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      September 6, 2019 
 
Dear Colleagues,  
 
Attached for your review and comment is a collection of material intended to assist deans, 
department chairs, and other faculty leaders to create a culture of safety, respect, and inclusivity 
in their units, and respond effectively to allegations of abusive conduct and bullying by faculty. 
Collectively, I expect these documents to provide faculty leaders with guidelines and resources 
for defining and promoting appropriate professional behavior and addressing inappropriate 
behavior by faculty.  We are very interested in your feedback on these first- version draft 
documents.   
 
History and Context for the Proposed Toolkit: 
 
In 2015-2016, the Academic Senate Committee on Privilege and Tenure expressed concerns 
about reports from Senate faculty of incidents of bullying by faculty that did not appear to have 
been satisfactorily resolved. In response, then-Senate Chair Robert Continetti and then-EVC 
Suresh Subramani agreed to form a Senate-Administration workgroup to examine UC San 
Diego’s current policies and processes addressing issues of bullying by faculty.  In 2016-2017, 
then-Senate Chair Kaustuv Roy and then-Interim EVC Peter Cowhey affirmed this agreement 
and established the Senate-Administration Workgroup on Faculty Bullying (“the Workgroup”). 
  
In the completion of its charge, the Workgroup made several recommendations related to 
establishment of new policy, creation of review committees, and development of new 
investigation processes to address allegations of bullying by faculty. However, in the time since 
the Workgroup made its recommendations, we have had the benefit of learning from peer 
campuses who have initiated formal complaint, investigation, and adjudication processes for 
allegations of faculty bullying, and found them to be ineffective at stemming or addressing 
abusive behavior. The experiences of our peers have made it clear that prior to initiating new 
process, we should clearly define bullying, educate the campus community about the standards 
of acceptable conduct, and provide resources to support leaders responding to allegations of 
inappropriate behavior by faculty.   
 
Accordingly, I submit the following: 

• Attachment 1: Guidance from UC San Diego Leadership Regarding Abusive Conduct 
and 
Bullying by Faculty - This document includes definitions for “bullying,” drawn from 
California Assembly Bill 2053, the UC President’s Guidance [link], and on the work of the 
Workgroup  

• Attachment 2:  Toolkit for Chairs and Deans - UCSD Guidelines and steps for Chairs 
and Deans to respond to reports of Inappropriate Faculty Conduct 

• Attachment 3:  Guidance from the President Regarding Staff Abusive Conduct and 
Bullying  

• Attachment 4: The Red Folder - A comprehensive list of campus contacts and resources 
for faculty who may encounter issues related to faculty misconduct  
 

 



Future Plans for Education and Outreach:  
 
In addition to the documentation listed above, we continue the discussion on how faculty 
leadership can address bullying and other types of inappropriate faculty conduct through 
ongoing training and access to resources such as: 
 

• Annual Orientations for Faculty Administrators (Vice Chancellors, Deans, Department 
Chairs, other key administrative roles); 

• An interactive training module dedicated to this topic for presentation at quarterly 
Department Chair Workshops hosted by Academic Personnel Services; 

• An interactive training module dedicated to this topic as core curriculum for the annual 
Faculty Leadership Academy; 

• Specially-designed “APS Learn-at-Lunch” seminars for faculty and Department Chairs, 
and for the staff who support them; 

• Information, Tool Kit and Training Modules added to the Dean’s Exemplar Website and 
Department Chairs’ Toolkit Website housed on the APS Website, with cross-references 
to campus partners. 

• Engagement of Faculty Administrators with the Peer Mediation Program run by EDI and 
the Conflict Resolution programs run by NCRC and Student Life (?) 

• Additional investigative staff to handle the workload in this area in a more timely fashion 
 
It is with the sponsorship of senior campus leadership, the Academic Senate, and the support of 
key administrative offices, that UC San Diego will actively work to create an environment where 
all may thrive and where there is a clear path forward to addressing and stemming bullying 
issues.  
 
 
  Best regards, 

  
                                                    
  Elizabeth H. Simmons 

                                                  Executive Vice Chancellor 
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Guidance from UC San Diego Leadership Regarding Abusive Conduct and Bullying by Faculty 
9/1/2019 

 
 
The University of California, San Diego (“UC San Diego”) is committed to providing a safe, supportive, 
responsive and equitable environment for all employees. The University strives to be a leader as an 
employer and to foster a positive working environment. 
 
