, harassment, and retaliation that 
are also prohibited under University Policy. 
 
All offense definitions below encompass actual and/or attempted offenses. 
 
Any of the following offenses can be charged as or combined as pattern offenses, in which case 
the Notice of Investigation and Allegation (NOIA) will clearly indicate that both individual 
incidents and a pattern of conduct are being investigated. A pattern may exist and be charged 
when there is a potential substantial similarity to incidents where the proof of one could make it 
more likely that the other(s) occurred, and vice-versa. Patterns may exist based on target 
selection, similarity of offense, or other factors. Where a pattern is found, it can be the basis to 
enhance sanctions accordingly. 
 
Violation of any other University of Detroit Mercy policies may constitute discrimination or 
harassment when motivated by actual or perceived protected characteristic(s), and the result is 
a limitation or denial of employment or educational access, benefits, or opportunities.  
 

Discrimination 
 

Discrimination is different treatment with respect to an individual’s employment or 
participation in an education program or activity based, in whole or in part, upon the 
individual’s actual or perceived protected characteristic. Discrimination also includes 
allegations of a failure to provide reasonable accommodations as required by law or 
policy, such as for disability, religion, or creed.  
 
Discrimination can take two primary forms: 
 

1) Disparate Treatment Discrimination: 
o Any intentional differential treatment of a person or persons that is based 

on an individual’s actual or perceived protected characteristic and that:  
�ƒ Excludes an individual from participation in; 
�ƒ Denies the individual benefits of; or 
�ƒ Otherwise adversely affects a term or condition of an individual’s 

participation in a University program or activity. 
 

2) Disparate Impact Discrimination: 
o Disparate impact occurs when policies or practices that appear to be 

neutral unintentionally result in a disproportionate impact on a protected 
group or person that:  

�ƒ Excludes an individual from participation in; 
�ƒ Denies the individual benefits of; or 
�ƒ Otherwise adversely affects a term or condition of an individual’s 

participation in a University program or activity. 
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Discriminatory Harassment 

�x unwelcome conduct on the basis of actual or perceived protected 
characteristic(s), that 

�x based on the totality of the circumstances, 
�x is subjectively and objectively offensive, and 
�x is so severe or pervasive, 
�x that it limits or denies a person’s ability to participate in or benefit from the 

University’s education program or activity  
 

Sex-based Harassment (Applicable under Title IX, Title VII, and the Fair Housing Act) 
 

Sex-based Harassment is a form of sex discrimination and means sexual harassment 
and other harassment on the basis of sex, including sex stereotypes, sex 
characteristics, pregnancy or related conditions, sexual orientation, and gender 
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Any sexual act, including Rape, Sodomy, Sexual Assault with an Object, or Fondling 
directed against another person, without the consent of the victim, including 
instances where the victim is incapable of giving consent; also unlawful sexual 
intercourse.1  
 

a. Rape: 
o Penetration,  
o without the consent of the Complainant, 
o including instances where the Complainant is incapable of giving 

consent 
�ƒ because of their age or  
�ƒ because of their temporary or permanent mental or physical 

incapacity  
 

b. Sodomy 
o Oral or anal penetration  
o Of the Complainant by the Respondent 
o without the consent of the Complainant,  
o including instances where the Complainant is incapable of giving 

consent  
�ƒ because of their age or  
�ƒ because of their temporary or permanent mental or 

physical incapacity  
 

cx Tc 0 Tw 16.76aji5 -1.22 T Td
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o intentionally for a sexual purpose 
o without the consent of the Complainant, including instances where 

the Complainant is incapable of giving consent  
�ƒ because of their age or  
�ƒ because of their temporary or permanent mental incapacity 

or physical incapacity. 
 

e. Incest: 
o Nonforcible sexual intercourse between persons who are related 

to each other 
o within the degrees wherein marriage is prohibited by Michigan law.  

 
f. Statutory Rape: 

o Nonforcible sexual intercourse with a person  
o who is under the statutory age of consent in Michigan. 

 
4) Dating Violence:  

�x Violence committed by a Respondent, 
�x   
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�ƒ the safety of others; or 
�ƒ suffer substantial emotional distress. 

 
Sanction Ranges 
 

The range of sanctions for the offenses detailed in this policy is warning through dismissal 
or termination. Sanctions can be assigned outside this range based on aggravating or 
mitigating circumstances, or the cumulative conduct record of the Respondent. 

