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goal for today is to help you understand the Abusive




The University of California is committed to promoting
and maintaining a healthy working environment in

which every individual is treated with respect.

dolicy applies to all employees, including
- dent employees. The policy also
unpaid interns




Violation of the Abusive Conduct policy may result in
remediation, educational efforts, and/or employment

consequences, as outlined in University policies relevant to
overed faculty and staff.

icp rsonnel formal corrective
APM - 016, and APM -




Abusive Conduct is defined as harassing or
threatening behavior that is sufficiently severe,
persistent, or pervasive conduct in the Workplace
that denies, adversely limits, or interferes with a
person’s participation in or benefit from the

ation employmenit or other programs or
niversity.

other intended or




The conduct shall be evaluated taking info account:
the circumstances of the parties
the relationship between the parties (including power imbalance)
the frequency, nature, and severity of the alleged conduct

hether the conduct was physically threatening

be protected as academic freedom or




Faculty and other academic appointees, staff, and students of the University
enjoy significant free speech protections guaranteed by the First Amendment of
the United States Constitution and Article I, Section Il of the California Constitution.

The principles of academic freedom protect freedom of inquiry and research,
freedom of teaching, and freedom of expression and publication.

ight to express views, even in passionate terms,
extends to curriculum and instruction.




The principles of academic freedom protect
freedom of inquiry and research, freedom of
teaching, and freedom of expression and
publication.

PM - 010, Academic Freedom:
op.edu/academic-personnel-




During a patient assessment, a Clinical Professor, Dr. § made a
diagnosis for a patient. Another Clinical Professor, Dr. N, who was
present during rounds, disagreed with the diagnosis and gave a

edically reasonable alternative diagnosis.




Professor M gave a lecture focusing on US
mvolvement in Vietnham and the Gulf of Tonkin
“provocation.” A student, and former Marine,
questioned the Professor’s conclusions about
“provocation” and a lively discussion ensued.




Use of abusive and/or insulting language (written, electronic, or verbal)
Spreading false information and malicious rumors

Behavior, language, or gestures that frighten, humiliate, belittle, or
degrade, including criticism or feedback that is delivered with yelling,
screaming, threats, implicit threats, or insults

ncouraging others to act, singly or in a group, to intimidate or harass

ments about a person’s appearance,
a status,
a manner not




Making unwanted physical contact or encroaching on another
individual's personal space, in ways that would cause discomfort
and unease, in a manner not covered by the University’'s Sexual

Violence and Sexual Harassment policy:
hitps://polic .uco.edu doc/4000385 SVSH

ding Iahng, or marginalizing a person from
egitimate purposes

> individual do tasks




Providing performance appraisals to employees, including
negative appraisals

Delivering constructive criticism
Grading student performance, including negative assessments

Coaching or providing constructive feedback

estricting access to sensitive and confidential
business reasons




Engaging in assertive behavior

Having a disagreement

Making unpopular statements or articulating positions on
controversial issues

Participating in debates and expressing differences of opinion
ic decisions

ion or grievance
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Abuswe Conduct may occur in situations in
Respondent has:




Professor F mistreats department staff, who complain that F freats
them like F’'s own personal servants, expecting them to drop
everything they are doing to help them immediately with

whatever F needs.

d one of the staff for mistakes made in ordering a
nt a long, rage- -filled email to the

or and calling the




Dr. J is the best-funded researcher in your department. Their
prolific research team atiracts a large number of employees
who are dependent on Dr. J for their funding.

rom Dr J's lab asks to meet with you. They allege
heir mentees, has an explosive temper,
ginees of being stupid or
Dr. J routinely




A student and their professor have been engaged
in a discussion over email about an extension for
ssignment deadline.

orth, the Professor
C \ i I nOt




A Jr. Specialist comes to you complaining that their Pl has
been engaging in abusive conduct. They cite arecent 1:1
meeting where the Pl castigated them for their work. This

't the first fime they felt targeted by their Pl in a 1:1
pecialist claims they no longer feels safe or
neir abusive behavior.




An employee may report Abusive Conduct and/or file a grievance or complaint

There is no time limit for submitting an abusive conduct report

No more than 30 business days after receiving a report, the applicable office(s) will make
an initial assessment to determine whether an investigation is warranted

Resolution of alleged Abusive Conduct may take different forms.

Early Resolution:

May be facilitated by a manager, Employee and/or Labor Relations,
Academic Affairs, or Graduate Studies

e facilitating manager/University office will initiate the early resolution
ithin 60-75 business days after initial report assessment

nd timeline for good cause with written




Formal Investigations
The Respondent will be advised of relevant allegations

The mvesh?aﬁon will include interviews with parties and witnesses, as well as
a review of relevant documents

Disclosure will be limited. The University must balance the privacy interests of
d in a report of Abusive Conduct against the need to gather
orocess, cmd stop, prevent, and remedy the

ersity protects people’s privacy to




The lack of a policy violation, does not eliminate the University’s responsibility to resolve the
issues giving rise to the abusive conduct complaint where appropriate. Further action may still
be appropriate and necessary to address the misconduct. In the absence of other policy
violations, depending on the nature of the case, responsive steps could include:

artment chair, or dean




Mandatory Training - for current employees, completion
required within 90 days of issuance (which was on April 17) by

Monday, July 17t

d after April 17 need to complete the training
assigned to them through the




One webpage for filing of all complaints, hosted by central
Human Resources - Employee and Labor Relations, here:
ttps://hr.ucdavis.edu/departments/elr/policies/abusive-

and one form for Health campus,
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APM - 010 (Academic Freedom)

APM - 011 (Academic Freedom, Protection of Professional Standards,
and Responsibilities of Non-Faculty Academic Appointees)

APM - 015 (The Faculty Code of Conduct)

niversity Policy on Faculty Conduct and the Administration of

orrective Action and Dismissal)




Personnel Policies for Staff Members 62, 63, and 64

Personnel Policies for Staff Members-Il 64 (Termination of







