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CRIM 2000: SURVEY OF CRIMINOLOGY-HONORS
Course Syllabus, Fall 2015
Professor: Mike Johnson, Ph.D.
Office: 226 Pafford; Phone: (678) 839-6330; E-mail: ljohnson@westga.edu
Department Website: http://www.westga.edu/crim/
Office Hours: TBA
Required Materials: Articles and other materials will be available electronically.
More Information on Criminology and Criminal Justice
For more information on criminology/criminal justice, including types of jobs one may
get with a criminology degree, information on graduate school, career preparation, and other
various links, visit the American Society of Criminology: www.asc41.com and Academy of
Criminal Justice Sciences: www.acjs.org. For information on the related fields of forensic
science and criminal investigations, visit the American Academy of Forensic Science:
www.aafs.org, and the American Academy of Forensic Psychology: www.abfp.com.
Course Description
This course provides an overview of the field of criminology including the scope of
crime, theories of crime, typologies of crime and how criminologists and the criminal justice
system respond to crime. There is a large research component in this course.
Learning Outcomes
1) Critically evaluate the use of criminological theory to explain crime
2) Apply knowledge of research methods to explore an issue in crime or justice
3) Critically evaluate current issues in criminology and criminal justice
Participation
This is a traditional face-to-face course. Class periods will be used to complete or work on
assignments. Many tasks can only be performed in class, making attendance mandatory. While
points are not given for attendance directly, participation credit is built into the structure of
assignments. As a supplement, CourseDen online instruction tools will be used to share
information by means stated by the instructor (e.g. discussion boards, online chats, etc.) and to
submit assignments, thereby making the course “paperless.”
On the dates identified in the Course Schedule, the class will discuss assigned articles. A
list of these articles is attached, and they may be accessed electronically through the UWG
Library’s databases. (See the Ingram Library home page for helpful links.) Each article must be
read prior to class discussion. A two-part short assignment is associated with each article. First,
students must post a thoughtful reaction to each article in CourseDen by the due date—24 hours
prior to class discussion of the article. Each reaction must be 200-250 words and is worth 3 points.
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W7 Date: Video 2 Reaction
W12 Date: Data Analysis Output
W14 Date: Power Point Slides
Finals Week Date: Complete Research Paper Due

Addendum V

February 23, 2015

J. Micheal Crafton, Ph.D.
Provost and Vice President for Academic Affairs
University of West Georgia
1601 Maple Street
Carrollton, GA 30118

Provost Crafton:
At the beginning of the academic year, the Faculty Development Committee received a charge to
review the time limits for promotion and tenure and present recommendations to the Provost for
consideration. According to Section 103.0301 Time Limits – Promotion of the Faculty Handbook,
“An Assistant Professor shall normally not be considered for promotion to Associate until
after his or her fourth year in rank at the University of West Georgia. A faculty member's
receipt of tenure in rank shall not preclude his or her future consideration for promotion.
An Associate Professor shall normally not be considered for promotion to professor until his
or her fifth year in rank.”
Additionally, Section 103.0402 - Time Limitations (for Tenure) states,
“1. Tenure may be awarded upon recommendation by the President and approval by the
Board of Regents upon completion of a probationary period of at least five years of full-time
service at the rank of Assistant Professor or higher.
2. The maximum time that may be served at the rank of assistant professor or above without
the award of tenure shall be seven years…”
In reviewing the time limitations for promotion and tenure, variations among units in the
determination as to when a faculty member should “normally” be permitted to submit a dossier
became readily apparent. Some units defined “normal” to be at the end of the fourth year, and
submission of the dossier would occur at the beginning of the fifth year in rank, with promotion and
tenure possibly to be awarded at the beginning of the sixth year. This was found to be the case for the
College of Social Sciences and Richards College of Business.
Other units allowed faculty members to submit dossiers “early” (at the beginning of the fifth year)
with the demonstration of an “extraordinary record” of teaching, service, and/or scholarship, but
defined “normal” to be at the end of the fifth year in rank, and submission would occur at the
beginning of the sixth year, with promotion and tenure possibly to occur at the beginning of the
seventh year. The colleges/units that followed this pattern included the College of Arts and
Humanities, the College of Education, the College of Science and Math, and the School of Nursing.
Unfortunately, this places some faculty in an “all-or-none” situation in which they must prove their
contributions worthy of the award of promotion and tenure in their final year of eligibility or seek
other employment.

In order to make the promotion and tenure process more equitable to faculty members, regardless of
the college or unit in which they are employed, it is our recommendation that the university support
all eligible faculty members to seek promotion and tenure by submitting a dossier at the beginning of
the fifth year in rank. If, after consultation with the appropriate chair or supervisor, the individual
faculty member decides that it is in his or her own best interest to forgo submission for an additional
year, this would remain the prerogative of the faculty member. The intention of the university should
be to retain and promote qualified faculty and provide a more equitable evaluation process across the
university community that would support that initiative.
Thank you for your time and consideration of these recommendations.