. 
Sexual Misconduct 

  
7) Sexual Exploitation:2  

�x an individual taking non-consensual or abusive sexual advantage of another, 
that does not constitute Sex-based Harassment as defined above. 

�x for their own benefit or for the benefit of anyone other than the person being 
exploited. 

 
Examples of Sexual Exploitation include, but are not limited to: 

�ƒ Sexual voyeurism (such as observing or allowing others to observe a 
person undressing or using the bathroom or engaging in sexual acts, 
without the consent of the person being observed) 

�ƒ Invasion of sexual privacy (e.g., doxxing) 
�ƒ Knowingly making an unwelcome disclosure of (or threatening to disclose) 

an individual's sexual orientation, gender identity, or gender expression 
�ƒ Taking pictures, video, or audio recording of another in a sexual act, or in 

any other sexually related activity when there is a reasonable expectation 
of privacy during the activity, without the consent of all involved in the 
activity; including the making or posting of non-consensual pornography 

�ƒ Prostituting another person 
�ƒ Engaging in sexual activity with another person while knowingly infected 

with human immunodeficiency virus (HIV) or a sexually transmitted 
disease (STD) or infection (STI), without informing the other person of the 
virus, disease, or infection 

�ƒ Causing or attempting to cause the incapacitation of another person 
(through alcohol, drugs, or any other means) for the purpose of 
compromising that person’s ability to give consent to sexual activity, or for 
the purpose of making that person vulnerable to non-consensual sexual 
activity 

�ƒ Misappropriation of another person’s identity on apps, websites, or other 
venues designed for dating or sexual connections (e.g., spoofing) 

                                                      
2 This offense is not classified under Title IX as “Sex-based harassment,” but it is included here in this Policy as a 
tool to address a wider range of behaviors.  
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�ƒ Forcing a person to take an action against that person’s will by threatening 
to show, post, or share information, video, audio, or an image that depicts 
the person’s nudity or sexual activity 

�ƒ Knowingly soliciting a minor for sexual activity 
�ƒ Engaging in sex trafficking 
�ƒ Knowingly creating, possessing, or disseminating child sexual abuse images 

or recordings 
�ƒ Creating or disseminating synthetic media, including images, videos, or 

audio representations of individuals doing or saying sexually-related things 
that never happened, or placing identifiable real people in fictitious 
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Incapacitation is a state where a person is incapable of giving consent. An 
incapacitated person cannot make rational, reasonable decisions because they 
lack the capacity to give knowing/informed consent (e.g., to understand the “who, 
what, when, where, why, and how” of their sexual interaction). A person cannot 
consent if they are unable to understand what is happening or are disoriented, 
helpless, asleep, or unconscious for any reason, including because of alcohol or 
other drug consumption.  
 
This Policy also covers a person whose incapacity results from a temporary or 
permanent physical or mental health condition, involuntary physical restraint, 
and/or the consumption of incapacitating substances. 
 

Consensual Relationships 
 

A. In General: There are special risks in any sexual or romantic relationship between 
individuals in inherently unequal positions of power. In the University context, such 
positions include but are not limited to teacher and student, supervisor and employeeon.
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whether it is more likely than not, based upon the available information at the time of the 
decision, that the Respondent is responsible for the alleged Policy violation(s).  
 
Notice of Discrimination, Harassment, or Retaliation 
 
A Report provides notice to University of Detroit Mercy of an allegation or concern about 
discrimination, harassment, or retaliation and provides an opportunity for the Director to provide 
information, resources, and supportive measures. A Complaint provides notice to the University 
that the Complainant would like to initiate an investigation or other appropriate resolution 
procedures. A Complainant or individual may initially make a Report and may decide at a later 
time to make a Complaint. Reports or Complaints of discrimination, harassment, and/or 
retaliation may be made using any of the following options: 
 

1) File a Complaint with, or give Notice directly to, the Director or to any member of the 
Nondiscrimination Team. Such Notice may be made at any time by using the telephone 
number, email address, or by mail to the office of the Director or any other 
Nondiscrimination Team member listed in this Policy.  
 

2) Submit online Notice using this reporting form. Anonymous Notice is accepted, but the 
Notice may give rise to a need to try to determine the Parties’ identities. Anonymous 
Notice typically limits the Recipient’s ability to investigate, respond, and provide 
remedies. 