In furtherance of these goals and the University’s anti-harassment and anti-discrimination policies, all 
UC San Diego community members are expected to behave in ways that support UC’s Principles of 
Community and Regents Policy 1111 (Statement of Ethical Values and Standards of Ethical Conduct), 
which states that UC is committed to treating each member of the University community with respect 
and dignity.  
 
As part of their duty to advance the mission of the University as an institution of higher learning, faculty 
at UC San Diego are expected to adhere to the highest standards of integrity in teaching, scholarship, 
and in their treatment of students, colleagues, staff, and other members of the University community. 
Conduct meeting the definition of abusive conduct or bullying, as set forth in the UC President’s 
Guidance [link] and reiterated below, is inconsistent with UC San Diego’s Principles of Community and is 
unacceptable.  The University does not tolerate abusive conduct or bullying.  
 
Regardless of circumstances or setting, faculty at all levels found to be engaging in abusive conduct 
should be held accountable. No member of the University community will be retaliated against for 
reporting abusive conduct in good faith.  
 
Definition 
 
State legislation related to abusive conduct provides a helpful description of bullying. Assembly Bill 
2053, which requires training on the prevention of abusive conduct, defines abusive conduct as: 
 

Conduct of an employer or employee in the workplace, with malice, that a reasonable person 
would find hostile, offensive, and unrelated to an employer’s legitimate business interests. 
 
Abusive conduct may include repeated infliction of verbal abuse, such as the use of derogatory 
remarks, insults, and epithets, verbal or physical conduct that a reasonable person would find 
threatening, intimidating, or humiliating, or the gratuitous sabotage or undermining of a 
person’s work performance. A single act shall not constitute abusive conduct, unless especially 
severe and egregious. 

 
The UC President’s Guidance [link] describes the nature of abusive behavior, using language that clearly 
applies to staff.  However, the principles apply to all university employees.  This document draws on the 
work of the Senate Administration Workgroup on Faculty Bullying to recast the Guidance in language 
drawn from the faculty context. 
 
Bullying is a pattern of behavior to others that a reasonable person would find hostile, offensive, and 
unnecessary in the conduct of University business; however, in some cases, a single act might constitute 
bullying if it is especially severe or egregious.  
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Abusive conduct may include physical, verbal, or written acts or behaviors. Examples of may include:  
• using abusive or insulting language to a member of the University community;  
• making inappropriate threats to block a person’s academic or other advancement, 

opportunities, or continued employment at the University;  
• behaving or speaking in ways that frighten, humiliate, belittle, or degrade the recipient, 

including criticism or feedback that is delivered with yelling, screaming, threats, or insults;  
• intentionally spreading misinformation or malicious rumors;  
• making repeated inappropriate comments about a person’s appearance, lifestyle, family, or 

culture;  
• circulating inappropriate or embarrassing photos or videos via e-mail or social media;  
• making unwarranted physical contact or inappropriately encroaching on another individual’s 

personal space in ways that would cause most people discomfort and unease;  
• regularly teasing or making someone the brunt of pranks or practical jokes;  
• interfering with a person’s personal property or work equipment; and  
• purposefully excluding, isolating, or marginalizing a person from normal work activities.  

 
It is important to distinguish between abusive conduct and activities that are appropriate for a member 
of the faculty. Reasonable activities, when carried out in an appropriate manner, include:  

• providing objective, constructive appraisals of performance and work performed, as part of 
instructional or other faculty activities, such as supervising research staff;  

• coaching or providing informative feedback to students, staff, or other academics; and  
• interacting with staff or other academics in activities such as planning, project management, or 

performing the duties required of a Principal Investigator or other supervisor.  
 
Differences of opinion and occasional conflicts or misunderstandings in working relations are an 
inevitable part of workplace interactions and do not necessarily constitute workplace bullying or abusive 
conduct. 
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Toolkit for Chairs and Deans 
Responding to Reports of Inappropriate Faculty Conduct 

 

 

As leaders at UC San Diego, you play a critical role in creating a culture of safety, respect and 
inclusivity within your department. The leadership you show in responding to incidents of 
potential harassment, discrimination or other inappropriate conduct in your unit is crucial to 
our efforts to prevent violations of University policy and the Faculty Code of Conduct, and to 
cultivate a healthy environment consistent with the University’s Principles of Community. 