Michael A. Keim, Chair
Faculty Development Committee
Faculty Development Committee Members
David Boldt
Joan Carlisle
Lisa Connell
Ajith DeSilva
Myrna Gantner
Joe Hendricks
Louis Howe
Mary Kassis
Barbara Kawulich
Charlie Sicignano
Daniel Williams

Addendum VI

107 Dispute Resolution and Grievance Procedures
The University of West Georgia recognizes the value of constructive dispute resolution. Faculty,
staff, and students at the University of West Georgia are encouraged to seek resolution of any
conflict through informal discussion with those persons involved. If such informal efforts do not
resolve the dispute, the parties may choose to utilize the Office of the University of West
Georgia Ombuds (see section 107.03), the services of the Alternative Dispute Resolution (ADR)
Program at the University of West Georgia (see section 107.01) and/or may pursue resolution of
disputes through established Grievance Procedures (see section 107.02).
107.01 Oversight and Administration of Alternative Dispute Resolution program.
The University of West Georgia ADR program is administered by the University Co-Liaisons for
Alternative Dispute Resolution in cooperation and consultation with the Committee on
Alternative Dispute Resolution.
107.0101 The university co-liaisons for ADR will be appointed by the President. One co-liaison
will be a member of the staff; the second co-liaison will be a member of the faculty.
The co-liaisons will serve as the first point of contact for any member of the university
community who wishes to utilize mediation to pursue resolution of a conflict; screen requests for
mediation to determine the appropriateness of mediation (including the willingness of parties to
participate in mediation); secure the consent of all parties involved and arrange for an approved
neutral or neutrals to mediate the dispute; and maintain all necessary records, forms of consent,
and evaluations required during the mediation process.
107.0102 The Committee on Alternative Dispute Resolution will consist of persons
recommended by the co-liaisons and appointed by the President. Every major constituency in the
university will be represented on the committee. The committee will meet at least once a
semester and participate in a variety of tasks associated with mediation, including but not limited
to: overseeing the general operations of the ADR program; distributing and updating information
about the program’s policies and procedures; coordinating mediation training for faculty, staff,
and students; and overseeing all ADR-related tasks requested by the Board of Regents.
107.0102.1 At its first meeting of the year, the committee will elect a chair from its membership
to serve for a two year term. The chair may be re-elected for one subsequent term.
107.0103 The Committee on Alternative Dispute Resolution will recruit mediators from the
faculty, staff and students at the university. Persons wishing to mediate within the institution
should submit a written request to the committee. Each person wishing to mediate must have
successfully completed an appropriate course designed to train mediators. In those cases where it
may be deemed appropriate to obtain the services of a mediator from off-campus, the co-liaisons
will contact the office of the Consortium on Negotiation and Conflict Resolution (CNCR).
Every effort will be made to provide appropriate training to faculty who are interested in
becoming mediators within the University System of Georgia. 53

107.0104 Requests for Mediation
Any member of the University Community may request a mediation to resolve disputes with any
other member.
Seeking a solution through mediation does not take away an individual’s rights to pursue claims
through the grievance process or litigation.
Under ordinary circumstances, parties involved in a dispute would ideally attempt mediation
before pursuing claims through the grievance process or litigation. There may be cases, however,
in which parties involved in a dispute may wish to request suspension or delay of a grievance
process in order to pursue possibilities for a mediated resolution of their dispute. If a grievance
process is interrupted in this way and a solution is not reached in mediation within ten (10)
working days from the initial request for mediation, aggrieved parties may return to the
grievance process.
107. 0105 The Mediation Process
If the co-liaisons have determined that mediation is appropriate, they will appoint a mediator or
co-mediators to assist parties in resolution of their dispute(s). It will be the responsibility of the
mediator(s) to arrange for an appropriate time and place to conduct the mediation, and to conduct
the mediation according to all applicable policies and procedures.
Procedures that govern the mediation process include the following:
A. Mediation is a form of dispute resolution in which a neutral party, a trained mediator,
attempts to assist parties in conflict to negotiate a mutually satisfactory resolution to their
dispute. A mediator does not decide who wins or loses the dispute. A mediator does not act as
judge or jury, does not take sides in disputes, and does not guarantee the results of mediation.
Instead, a mediator is in the role of a neutral third-party who establishes a fair and structured
process which facilitates communication and mutual decision-making between and among
parties to a dispute.
B. At the beginning of the mediation session, the mediator(s) will inform the parties involved of
the policies and procedures that will be followed and will ensure that participation in mediation
is purely voluntary. No mediation will occur without the consent of all parties involved.
C. If the mediator(s) allow the parties to have an advisor present, the mediator(s) will decide to
what degree the advisor may participate in the process.
D. All parties will be given the opportunity to present their side of the matters at issue in their
own words. Because mediation is essentially a communication process and not a legal
proceeding, the customary rules of evidence do not apply. Parties are free to discuss any matters
related to the issue(s) they believe will support resolution of their dispute(s).
E. Confidentiality. The discussions held during mediation are strictly confidential with the
following exceptions:

F. A successful mediation is one in which the parties involved in the dispute reach an agreement
described as “win/win.” In mediation, parties agree only to things that are acceptable to them, to
resolutions which each believes will actually resolve the dispute(s) between/among them. Because
parties jointly work to resolve the dispute, the resolutions are frequently more creative and have the
potential to enhance, or at least preserve, relationships better than other forms of dispute resolution.
G. If an agreement is reached, the agreement will be written by the mediator(s), and signed by all
parties. A copy of the agreement will be given to the parties but not retained by the mediator(s).
H. The mediator(s) will inform the co-liaisons only that an agreement was or was not reached
I. Each participant in mediation will be given the opportunity to evaluate the mediation process at the
conclusion of the mediation.
J. It is important to understand that: time spent in mediation will be considered part of the working
day and will not require any person to take leave to participate. All supervisors will make reasonable
efforts to enable employees to be available for participation in mediation.
K. The acceptance or refusal of either party to submit a dispute to a mediator will not influence the
outcome of any subsequent grievance proceeding.
107.0106 Limitations to Mediation
It is important to understand that not all disputes are appropriate for mediation. Some examples of
disputes that are not appropriate for mediation include those that have been the subject of a final
ruling or decision in accordance with University policies and procedures; disputes involving purely
academic decisions (i.e., faculty assessment of students work); disputes involving trivial matters;
allegations of sexual harassment; complaints of discrimination based on protected class; and disputes
that have no relation to the University. It is also important to understand that mediation will not result
in resolution for every dispute.
107.02 Grievance Procedures
Within ninety days after becoming aware of the grievance, a person having a grievance shall attempt
to resolve it at all levels through that of the Provost and Vice President for Academic Affairs before
submitting it to the chair on the Subcommittee on Faculty and Staff Grievances.
The initialization of a grievance shall not preclude attempts to resolve a dispute by means of
Alternative Dispute Resolution (see Section 107). The person should understand that a committee
appointed to hear the grievance functions to study the case and to make recommendations; it is not
empowered to reverse decisions.
107.0201 A person submitting grievance shall follow the stated procedures at each level.
107.0202 Department Chair (or Supervisor)
A. The aggrieved person shall first discuss the grievance with the appropriate department chair.
B. If the matter is not resolved at this level, the person should prepare a written statement clearly
delineating the grievance, supplying appropriate documentation.

C. Simultaneously, the department chair shall prepare a written statement to justify his or her action.
D. These documents shall be forwarded to the next highest administrative level.
107.0203 Dean of College (or comparable Administrator)
A. Upon receipt of the documents, the dean of the college shall review the grievance in consultation,
if necessary, with the person involved, the department chair, and/or any other persons who might
provide useful information.
B. If the grievance is not resolved at this level, the dean shall prepare a written statement describing
his or her actions and justifying his or her decision.
C. The folder of documents including the dean's statement shall be forwarded to the next highest
administrative level.
107.0204 Provost and Vice President for Academic Affairs
A. The Provost and Vice President shall review all statements concerning the case. He or she may
consult with the involved dean, department chair, and faculty or staff member before rendering a
decision on the grievance.
B. If the person filing the grievance is not satisfied with the decision, the Vice President shall
forward the folder including a written statement of the decision and justification to the chair of the
Subcommittee on Faculty and Staff Grievances.
107.0205 Chair of the Subcommittee on Faculty and Staff Grievances
A. Any petition or material which has not gone through the stated procedures described above (from
the level of the department chair or supervisor up through the level of the Provost and Vice President
for Academic Affairs) will be returned to the petitioner with a copy of the pages of the Faculty
Handbook describing the grievance procedures on campus. The petitioner will be informed that the
Faculty and Administrative Staff Personnel Committee of the Faculty Senate has no authority to act
on grievances which have not properly gone through channels.
B. Upon receipt of the folio concerning the grievance, the chair of this subcommittee shall consult
with the chair of the Faculty and Administrative Staff Personnel Committee. They shall discuss the
grievance petition and identify persons who might be best suited to constitute a committee to hear
this grievance. The appointed committee shall be constituted in an effort to ensure that the aggrieved
person receives a fair and impartial hearing.
1. In most cases, a four-member committee of faculty members will be selected to hear a given
grievance: one from the College of Arts & Sciences, one from the College of Business, one from the
College of Education, and one from the Library or some other segment of the campus.
2. The chair of the Subcommittee on Faculty and Staff Grievances will contact on an individual basis
the persons identified as prospective committee members to determine their willingness to serve and
their acceptability (re: impartiality, fairness, absence of conflict of interest). Their service as
committee members will also be agreed to by any involved administrators and by the faculty member
submitting the grievance.