 
R
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designated by the University as Confidential Resources are not required to report actual 
or suspected discrimination, harassment, or retaliation in a way 
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�x Local or state assistance agencies  
�x Clergy/Chaplains 
�x Attorneys 

 
Disability-based Grievances and Complaints 
 
Grievances related to provision of disability accommodations are addressed using the procedures 
listed on the Student Accessibility Services website. However, allegations of discrimination on the 





 21



 22 

Certain institutional officials (those deemed Campus Security Authorities) have a duty to report 
the following for federal statistical reporting purposes (Clery Act): 
 

1) All “primary crimes,” which include criminal homicide, sexual assault, robbery, aggravated 
assault, burglary, motor vehicle theft, and arson 

2) Hate crimes, which include any bias-motivated primary crime as well as any bias-
motivated larceny or theft, simple assault, intimidation, or 
destruction/damage/vandalism of property 

3) Violence Against Women Act (VAWA-based crimes), which include sexual assault, 
domestic violence, dating violence, and stalking 

4) Arrests and referrals for disciplinary action for weapons law violations, liquor law 
violations, and drug law violations 

 
All personally identifiable information is kept private, but statistical information regarding the 
type of incident and its general location (on- or off-campus or in the surrounding area, but no 
addresses are given) must be shared with the Department of Public Safety for publication in the 
Annual Security Report and daily campus crime log.  
 
Independence and Conflicts of Interest 
 
The Director acts with independence and authority, free from bias and conflicts of interest. The 
Director oversees all resolutions under this Policy and these procedures. Individuals involved in 
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This Policy is effective August 1, 2024. 
 

RESOLUTION PROCESS AND PROCEDURES FOR ALLEGED VIOLATIONS OF NONDISCRIMINATION 
POLICY 

Overview 
 
University of Detroit Mercy will act on any Notice, Complaint, or Knowledge of a potential 
violation of the Nondiscrimination Policy (“the Policy”) that is received by the Director or any 
other member of the Nondiscrimination Team by applying the Resolution Process below.  
 
The procedures below apply to all allegations of discrimination on the basis of an actual or 
perceived protected characteristic, harassment, retaliation, or Other Prohibited Conduct as 
involving students, employees, or third parties.  
 
Notice/Complaint 
 
Upon receipt of Notice, a Complaint, or Knowledge of an alleged Policy violation, the Director or 
a designee will initiate a prompt initial evaluation to determine the University’s next steps. The 
Director or designee will contact the Complainant to offer supportive measures, provide 
information regarding resolution options, and determine how they wish to proceed.  
 
Collateral Misconduct 
 
Collateral misconduct is defined to include potential violations of other University of Detroit 
Mercy policies not incorporated into the Nondiscrimination Policy that occur in conjunction with 
alleged violations of the Policy, or that arise through the course of the investigation, for which it 
makes sense to provide one resolution for all charges. Thus, the collateral allegations may be 
charged along with potential violations of the Policy, to be resolved jointly under these 
Procedures. In such circumstances, the Director may consult with University officials who 
typically oversee such conduct to solicit their input as needed on what charges should be filed, 
but the exercise of collateral charges under these procedures is within the discretion of Director. 
All other allegations of misconduct unrelated to incidents covered by the Policy will typically be 
addressed separately through procedures described in the student and employee handbooks. 
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Dismissal 
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of other forms of discrimination not on the basis of sex are subject to interim suspension, which 
can be imposed for safety reasons.  
 
When an emergency removal or interim suspension is imposed, wholly or partially, the affected 
student will be notified of the action, which will include a written rationale, and the option to 
challenge the emergency removal or interim suspension within two (2) business days of the 
notification. Upon receipt of a challenge, the Director or a designee will meet with the student 
as soon as reasonably possible thereafter to allow them to show cause why the removal/action 
should not be implemented or should be modified.  
 
Placing an Employee on Leave 
 
When the Respondent is an employee, existing Human Resources processes for interim action 
are typically applicable instead of the above emergency removal process.  
 
Counter-Complaints 
 
University of Detroit Mercy is obligated to ensure that the resolution process is not abused for 
retaliatory purposes. Although the University permits the filing of Counter-
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investigation progresses and more information becomes available regarding the addition or 
dismissal of various allegations.  
 