 
This document is intended to outline your duties and options as an academic leader in 
addressing allegations of inappropriate conduct.  It first reviews your general responsibilities 
in this area, then lists available resources, and finally describes tools you can use to address 
problematic conduct that has been reported.   
 
The tools discussed here are applicable when    

1) the allegations have been reported to the appropriate offices responsible for 
overseeing potential violations of policy,  

2) those offices have assessed the alleged conduct and determined that formal 
investigation and/or discipline are not warranted, and  

3) the issues are appropriate for resolution by Department leadership. 
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Overall Responsibilities: 

 
• Set the tone:   Clearly define and discuss with your faculty the expectations for 

professional and respectful conduct. Encourage reporting of inappropriate behavior 
within your unit and make sure resources and support are offered for those who come 
forward with reports. Maintain an “open door.” 

• Report to Appropriate Offices: 

o You are responsible for reporting all allegations of harassment and discrimination 
based on a protected category to the Title IX Officer at the Office for the Prevention 
of Harassment and Discrimination (OPHD). This applies when disclosures are made 
to you directly or when you learn of disclosures made to others in your unit. Do not 
attempt to verify facts or investigate while an OPHD assessment or investigation is 
on-going. Once you have made a report, your duties to respond do not end. You 
have responsibilities (described below) during an assessment or formal investigation 
and following the conclusion of OPHD’s review. 

o If the alleged conduct does not involve a protected category (such as race, age, 
gender, gender identity, disability), determine whether you have reporting 
requirements to other offices, such as the Locally Designated Official. Contact the 
appropriate campus office to assist in addressing conduct. 

• Respond to All Reports:   You have a responsibility to respond to repeated and credible 
reports of inappropriate behavior within your unit, regardless if reports are formally or 
informally received. With input and advice from Academic Affairs, your Dean, OPHD, 
Academic Personnel, Campus Counsel, or other appropriate offices, respond to incidents 
or reports using the Tools below, even if the alleged conduct may not rise to the level of a 

Responsibilities of an Academic Leader 
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violation of policy. Address inappropriate conduct before it rises to the level of a violation 
of policy. 

• Maintain Confidentiality: Protect sensitive information disclosed to you in your role as an 
academic administrator. Share information about allegations of inappropriate behavior 
only with those who need to know. 

 
 
Your responsibilities if a formal investigation is initiated: 

 
• Cooperate and assist the investigating office when an investigation is pending. 

Understand that complaint details may not be shared in order to protect the integrity of 
the investigation and privacy of the parties. OPHD will inform you of any necessary 
interim steps that require your action. 

 
• Watch for signs of retaliation, and report potential retaliation to the Locally Designated 

Official (LDO) (which could be a separate violation of University policy). Communicate 
within your unit that retaliation will not be tolerated, and assist in protecting 
Complainants and witnesses from retaliation. 

 
 
What to do if no formal investigation/discipline is initiated: 

 
If it is determined in connection with appropriate offices listed below that the Chair/Dean 
should address the conduct to prevent its recurrence or escalation, the tools at the end of this 
document are available. These tools should be utilized in close consultation with appropriate 
offices listed below under “Resources”. 
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Reporting and Consultation: 
 
o Office for the Prevention of Harassment & Discrimination (OPHD) 

Complaints of harassment or discrimination based on bias on a protected category and complaints 
of inappropriate consensual relationships 
Campus Title IX Office. https://ophd.ucsd.edu 

o Chief Ethics and Compliance Officer (CECO) and Locally Designated Official 
Whistleblower / Hotline reports. 
https://chancellor.ucsd.edu/about-the-office/judy-bruner 

o Academic Personnel Services 
Complaints of bullying involving faculty 
http://aps.ucsd.edu 

o Office of Campus Counsel 
https://chancellor.ucsd.edu/about-the-office/daniel-w-park 

o Human Resources Office of Employee Relations 
https://blink.ucsd.edu/sponsor/hr/divisions-units/emp- 
relations/index.html?_ga=2.249465607.1080942443.1558729830-1797474680.1555434171 

 
Conflict Resolution: 

 
o Faculty Peer Mediation 

http://facultydiversity.ucsd.edu/mediation/index.html 

o Campus Alternatives for Faculty Conflict Resolution 
http://facultydiversity.ucsd.edu/mediation/campus-alternatives.html 

 