3. Under normal circumstances, the chair of the Subcommittee on Faculty and Staff Grievances will
serve as the chair of each of the grievance hearing committees established.
4. The chair of the Subcommittee on Faculty and Staff Grievances is required to convene meetings to
hear given grievance petitions and is responsible for writing the final draft of each committee's report
with regard to a given grievance.
C. The Hearing Committee has the authority to conduct inquiries into faculty grievances, to attempt
the resolution of these grievances by mediation, and to present to the President (via the appropriate
channels) its recommendations for appropriate responses to the grievances it has considered. It is the
responsibility of the Hearing Committee to seek to determine whether there is substance to the
grievances brought before it and, if so, to attempt to resolve these grievances. In carrying out this
responsibility, the Hearing Committee reviewing a given grievance may examine decision-making
processes related to that grievance to determine whether or not such processes were handled fairly,
professionally, and in accordance with university policy. To this end, faculty members,
administrators, and designated committee members involved in or knowledgeable about particular
issues pertaining to the grievance may be asked by the committee hearing the grievance to provide
clarifying information and/or to discuss and defend their actions related to grievance charges.
Hearing committee members may interview persons that the aggrieved faculty member and/or the
administration feels would be helpful in getting the clearest picture of what has occurred.
The aggrieved individual should be provided every opportunity to fully state his or her contentions to
the Hearing Committee, and the Hearing Committee should make every reasonable effort to
understand the facts and the substance of an aggrieved person's allegations before rendering its report
and recommendation(s).
Respecting due process and confidentiality, faculty members serving on a Hearing Committee will
not discuss a given grievance or set of grievances with the aggrieved individual, other administrative
or non-administrative colleagues, or with students, except when as such contacts are agreed to by the
Hearing Committee as an authorized part of their role in reviewing said grievance(s).
D. Should the Hearing Committee determine that a formal hearing is appropriate, the following
guidelines for conducting such a hearing shall be adhered to:
1. An oath or affirmation shall be administered to all persons expected to testify in the hearing by any
person authorized by law to administer oaths in the State of Georgia.
2. All witnesses (except the principal parties), if they expect to testify, shall leave the room following
the administration of the oath until called upon to testify.
3. The burden of proof is on the aggrieved party to sustain his or her allegations by appropriate
evidence, and the administrative spokesperson or other appropriate party shall have the opportunity
to respond.
4. The Hearing Committee shall allocate an amount of time to each side. Time shall be charged only
against the party asking the questions. Time used by the Hearing Committee members in questioning
witnesses shall not be charged against either party.
5. The Subcommittee on Faculty and Staff Grievances has no subpoena powers, so the parties

involved in a formal grievance hearing are responsible for producing witnesses, advisors and
evidence. The Hearing Committee, however, may request the appearance of witnesses whose
testimony it believes would be helpful to its purposes.
6. Each party may present an opening statement of not more than 10-15 minutes. The aggrieved
person makes his or her presentation first, and then the opposing party shall have an opportunity to
make its presentation.
7. Following the opening statements, the aggrieved party may then call witnesses to present evidence
in support of his or her side of the case. He or she may question these witnesses or ask that the
witnesses be permitted to make a narrative statement. When the aggrieved person has concluded his
or her questioning of a given witness, the administrative spokesperson or other appropriate party
shall be provided an opportunity to question (cross-examine) this witness.
8. When the aggrieved person has concluded with his or her witnesses, the administration or other
appropriate party may proceed with its witnesses, if it chooses to call any. The administration or
other appropriate party may question its witnesses, or ask that the witnesses be permitted to make a
narrative statement. When the administrative spokesperson or other appropriate party has concluded
his or her questioning of a given witness, the aggrieved party shall be provided an opportunity to
question (cross-examine) this witness.
9. The Hearing Committee may question each witness after both parties have concluded their
questions. During the hearing, once each party's witnesses have testified, the Hearing Committee
may question both parties in an effort to clarify various aspects of the grievance petition.
10. The aggrieved person and the administration's spokesperson (or other appropriate party) shall be
present during the entire proceeding, including the examination of all witnesses.
11. Witnesses and any other evidence must be addressed to issues discussed in the grievance petition,
not to inconsequential matters. Any evidence which may assist the Hearing Committee in reaching a
decision should be admitted into the record. However, the Chair may exercise discretion and exclude
any evidence which is not pertinent to the case. The scope of questions asked by appropriate persons
shall not be limited by the Chair unless it appears that the questions are wholly irrelevant to the
purpose of the hearing or the questions are asked solely to embarrass, harass, or intimidate the
witness.
12. The chair may allow informal exchanges and comments between parties or among Hearing
Committee members and participants. The chair may require that the hearing be conducted on a more
formal basis when he or she believes this approach will be more conducive to an orderly hearing.
Neither party shall be allowed to interfere with the orderly presentation of the other's case. Personal
abuse, harassment or obscene language is to be considered out-of-order.
13. Each party may bring to the hearing an advisor who may be present during the entire proceeding,
but shall not be called as a witness or speak for the parties. In addition, each party may bring up to
three other persons (not witnesses) to act as observers, if desired.
14. The hearing shall be tape-recorded.
15. All witnesses and parties to this matter must be present at the time designated for the swearing in,