The NOIA typically includes: 
 

�x A meaningful summary of all allegations 
�x The identity of the involved Parties (if known) 
�x The precise misconduct being alleged 
�x The date and location of the alleged incident(s) (if known) 
�x The specific policies/offenses implicated 
�x A description of, link to, or copy of the applicable procedures 
�x A statement that the Parties are entitled to an equal opportunity to access the relevant 

and not otherwise impermissible evidence 
�x A statement that the University of Detroit Mercy presumes the Respondent is not 

responsible for the reported misconduct unless and until the evidence supports a 
different determination 

�x A statement that retaliation is prohibited  
�x A statement that the Parties may have an Advisor of their choice who may accompany 

them through all steps of the Resolution Process 
�x Detail on how a party may request disability accommodations during the Resolution 

Process 
 
Notification will be emailed to the Parties’ University-issued email or designated accounts. Once 
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them on the progress and timing of the process. Interim and/or supportive measures will remain 
in place for the duration of the Resolution Process, including any extensions or delays. 
 
Ensuring Impartiality 
 
Any individual materially involved in the administration of the Resolution Process, including the 
Director, Investigator(s), and Decision-maker(s), may neither have nor demonstrate a conflict of 
interest or bias for a party generally, or for a specific Complainant or Respondent. 
 
The Director will vet the assigned Investigator(s), Decision-maker(s), and Appeals officers for 
impartiality by ensuring there are no actual or apparent conflicts of interest or disqualifying 
biases. At any time during the Resolution Process, the Parties may raise a concern regarding bias 
or conflict of interest, and the Director will determine whether the concern is reasonable and 
supportable. If so, another individual will be assigned, and the impact of the bias or conflict, if 
any, will be remedied. If the source of the conflict of interest or bias is the Director, concerns 
should be raised with the Provost and Vice President for Academic Affairs. 
 
Interview Recording 
 
For allegations of sex-based harassment involving a student Complainant or Respondent using 
the Administrative Resolution Process, the Investigator(s) will record all interviews. The Parties 
may review copies of their own interviews, upon request. No unauthorized audio or video 
recording of any kind is permitted during investigation meetings. The recording and/or transcript 
of those meetings will be provided to the Parties for their review, after which the Parties may 
pose additional q
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�x Evidence that relates to the complainant’s sexual interests or prior sexual conduct, unless 
evidence about the complainant’s prior sexual conduct is offered to prove that someone other 
than the respondent committed the alleged conduct or is evidence about specific incidents of 
the complainant’s prior sexual conduct with the respondent that is offered to prove consent to 
the alleged sex-based harassment. The fact of prior consensual sexual conduct between the 
complainant and respondent does not by itself demonstrate or imply the complainant’s consent 
to the alleged sex-based harassment or preclude determination that sex-based harassment 
occurred. 
 
Respondent Admits Responsibility 
 
At any point in the proceedings, if a Respondent elects to admit to the charged violations and 
waive further process, the Decision-maker is authorized to accept that admission, adopt it as 
their finding/final determination, and administer sanctions. This would also waive all rights to 
appeal for the Respondent. If the Respondent rejects the finding/final determination/sanctions, 
or does not admit to all conduct charged, the Resolution Process continues to its conclusion. 
 
Investigation  
 
All investigations are adequate, thorough, reliable, impartial, prompt, and fair. They involve 
interviews with all relevant Parties and witnesses, obtaining relevant evidence, and identifying 
sources of expert information, as necessary.  
 
The University may consolidate Complaints against more than one Respondent, or by more than 
one Complainant against one or more Respondents, when the allegations arise from the same 
facts or circumstances or implicate a pattern, collusion, and/or other shared or similar actions.  
 
Administrative Resolution Process 
 
The Administrative Resolution Process is used for Complaints of discrimination on the basis of 
protected characteristics, harassment, retaliation, and Other Prohibited Behaviors (as defined in 
Policy) or when Alternative Resolution is either not elected or is unsuccessful.  
 
The Administrative Resolution Process relies on an investigation and all relevant evidence to 
make a finding and determine sanctions, if applicable. The University makes a good faith effort 
to complete the Administrative Resolution Process within a reasonably prompt timeframe, 
typically thirty to sixty (30-60) business days from the conclusion of the investigation. The Parties 
will be updated regularly and notified of any significant delays or deviations from the stated 
timeline.
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When the Administrative Resolution Process is used to resolve Complaints of sex-based 
harassment involving a student Complainant or student Respondent, the investigation report and 
all relevant evidence will be provided to a Decision-maker who is not the Investigator who will 
review the report, question parties and witnesses in individual meetings, and make a finding and 
determine sanctions, if applicable.  
 