Confidential Resources: 
 
o Office of the Ombuds 

Chair's Guide to Our Services. 
https://aps.ucsd.edu/_files/chairs/ombuds-office-chairs-guide-to-services.pdf 

o Faculty and Staff Assistance Program 
https://blink.ucsd.edu/sponsor/hr/divisions-units/fsap.html 
UC San Diego FSAP Department Chair Information Sheet 
https://academicaffairs.ucsd.edu/_files/aps/chairs/fsapinfofordepartment_chairs.pdf 

o CARE at the Sexual Assault Resource Center 
24/7 counseling, advocacy and support for faculty, staff and students surrounding sexual and 
relationship violence and stalking 
https://students.ucsd.edu/sponsor/sarc/ 

Resources 

https://ophd.ucsd.edu/
https://ophd.ucsd.edu/
https://chancellor.ucsd.edu/about-the-office/judy-bruner
https://chancellor.ucsd.edu/about-the-office/judy-bruner
https://chancellor.ucsd.edu/about-the-office/judy-bruner
http://aps.ucsd.edu/
http://aps.ucsd.edu/
http://aps.ucsd.edu/
https://chancellor.ucsd.edu/about-the-office/daniel-w-park
https://chancellor.ucsd.edu/about-the-office/daniel-w-park
https://chancellor.ucsd.edu/about-the-office/daniel-w-park
http://facultydiversity.ucsd.edu/mediation/index.html
http://facultydiversity.ucsd.edu/mediation/index.html
http://facultydiversity.ucsd.edu/mediation/index.html
http://facultydiversity.ucsd.edu/mediation/campus-alternatives.html
http://facultydiversity.ucsd.edu/mediation/campus-alternatives.html
http://facultydiversity.ucsd.edu/mediation/campus-alternatives.html
https://ombuds.ucsd.edu/
https://aps.ucsd.edu/_files/chairs/ombuds-office-chairs-guide-to-services.pdf
https://blink.ucsd.edu/sponsor/hr/divisionsunits/fsap.html
https://blink.ucsd.edu/sponsor/hr/divisionsunits/fsap.html
https://academicaffairs.ucsd.edu/_files/aps/chairs/fsapinfofordepartment_chairs.pdf
https://students.ucsd.edu/sponsor/sarc/
https://students.ucsd.edu/sponsor/sarc/
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As the administrative leader for your unit, you are in a position to prevent problems and resolve 
concerns before they get out of control.  This means you must respond to questions, 
complaints, and suggestions from members of the department keeping in mind the need to 
balance competing interests to resolve concerns. At all times you should practice honesty and 
collaboration, take action as needed in a timely fashion and make sure to have clear, 
professional communications. 

 
This is especially important when you are called upon to directly manage complaints: namely, 
when the alleged conduct does not involve a protected category (such as race, age, gender, 
gender identity, disability), when there are no reporting requirements to other offices (such as 
the Locally Designated Official), when the behavior will not rise to the level of a policy violation 
or when the complaints are factually inaccurate. In these situations, resolving the conflict is 
your responsibility. 

 
As you conduct your investigation and undertake performance management: 

• Make sure everyone has the same opportunities to be heard. 
• Ask complainant what remedy he/she seeks 
• Gather information and consult with others before deciding strategy 
• Make informed decisions based on defensible reasons 
• Use available internal systems to resolve complaints 
• Keep written records documenting your consultations, decisions, and actions 
• If in any doubt, consult with Academic Personnel Services or Employee Relations 

Below are some specific elements to employ in addressing inappropriate conduct: 

Tool #1 – Review the information at hand 
 

Review the information you have on hand about the conduct: 
• What specific behaviors are said to have occurred? 
• Have multiple individuals seen or experienced these behaviors? 
• Was there a single occurrence or have there been multiple instances of the behavior 

over time? 
• Has anyone previously discussed concerns about these behaviors with the person 

exhibiting them? 
• Is the person exhibiting the problematic behaviors in a supervisory role with respect to 

anyone reporting the behaviors? 

Toolkit for Addressing Inappropriate Conduct 
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Tool #2 - Address the Conduct in a Formal Meeting 
 
A formal meeting with the individual faculty member may be necessary to address 
inappropriate behavior of that faculty member. Consult with appropriate offices for advice 
about how to structure and conduct this conversation. Note that this is a “spoken warning” 
and not an element of formal discipline under APM-016. 

 
In this meeting, 

• Review what behaviors were reported, whether multiple individuals have been 
impacted, whether there were multiple instances of the behavior over time, and what 
(if anything) you have observed. 