regardless of their time of appearance. When a witness can not appear because of illness or other
cause acceptable to the Hearing Committee, the sworn statement (affidavit) of the witness may be
introduced into the record and served on the opposing party, who should be allowed additional time,
not to exceed three (3) working days following the completion of the hearing, to file counteraffidavits.
16. The party introducing written evidence should identify the evidence for the record (unless the
opposite party agrees to its authenticity), preferably by calling a witness with firsthand knowledge of
the document. Since the legal rules of evidence do not apply, however, it shall be sufficient if the
party simply describes the documents, their source, and what the introduction of such documents is
intended to prove. The chair should announce that the document is admitted into the record if that is
his or her decision. Documentary (written) evidence introduced by the Hearing Committee or by
either party should be marked for identification by the person making a record of the hearing.
Generally, Hearing Committee evidence should be marked C-1, C-2, C-3, etc.
17. Evidence presented by the person bringing the grievance should be marked G-1, G-2, G-3, etc.
Evidence presented by the administration or other appropriate party in response to the grievance will
be marked A-1, A-2, A-3, or R-1, R-2, R-3, respectively.
18. If the hearing cannot be concluded in the time established by the Hearing Committee, the chair of
the Hearing Committee shall adjourn the hearing for the day and reconvene at the earliest possible
time convenient to all parties involved.
19. At the conclusion of the hearing, the administration (or other appropriate party) may make a
closing statement (not more than 15 minutes in length). Then the aggrieved person may make a
closing statement (not more than 15 minutes in length). As the aggrieved person bears the burden of
proof in this hearing, he or she may wish to reserve part of his or her closing statement for rebutting
the closing argument of the administrative spokesperson or other appropriate party.
20. Each party shall have three (3) working days following the hearing to file any counter-affidavits
or responses with the Hearing Committee. If neither party wishes to submit additional documentary
evidence after the hearing is concluded, the Chair shall announce that the record is closed. If either
party asks to present additional evidence, additional time not to exceed three (3) working days may
be granted, with the other party granted an additional three (3) working days to rebut the evidence.
The Chair shall announce the record then be closed, and thereafter no further evidence shall be
received. Copies of evidence presented shall be sent by the party presenting it to the opposite party.
21. The Hearing Committee shall develop its findings and formulate its recommendations based on
the evidence submitted to it by the parties involved. This evidence includes all written material
submitted to it prior to the hearing and attested to at the hearing, all evidence produced at the hearing
itself, and any counter-affidavits or responses filed with the Hearing Committee before the record is
closed.
22. Immediately after the conclusion of the hearing, the Hearing Committee shall meet privately to
discuss their initial reaction to the case and the evidence. As soon as the record (transcript, tape, etc.)
of the hearing is available, each Hearing Committee member shall carefully review it before reaching
a decision. The Hearing Committee shall then meet again, discuss the case and reach its decision,
which is then written and signed. The decision does not have to be unanimous and a minority report
may be filed.

E. This committee shall forward its decision with justifications to the chair of the Faculty and
Administrative Staff Personnel Committee who shall present it to the full committee for
consideration.
F. The report of the Hearing Committee will follow the guidelines stated below:
1. Findings of Fact: A brief summary of the facts as determined by the Committee hearing
the grievance from the evidence presented at the hearing, including a statement as to the nature of the
case. This summary will state findings of fact on each major issue raised by the parties.
2. Violations: A general statement of Regents' Policies or institution rules and regulations
violated, if any, and/or the stated reasons for the action.
3. Recommendation: A statement specifying the action the Hearing Committee recommends.
The Hearing Committee will keep its purpose in mind and limit the scope of its
recommendations to the case before it. To reduce the length of the decision without
sacrificing clarity, the Hearing Committee report should include only such factual recitals as
necessary to present and decide the issues.
G. This committee shall forward its report to the chair of the Faculty and Administrative Staff
Personnel Committee who shall present it to the Faculty and Administrative Staff Personnel
Committee for its consideration. The chair of the Faculty and Administrative Staff Personnel
Committee may request that one or more members of the Hearing Committee be present when the
report is presented to the Faculty and Administrative Staff Personnel Committee.
1. The chair of the Faculty and Administrative Staff Personnel Committee shall submit the
evidence and the report accepted by the full committee to the Provost and Vice President for
Academic Affairs.
2. Simultaneously, a letter stating that action has been taken concerning the grievance and a
copy of the report approved by the Faculty and Administrative Staff Personnel Committee
shall be transmitted to the aggrieved person.
3. The Provost and Vice President for Academic Affairs shall assume responsibility for
transmitting all information back down through the appeal chain.
107.0206 President of the University
If the grievance is not resolved at this point, the aggrieved person may appeal to the next highest
level -- the President of the University.
107.03 Office of the University Ombuds
The Office of the University Ombuds has been established to provide an accessible, informal channel
of communication to facilitate non-adversarial means of dispute resolution and to promote conflict
management and cooperation throughout the University community. The office will work to resolve
concerns, complaints and questions about University policies, procedures and practices in a neutral,
impartial and confidential manner.
In their dealings with visitors (i.e.: faculty, staff and students), Ombuds staff will act with integrity