After reviewing the investigation report, the Decision-maker will question Parties and witnesses 
to adequately assess a Party’s or witness’s credibility to the extent credibility is both in dispute 
and relevant to evaluating one or more allegations of sex-based harassment. The process for 
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�x 
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2) New evidence that would change the outcome and that was not reasonably 
available at the time the determination regarding responsibility or dismissal was 
made 

3) The Director, Investigator(s), or Decision-maker(s) had a conflict of interest or bias 
for or against Complainants or Respondents generally or the specific Complainant 
or Respondent that would change the outcome 

4) The final determination is substantially contrary to the weight of the evidence in 
the record  

 
Request for Appeal 

 
Any party may submit a written request for appeal (“Request for Appeal”) to the Director 
within five (5) business days of the delivery of the Notice of Outcome. 

 
The Request for Appeal will be forwarded to the Appeal Decision-maker for consideration 
to determine if the request meets the grounds for appeal. This is not a review of the 
merits of the appeal, but solely a determination as to whether the request could 
reasonably be construed to meet the grounds and is timely filed. 
 
Appeal Determination Process 
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Failure to abide by the sanction(s)/action(s) imposed by the date specified, whether by refusal, 
neglect, or any other reason, may result in additional sanction(s)/action(s), including suspension, 
expulsion, and/or termination from the University.  
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If governing laws or regulations change, or court decisions alter, the requirements in a way that 
impacts this document, this document will be construed to comply with the most recent 
governing laws or regulations or court holdings.  
 
This document does not create legally enforceable protections beyond the protections of the 
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APPENDIX A: DEFINITIONS 
 

The following definitions apply to the Nondiscrimination Policy and Procedures: 
 

�x Advisor. Any person chosen by a party, or appointed by the institution, who may 
accompany the party to all meetings related to the Resolution Process and advise the 
party on that process.  
 

�x Director. The person with primary responsibility for overseeing and enforcing the 
Nondiscrimination Policy and Procedures. As used in these policies and procedures, the 
“Director” also includes their designee(s).  
 

�x Alternative Resolution. A resolution agreed to by the Parties and approved by the 
Director that occurs prior to a Final Determination in the Resolution Process. 

�x Appeal Decision-maker. The person or panel who accepts or rejects a submitted appeal 
request, determines whether any of the grounds for appeal are met, and directs 
responsive action(s), accordingly.  

�x Complainant. A student or employee who is alleged to have been subjected to conduct 
that could constitute discrimination, harassment, or retaliation under the Policy; or a 
person other than a student or employee who is alleged to have been subjected to 
conduct that could constitute discrimination or harassment or under the Policy and who 
was participating or attempting to participate in the University’s education program or 
activity at the time of the alleged discrimination, harassment or retaliation. 

 
�x Complaint. An oral or written request to University of Detroit Mercy that can objectively 

be understood as a request for the University to investigate and make a determination 
about the alleged Policy violation(s). 

�x Confidential Employee.  

o An employee whose communications are privileged or confidential under federal 
or state law. The employee’s confidential status, for purposes of this definition, 
is only with respect to information received while the employee is functioning 
within the scope of their duties to which privilege or confidentiality applies; or 

o 
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�x Protected Characteristic. Any characteristic for which a person is afforded protection 
against discrimination and harassment by law or University Policy. 

�x Relevant Evidence. Evidence that may aid a Decision-maker in determining whether the 
alleged discrimination, harassment, or retaliation occurred, or in determining the 
credibility of the Parties or witnesses. 

�x Remedies. 
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APPENDIX B: NONDISCRIMINATION TEAM 
 
The following individuals comprise University of Detroit Mercy’s Nondiscrimination Team: 
 
Human Resources 
Netina V. Anding-Moore  
Associate Vice President 
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harrisdm@udmercy.edu  
 
Ieisha Humphrey 
Assistant Dean for Student Affairs  
(313) 596-0206  
humphrie@udmercy.edu  
 
Teri Kromrei 
Associate Athletic Director & Senior Woman Administrator  
(313) 575-2199 
kromretl@udmercy.edu  
 
Adrianna Moreno 
Associate Registrar – Dental  
(313) 464-6966  
katsiman@udmercy.edu 
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