• State why the reported conduct is unacceptable and does not comport with the values 
of the Department. 

• Give the faculty member time to respond and listen closely to what they say. 
• Be clear as to your expectations, for the individual’s conduct going forward and for 

general conduct within the Department. State what you have observed, what you want 
to observe in future and on what timescale. 

• Make clear that should the behavior continue, there may be repercussions up to and 
possibly including discipline. 

• Warn the individual against any retaliatory actions towards anyone who could have 
reported the behavior to you, or provided information. Remind the individual that 
retaliation could be deemed a separate violation of University policies. 

 
Tool #3 - Issue a Notice Letter 

 
Memorialize your conversation with the faculty member in a letter and put a copy in the faculty 
member’s file so that future chairs/deans will be aware that you have had a warning 
conversation with the faculty member about the issue. Outline the inappropriate behavior and 
your expectations with respect to future professional conduct, and tie these expectations to 
department goals and values. Make clear that should the behavior continue, there may be 
repercussions, up to and possibly including discipline. Remind the individual that retaliatory 
actions are unacceptable and a violation of University policies. Note that this is a “written 
warning” and not an element of formal discipline under APM-016. 

 
Tool #4 – Supervise Necessary Meetings and Correspondence 

 
If the faculty member and the other party need meet to conduct business, you can require 
them to meet only in your presence. Schedule some regular sessions to enable them to hold 
necessary conversations in a timely way. If necessary, require that you be included as a “cc” on 
email exchanges between the parties. This can help them re-establish a pattern of professional 
communication. 
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Tool #5 – Use Administrative Discretion 
 
There are many things within your administrative discretion that are privileges, not rights, such 
as assignments of space, attendance at conferences, or service on committees. If a concerning 
report of inappropriate conduct arises in connection with such administrative privileges, you 
may curtail or remove these administrative privileges. For example, if an individual is acting 
inappropriately within the context of committee service, it may be appropriate to remove them 
from the committee, so the committee’s work can proceed in a professional and effective way. 

 
Please be aware, however, that withholding or denying administrative privileges for improper, 
illegitimate, or illegal reasons could be grounds for a grievance or a lawsuit, so the reason for 
the action should be clearly documented, and you are strongly encouraged to attempt less 
drastic steps first and to consult with your Dean and with Academic Personnel before taking 
these steps to ensure they are appropriate and proportionate. 

 
Tool #6 – Create a Plan for Reporters 

 
Help those who have reported concerning behaviors to make a plan for what to do if the 
behavior recurs. For instance, they might say something immediately in order to call out the 
behavior or they might simply walk away. In either case, they should notify their supervisor 
about the behavior. 

 
Review who makes job-related decisions for anyone who has reported concerning behaviors. If 
the person they made the report about is one of those decision makers, take preventive action 
to ward off retaliatory behavior. 

 
Tell the reporter to talk with you if they are concerned about retaliation. Discuss subtle forms 
of retaliation and possible remedies. 

 
If the reported actions interfere with others’ ability to do their job, it is your responsibility to 
respond to maintain professional expectations in the department. 

 
Tool #7 – Maintain Confidentiality 

 
As administrative leaders, you must maintain confidential information in a manner that 
protects the privacy rights of individuals. This means limiting access of confidential information 
to only those who need such access in the performance of their officially assigned duties. 

 
What is “confidential” information? 

• Certain Academic Review Records, including 
o External letters 
o Chair’s personal letter 
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• Information regarding performance management issues: 
o Disputes between faculty members 
o Misconduct/grievances 
o Sexual Harassment/Research Misconduct Investigations 
o Behavioral threat issues 

• Other personal information 
o Medical, psychological, or health care information about an individual 
o Health/disability issues 
o Family accommodation issues 
o Personal problems 

 
Tool #8 – Follow up on Workplace Climate 

 
Problems can only be solved if they are recognized to exist. Create channels for members of 
your department to raise issues and give feedback. Consider using informal or formal 
surveys or questionnaires to gauge your department’s feelings and opinions. If issues are 
identified, visibly address them. Begin each academic year with a reminder of the Principles 
of Community at your first department meeting. Regularly remind your faculty of reporting 
options and retaliation policies. 

 
Tool #9 - Address Collegiality in the Academic Review 
 
All academic appointees are responsible for upholding the ethical principles of the University. 
Departmental and divisional leadership play a crucial role in maintaining accountability in this 
area and are expected to address serious departures from the norms of professional ethics and 
the Principles of Community as they arise. In addition, as discussed below, an appointee’s lack 
of collegiality may be considered as a factor in the academic review process. 
 