and will advocate, not for any individual, but for fairness, equitable treatment, and respect throughout
the University community. Ombuds staff shall be properly trained and will adhere to the Code of
Ethics and Standard Operating Practices of the International Ombudsman Association. They shall
also serve as sensors and resource persons in identifying systemic institutional problems.
107.0301 Purpose and Scope
The University Ombuds Office is an independent source of assistance to faculty, staff and students
who seek guidance in dealing with problems, issues and conflicts. The office works outside the
formal organizational structure of the University to resolve concerns and complaints. Ombuds
personnel promote communication, fairness and civility in work relationships and in the resolution of
conflicts. The office supplements, rather than replaces, other alternative dispute resolution (ADR)
processes at the University. It strives to help parties reach mutually acceptable resolutions of disputes
in non-adversarial fashion. Ombuds staff also design and conduct training programs in conflict
resolution and related areas for the University community.
Without violating the confidential nature of the information, Ombuds staff may make
recommendations for institutional change to the President when appropriate (e.g.: policy change,
needed training, or other procedures that may enhance the campus climate). They also may provide
feedback with regard to trends or issues.
107.0302 Organization and Procedures
Professional staff in the University Ombuds office are appointed by, and report to, the President of
the University. The office shall operate independent of the ordinary line and staff structure of the
University. All staff with the title of Ombuds shall be appropriately trained and affiliated with the
University Ombuds office.
The office shall have access to any University office and will be provided information in an
expeditious manner. It shall safeguard the confidentiality of that information. Ombuds serve neither
as advocates nor as adjudicators and do not exercise decision-making authority. The office acts in an
informal manner outside usual administrative procedures, but does not subvert those procedures. It
shall not be involved in any compliance function of the institution. Contact with the Ombuds office is
voluntary and shall not be required.
Ombuds provide informal, confidential guidance to visitors and assist the University community in
the development of policies and procedures. They listen, offer information on University policies and
procedures, discuss options, make inquiries and referrals and facilitate communication. Ombuds will
explain the limits of services to visitors and the policy of confidentiality. No member of the
University community shall experience reprisal in seeking the services of the office.
Ombuds do not take sides in a conflict and strive to ensure fair and equitable treatment for all
concerned. Ombuds must consider the interests of all individuals affected.
With the permission of the visitor, the Ombuds will meet with all parties involved in a conflict. If the
Ombuds determines that formal mediation may be appropriate, the parties involved in the conflict
will be referred to the ADR liaisons who will arrange the mediation. Ombuds will advise visitors of
proper procedures to follow, including the lodging of a formal grievance if necessary. At that point,
the Ombuds will withdraw from the process. The Ombuds office shall not conduct formal

investigations nor will it provide testimony in formal or legal proceedings unless required by
subpoena or court order.
The Ombuds office may initiate review without a specific complaint in the determination of
procedural or systemic problems. An Ombuds may decline or withdraw from involvement in any
matter which is inappropriate for the engagement of the office. An Ombuds shall avoid situations in
which there is appearance of conflict of interest.
Contact with the Ombuds office is not regarded as official notice to the University on any matter nor
is an Ombuds required to report any such communication to the University. If a visitor wishes to put
the University on notice, the Ombuds will make a referral to the appropriate official.
Communication with the Ombuds office is confidential. Statistical data maintained by the office will
not reveal confidential information. Records of communications will not be kept and informal notes
will be destroyed promptly. Oral communication is preferred and use of e-mail in communicating
confidential matters with the office is not encouraged.
107.0303 Code of Ethics and Standard Operating Procedures
The Ombuds office at the University of West Georgia will adhere to the Code of Ethics and
Standards of Practice of the International Ombudsman Association (see appendices). In the exercise
of duties, Ombuds shall be “truthful and act with integrity, shall foster respect for all members of the
organization he or she serves, and shall promote procedural fairness in the content and administration
of those organizations’ practices, processes, and policies.”
A. Independence
The Ombuds office reports to the President of the University. It shall function free from interference
and will not be constrained by the organizational structure of the institution. Ombuds staff will have
no other affiliation or function at the University which might compromise their independence. To
fulfill Ombuds functions, the Ombuds office shall have a specific, allocated budget, adequate space,
and sufficient resources to meet operating needs and pursue continuing professional development.
The Ombuds shall have the authority to manage the budget and operations of the Ombuds office. The
Ombuds shall report to the office of the University President for administrative and budget matters.
B. Neutrality and Impartiality
An Ombuds shall not advocate for any individual but shall strive for fair and equitable treatment for
all members of the University community. Ombuds must avoid participation in matters which would
create a conflict of interest or otherwise compromise neutrality, including involvement in a
compliance function.

