Reporting Suspected Wrongdoing
· Where to report suspected wrongdoing
· Whether there are assurances that an employee’s name will stay anonymous throughout an investigation 

· Whether there is notification to the reporting employee(s) regarding actions against the wrongdoer and/or to correct the wrongdoing 

· What to do if suspected misconduct continues

Where to Report Suspected Wrongdoing

Improper Governmental Activity, Health Safety Concern or Retaliation for Protected Disclosure

· UCSF’s Whistleblower Program

Reporting mechanism for any good faith communication that may evidence an improper governmental activity or a health/safety concern where the disclosure purpose is to remedy the condition.

Report to: Abby Zubov, Director, Audit Services

415.502.2810

 http://whistleblower.ucsf.edu/

All Concerns of Wrongdoing May Be Reported Locally
· Supervisor/manager,

· Departmental HR or,

· Department head
Management Acts Adversely Affecting Terms and Conditions of Employment or Violations of PPSM or Union Contract

· PPSM 70 Complaints (Non-represented Employees)
A claim by an individual employee regarding a specific management act which is alleged to have adversely affected the employee's existing terms or conditions of employment; or a claim by an individual employee adversely affected by a management action that a provision of Personnel Policies for Staff Members has been violated.

Contact your assigned Labor and Employee Relations representative at: 415.476.3905 
http://atyourservice.ucop.edu/employees/policies_employee_labor_relations/personnel_policies/spp70.html
· Union Grievances (Represented Employees)
A written complaint by an individual employee, a group of employees, or the union that the University has violated a specific article of the collective bargaining agreement.

Contact your union representative.

Discrimination/Retaliation

· UCSF's Affirmative Action Office  

The Office of Affirmative Action, Equal Opportunity and Diversity to responds to, investigates and mediates complaints alleging discrimination concerning employment, educational programs, services, and business practices.  

Contact at 415.476.4752 

http://www.aaeo.ucsf.edu/aaeod/EO/2441-DSY.html
Sex Harassment

· UCSF’s Sex Harassment Prevention Office

The Sex Harassment Prevention Office educates on prevention and resolution of sexual harassment and provides timely, neutral, thorough and fair services related to sexual harassment complaints.  Investigates and mediates complaints, and serve as a resource for questions about sexual harassment issues. 

Contact at 415.476.5186

Criminal Activity

· UCSF Police Department

Off Campus Tel 9 + 911; On Campus Tel. 911 (Emergencies) 
Non-Emergencies: 415.476.1414 

Gender Inequity

· UCSF’s Center For Gender Equity, Sexual, and Relationship Violence Program

Contact at 415.476.5223 
Additional Resources Related to Suspected Wrongdoing

Counseling and Consulting Services

· UCSF’s Faculty and Staff Assistance Program (FSAP)

FSAP provides assessment, counseling, and referral services for a broad range of personal or work related issues.  

Contact at 415.476.8279 

http:/www.ucsfhr.ucsf.edu/assist

· UCSF’s Lesbian, Gay, Bisexual, Transgender (LGBT) Resource Center

The LGBT Center provides consulting, education, and other resources to all UCSF employees around sexual orientation and gender identity (transgender) concerns.

Contact at 415.502.5593

http://lgbt.ucsf.edu
Problem Resolution

· UCSF's Problem Resolution Center/Campus Mediation Program (CMP) 

Provides a voluntary, confidential, safe and neutral process for staff, administrators, faculty and students. The Program is supplemental to the university's existing formal grievance and complaint procedures.  

Contact at 415.502.1082

http://worklife.ucsf.edu/resolve/mission.html
A Reporting Employee’s Name Cannot Always Be Anonymous

· Not in all cases can a reporting employee’s name be or remain anonymous

· For example, in reporting allegations of sex harassment or discrimination, the accused has a right to know who is making allegations; there can be no assurances of anonymity and the University must investigate the allegations promptly.

· There are instances when an employee reporting wrongdoing may make anonymous complaints and remain anonymous, such as with qualified whistleblower allegations.

· Anonymity may not remain if it is discovered that allegations are not made in good faith.

If Misconduct is Found, There Are Limits As to What Subsequent Actions May Be Disclosed

· If there are procedural changes implemented to prevent further wrongdoing, a complaining employee will be told of those changes as they impact the employee’s work.

· If subsequent actions are related to any corrective action against a particular employee, they will not be disclosed.  No employee has the right to know of personnel actions taken against another employee – these are privacy rights the University must protect.

What to Do if Suspected Misconduct Continues

· Report the repeated suspected wrongdoing at the local level or to the appropriate reporting avenue.

· If there is a substantiated reason to believe that reporting the suspected wrongdoing to the same resource will be ineffective, report it to the next level up or to an alternate avenue.
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