University policy clearly states that it is appropriate to consider professional integrity when 
evaluating a candidate’s record, as evidenced in the performance of duties. (See APM 210.-
1.a).1  While collegiality is not expressly listed among the performance criteria for academic 
appointees, it is implicitly embodied within the criteria specified and plays an essential role in 
teaching, research and service2.  Discussion of collegiality may therefore be included in the 
academic review; however, great care must be taken to address this issue in a factual, fair, 
complete and objective manner such as: 

                                                           
1 In addition, the standards set forth in the AAUP Statement of Professional Ethics, appended to APM 210, are 
embodied in APM 210. (See APM 210, Appendix A). “As colleagues, professors have obligations that derive from 
common membership in the community of scholars. Professors do not discriminate against or harass colleagues. 
They respect and defend the free inquiry of associates. In the exchange of criticism and ideas professors show due 
respect for the opinions of others. Professors acknowledge academic debt and strive to be objective in their 
professional judgment of colleagues. Professors accept their share of faculty responsibilities for the governance of 
their institution.” 

2 In McGill v. Regents of the University of California, the California court of appeals examined collegiality in the 
context of UC’s tenure criteria (teaching, research and other creative work, professional activity, and University 
and public service). The Court held that it is “inescapable that collegiality is an appropriate consideration” of 
faculty personnel files, and wholly consistent with the personnel review policies of the University.  

 

https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-210.pdf
https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-210.pdf
https://caselaw.findlaw.com/ca-court-of-appeal/1759610.html
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• Limit discussion to information that has been observed, and/or substantiated and 
provide supporting documentary evidence whenever possible.  

• Avoid using conclusory language or editorializing. For example, in the case of an 
appointee who has repeatedly engaged in abusive conduct, describe the specific 
conduct as observed or reported (e.g., insulting/offensive language, yelling, threats), 
rather than labelling the behavior as “bullying.” 

• Discuss and provide available documentation of the direct impact of the behavior.  

• Discuss and provide available documentation of any steps previously taken to address 
the behavior, including performance management meetings, agreements, 
commitments, timelines, and improvements needed.   

• Discuss evidence of the faculty member’s improvement or failure to improve behavior 
over time.   

 
Departmental and divisional leadership should consult with Academic Personnel Services about 
whether and how to appropriately include pertinent documentation in an academic review file. 
In all cases, it is essential that the department provide the appointee the opportunity to review 
and consider all evidence considered by the department. 

 
Tool #10 – Invoke Formal Discipline 
 
If the above measures are not sufficient to change behavior, then it is important to speak with 
Academic Personnel about how to move toward invoking the formal disciplinary processes per 
APM-016. 



Guidance from the President Regarding Staff Abusive Conduct and Bullying
7/26/16

The University of California is committed to providing a safe, supportive, responsive and equitable environment for all
employees. The University strives to be a leader as an employer and to foster a positive working environment.

In furtherance of these goals and the University’s anti-harassment and anti-discrimination policies, all UC community
members are expected to behave in ways that support UC’s Principles of Community and Regents Policy 1111 (Statement
of Ethical Values and Standards of Ethical Conduct), which states that UC is committed to treating each member of the
University community with respect and dignity. Abusive conduct and bullying behaviors are inconsistent with the values
of the University and should be addressed directly and comprehensively. The University does not tolerate abusive
conduct or bullying. Regardless of circumstances or setting, staff at all levels found to be engaging in abusive conduct
should be held accountable. No member of the University community will be retaliated against for reporting bullying in
good faith. While UC has a number of current policies that could be used to address bullying, there is some confusion
among employees about what bullying is and how to address it.

State legislation related to abusive conduct provides a helpful description of bullying. Assembly Bill 2053, which requires
training on the prevention of abusive conduct, defines abusive conduct as:

Conduct of an employer or employee in the workplace, with malice, that a reasonable person would find hostile,
offensive, and unrelated to an employer’s legitimate business interests.

Abusive conduct may include repeated infliction of verbal abuse, such as the use of derogatory remarks, insults,
and epithets, verbal or physical conduct that a reasonable person would find threatening, intimidating, or
humiliating, or the gratuitous sabotage or undermining of a person’s work performance. A single act shall not
constitute abusive conduct, unless especially severe and egregious.