C. Confidentiality
The Ombuds office shall not reveal the name of any party with whom it has communicated and shall
maintain confidentiality in communications, disclosing confidential information, at the discretion of

the Ombuds, only when given permission, when compelled by law, judicial subpoena or court order
or when there is an imminent risk of possible violence or physical harm to self or others as
determined by the Ombuds. Ombuds staff do not keep notes or records on individual cases. 62
D. Informality
Ombuds will not participate in any internal formal grievance process or external formal process or
action, even if given permission to do so. Use of the office is voluntary and shall not be required.
The Ombuds office does not keep records for the University and in carrying out its mission is not
authorized to:











Make, change, or set aside a law, policy, or administrative decision;
Make binding decisions or determine rights;
Compel anyone to implement recommendations;
Conduct investigations that substitute for administrative or judicial proceedings;
Give legal advice;
Determine “guilt” or “innocence” of anyone accused of wrong-doing;
Provide testimony in formal grievance or disciplinary procedures or litigation except to
explain the role of the office and provide publicly available information (unless ordered to do
so by a judge);
Maintain formal written case records identifying users of the office;
Assist individuals with an issue that is currently pending in a formal forum (e.g.: a grievance)
unless all parties and the presiding officer in that action explicitly consent to suspend the
formal process;
Assist individuals with no affiliation with the campus community;

107.0304 Evaluation
Evaluation of the Ombuds office and staff will be conducted periodically by the University President
through external review and shall include an assessment of visitor satisfaction.
107.0305 Reporting
The Ombuds office shall at least annually make reports to the University President, the Committee
on Alternative Dispute Resolution and the campus community on conflict trends and areas of general
concern regarding policies and procedures.
107.0306 Adoption
These Terms of Reference and any subsequent amendments shall be approved by the Committee on
Alternative Dispute Resolution, the Faculty Senate and the President of the University. They shall be
effective on the date approved by the President and shall be incorporated into the dispute resolution
and grievance procedures in the faculty, employee and student handbooks.

Addendum VII

107 Dispute Resolution and Grievance Procedures
The University of West Georgia recognizes the value of constructive dispute resolution. Faculty,
staff, and students at the University of West Georgia are encouraged to seek resolution of any
conflict through informal discussion with those persons involved. If such informal efforts do not
resolve the dispute, the parties may choose to utilize the Office of the University of West
Georgia Ombuds (see section 107.013), the services of the Alternative Dispute Resolution
(ADR) Program at the University of West Georgia (see section 107.021) and/or may pursue
resolution of disputes through established Grievance Procedures (see section 107.032).
107.01 Office of the University Ombuds
The Office of the University Ombuds has been established to provide an accessible, informal channel
of communication to facilitate non-adversarial means of dispute resolution and to promote conflict
management and cooperation throughout the University community. The office will work to resolve
concerns, complaints and questions about University policies, procedures and practices in a neutral,
impartial and confidential manner.
In their dealings with visitors (i.e.: faculty, staff and students), Ombuds staff will act with integrity
and will advocate, not for any individual, but for fairness, equitable treatment, and respect
throughout the University community. Ombuds staff shall be properly trained and will adhere to the
Code of Ethics and Standard Operating Practices of the International Ombudsman Association. They
shall also serve as sensors and resource persons in identifying systemic institutional problems.
107.0101 Purpose and Scope
The University Ombuds Office is an independent source of assistance to faculty, staff and students
who seek guidance in dealing with problems, issues and conflicts. The office works outside the
formal organizational structure of the University to resolve concerns and complaints. Ombuds
personnel promote communication, fairness and civility in work relationships and in the resolution of
conflicts. The office supplements, rather than replaces, other alternative dispute resolution (ADR)
processes at the University. It strives to help parties reach mutually acceptable resolutions of disputes
in non-adversarial fashion. Ombuds staff also design and conduct training programs in conflict
resolution and related areas for the University community.
Without violating the confidential nature of the information, Ombuds staff may make
recommendations for institutional change to the President when appropriate (e.g.: policy change,
needed training, or other procedures that may enhance the campus climate). They also may provide
feedback with regard to trends or issues.
107.0102 Organization and Procedures
Professional staff in the University Ombuds office are appointed by, and report to, the President of
the University. The office shall operate independent of the ordinary line and staff structure of the
University. All staff with the title of Ombuds shall be appropriately trained and affiliated with the
University Ombuds office.
The office shall have access to any University office and will be provided information in an
expeditious manner. It shall safeguard the confidentiality of that information. Ombuds serve neither
as advocates nor as adjudicators and do not exercise decision-making authority. The office acts in an
informal manner outside usual administrative procedures, but does not subvert those procedures. It