Examples of abusive conduct may include:
• persistent or egregious use of abusive, insulting, or offensive language directed at an employee
• spreading misinformation or malicious rumors
• behavior or language that frightens, humiliates, belittles, or degrades, including criticism or feedback that is

delivered with yelling, screaming, threats, or insults
• making repeated inappropriate comments about a person’s appearance, lifestyle, family, or culture
• regularly inappropriately teasing or making someone the brunt of pranks or practical jokes
• inappropriately interfering with a person’s personal property or work equipment
• circulating inappropriate or embarrassing photos or videos via e-mail or social media;
• unwarranted physical contact
• purposefully inappropriately excluding, isolating, or marginalizing a person from normal work activities

There is a difference between bullying and appropriate supervision. Examples of reasonable supervisory actions, when
carried out in an appropriate manner, include:

• providing performance appraisals
• coaching or providing constructive feedback
• monitoring or restricting access to sensitive information for legitimate business reasons
• scheduling ongoing meetings to address performance issues
• setting aggressive performance goals to help meet departmental goals
• counseling or disciplining an employee for misconduct
• investigating alleged misconduct

Differences of opinion, interpersonal conflicts, and occasional problems in working relations are an inevitable part of
working life and do not necessarily constitute workplace bullying. Moreover, this guidance is not intended to interfere
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with employees’ right to engage in protected, concerted activity under the Higher Education Employer-Employee
Relations Act (HEERA).

People, if they experience abusive conduct or bullying, have a variety of resources they can go to, including but not
limited to, local Human Resources and Ombuds or similar offices.

For more information on the above policy guidance you may contact your local human resources or Dianna Henderson,
Director of HR Policy and Chief of Staff to the VP of HR at Dianna.henderson@ucop.edu.



Triton Concern Line
Phone (Open 24/7): (858) 246-1111 
Consultation and assistance regarding 
students of concern 

Office for Students with Disabilities
Phone: (858) 534-4382
osd@ucsd.edu
Resources for faculty, staff and students 
for accommodating students with 
mental, physical, learning, attention, and 
other disabilities 

Counseling and Psychological Services 
Phone: (858) 534-3755
For crisis counseling, select option #2 
Provides urgent and non-urgent 
counseling and psychiatric care services 
for students 

Faculty and Staff Assistance Program
Phone: (858) 534-5523
Confidential information and counseling 
services for concerns affecting personal 
well-being 

CARE at the Sexual Assault Resource 
Center
Phone: (858) 534-5793
careinfo@ucsd.edu
Violence prevention education programs 
and confidential services for students, 
staff and faculty impacted by 
sexual assault, relationship violence and 
stalking.

DisAbility Counseling and Consulting 
Phone: (858) 534-6744
hrdcc@ucsd.edu
Disability management and job 
accommodation services for faculty and 
staff with physical or mental medical 
conditions 

Student Health Services
Main Phone: (858) 534-3300 
Urgent Care Phone: (858) 534-3302
Primary medical care, including urgent 
care and support services such as 
laboratory, pharmacy, and x-ray.

Health & Wellness 

Campus Police
Phone: 911 
Phone: (858) 534-HELP (4357)
• Urgent medical attention; Imminent 

threat to safety of self or others; 
Crime in progress; Fire

Triton Alert Emergency Notifications 
Status message: 888-308-8273

Emergencies
Office for the Prevention of 
Harassment & 
Discrimination
Phone: (858) 534-9104
ophd@ucsd.edu
Report allegation of 
discrimination or harassment 
based on race, age, religion, 
gender, etc. 

Whistleblower Hotline
Phone: (877) 319-0265
Anonymous toll-free hotline 
for reporting possible fraud or 
other compliance issues. 

Academic Employee 
Relations 
Phone: (858) 534-4115
employeerelations@ucsd.ed
u
Report possible misconduct, 
such as misuse of campus 
property, disclosure of 
confidential student or 
employee information, 
plagiarism, etc. 

Labor Relations
Phone: (858) 534-2810
Laborrelations@ucsd.edu
Collective bargaining issues: 
Contract disputes, union 
grievances, unfair labor 
practices

Office of Student Conduct 
Phone: (858) 534-6225
studentconduct@ucsd.edu
Non-academic conduct issues 
related to students and 
student organizations 

Academic Integrity Office
Phone: (858) 822-2163
aio@ucsd.edu
Report student academic 
misconduct violations 

Intercollegiate Athletics 
Compliance Office
Phone: (858) 534-4211
Assistance with NCAA rules 
that impact student-athletes 

Conflict of Interest
Phone: (858)534-6465
Info-coi@ucsd.edu
Confidential assistance to 
assess situations that may 
compromise professional 
activities 

Office of Research 
Compliance & Integrity 
Phone (858)822-4939
rci@ucsd.edu
Oversight, resources and 
education for the integrity and 
compliance issues related to 
research (i.e. fabrication, 
falsification, plagiarism) 

Human Research 
Protections Program 
Phone: (858) 246-4777
hrpp@ucsd.edu
Review and conduct of research 
involving human subjects 

Institutional Animal Care 
and Use Committee
Phone: (858) 534-6069
iacuc@ucsd.edu
Teaching or research use of 
animals 

Faculty and Staff Assistance 
Program
Phone: (858) 534-5523
Departmental behavioral 
consultation assistance. 
Educational workshops.

Office for Equity, Diversity, 
and Inclusion 
Phone: (858) 822-4783
vcedi@ucsd.edu
Faculty mediator services.

Misconduct

Campus Counsel
Phone: (858) 822-1236
Intent to sue; contact from a 
federal/state agency investigator; libel, 
slander, or defamation

Risk Management 
Phone: (858) 534-2454 or 
(858) 534-0994
ehsrisk@ucsd.edu
Litigation (subpoenas or summons and 
complaint); Damage to university 
property; Insurance coverage to protect 
teaching, research, and public service 
activities 

IT Services 
Phone (858)246-4357 
General assistance: 
servicedesk@ucsd.edu
Cybersecurity help: 
acthelp@ucsd.edu

Risk & Liability  

Environment, Health & Safety
Phone: (858)534-3660
Anonymous hotline to report lab safety 
issues, hazardous material or toxic spill

Facilities Management 
Phone: (858)534-2930
FM Customer Portal 
Flooding, building alterations, repairs, 
maintenance, cleaning, landscaping, 
special refuse pickup

Facilities & Property

Basic Needs Student Services
Phone: (858) 246-2632
thehub@ucsd.edu
During campus breaks, call: 211 or 
go online  to 211sandiego.org 
Food security programs and 
emergency housing and financial 
assistance programs 

Office of the Ombuds
Phone: (858) 534-0777
Confidential, neutral, and informal 
dispute resolution services for the UC 
San Diego community

Academic Personnel Services
Phone: (858) 534-0068
Academic personnel processes or 
cases (e.g. recruitments, promotions, 
merits, reviews, etc.)

Office for Equity, Diversity, and 
Inclusion 
Phone: (858) 822-4783
vcedi@ucsd.edu
Guidance for EDI-related concerns, 
assistance for related initiatives, and 
information on campus community 
centers

Teaching + Learning Commons 
Phone: (858) 246-2659
commons@ucsd.edu

Academic Achievement Hub
Phone: (858) 534-9477
Aah@ucsd.edu
Programming for faculty, staff, and 
students to improve students’ 
academic success 

Engaged Teaching Hub 
Phone: (858) 246-0628
engagedteaching@ucsd.edu
Programs and resources that support 
faculty and graduate students in their 
teaching roles. 

Other

International Students & Programs 
Office
Phone: (858) 534-3730
istudents@ucsd.edu
Programs and services to support 
international students experiences

Undocumented Student Services 
Center
Phone: (858) 822-6916
undoc@ucsd.edu
Specialized services and programs to 
eliminate barriers related to 
immigration status. 

International Faculty & Scholars 
Office 
Phone: (858) 246-1448
ischolars@ucsd.edu
Advising services, resources, and 
programs to support international 
scholars and families professional and 
personal goals

International 

Office of Admissions 
Phone: (858)534-4831
admissionsreply@ucsd.edu
Admissions advising for 
undergraduate students, including 
transfer students

International Admissions Specialists
Phone: (858) 534-4831
infointernational@ucsd.edu

Registrar’s Office 
Phone: (858)534-3150
registrar@ucsd.edu
Questions about exams, grades, 
transcripts/verifications, academic 
planning, records, class enrollment

Financial Aid and Scholarships 
Office 
Phone: (858) 534-4480
finaid@ucsd.edu
Financial information for prospective 
undergraduates, continuing 
undergraduates, grad/professional 
students, parents, veterans, and their 
families. 

Enrollment Management
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