shall not be involved in any compliance function of the institution. Contact with the Ombuds office is
voluntary and shall not be required.
Ombuds provide informal, confidential guidance to visitors and assist the University community in
the development of policies and procedures. They listen, offer information on University policies and
procedures, discuss options, make inquiries and referrals and facilitate communication. Ombuds will
explain the limits of services to visitors and the policy of confidentiality. No member of the
University community shall experience reprisal in seeking the services of the office.
Ombuds do not take sides in a conflict and strive to ensure fair and equitable treatment for all
concerned. Ombuds must consider the interests of all individuals affected.
With the permission of the visitor, the Ombuds will meet with all parties involved in a conflict. If the
Ombuds determines that formal mediation may be appropriate, the parties involved in the conflict
will be referred to the ADR liaisons who will arrange the mediation. Ombuds will advise visitors of
proper procedures to follow, including the lodging of a formal grievance if necessary. At that point,
the Ombuds will withdraw from the process. The Ombuds office shall not conduct formal
investigations nor will it provide testimony in formal or legal proceedings unless required by
subpoena or court order.
The Ombuds office may initiate review without a specific complaint in the determination of
procedural or systemic problems. An Ombuds may decline or withdraw from involvement in any
matter which is inappropriate for the engagement of the office. An Ombuds shall avoid situations in
which there is appearance of conflict of interest.
Contact with the Ombuds office is not regarded as official notice to the University on any matter nor
is an Ombuds required to report any such communication to the University. If a visitor wishes to put
the University on notice, the Ombuds will make a referral to the appropriate official.
Communication with the Ombuds office is confidential. Statistical data maintained by the office will
not reveal confidential information. Records of communications will not be kept and informal notes
will be destroyed promptly. Oral communication is preferred and use of e-mail in communicating
confidential matters with the office is not encouraged.
107.0303 Code of Ethics and Standard Operating Procedures
The Ombuds office at the University of West Georgia will adhere to the Code of Ethics and
Standards of Practice of the International Ombudsman Association (see appendices). In the exercise
of duties, Ombuds shall be “truthful and act with integrity, shall foster respect for all members of the
organization he or she serves, and shall promote procedural fairness in the content and administration
of those organizations’ practices, processes, and policies.”
A. Independence
The Ombuds office reports to the President of the University. It shall function free from interference
and will not be constrained by the organizational structure of the institution. Ombuds staff will have
no other affiliation or function at the University which might compromise their independence. To
fulfill Ombuds functions, the Ombuds office shall have a specific, allocated budget, adequate space,
and sufficient resources to meet operating needs and pursue continuing professional development.

The Ombuds shall have the authority to manage the budget and operations of the Ombuds office. The
Ombuds shall report to the office of the University President for administrative and budget matters.
B. Neutrality and Impartiality
An Ombuds shall not advocate for any individual but shall strive for fair and equitable treatment for
all members of the University community. Ombuds must avoid participation in matters which would
create a conflict of interest or otherwise compromise neutrality, including involvement in a
compliance function.
C. Confidentiality
The Ombuds office shall not reveal the name of any party with whom it has communicated and
shall maintain confidentiality in communications, disclosing confidential information, at the
discretion of the Ombuds, only when given permission, when compelled by law, judicial subpoena
or court order or when there is an imminent risk of possible violence or physical harm to self or
others as determined by the Ombuds. Ombuds staff do not keep notes or records on individual
cases. 62
D. Informality
Ombuds will not participate in any internal formal grievance process or external formal process or
action, even if given permission to do so. Use of the office is voluntary and shall not be required.
The Ombuds office does not keep records for the University and in carrying out its mission is not
authorized to:
•
•
•
•
•
•
•
•
•

Make, change, or set aside a law, policy, or administrative decision;
Make binding decisions or determine rights;
Compel anyone to implement recommendations;
Conduct investigations that substitute for administrative or judicial proceedings; Give
legal advice;
Determine “guilt” or “innocence” of anyone accused of wrong-doing;
Provide testimony in formal grievance or disciplinary procedures or litigation except to
explain the role of the office and provide publicly available information (unless ordered to do
so by a judge);
Maintain formal written case records identifying users of the office;
Assist individuals with an issue that is currently pending in a formal forum (e.g.: a grievance)
unless all parties and the presiding officer in that action explicitly consent to suspend the
formal process;
Assist individuals with no affiliation with the campus community;

107.0104 Evaluation
Evaluation of the Ombuds office and staff will be conducted periodically by the University President
through external review and shall include an assessment of visitor satisfaction.
107.0105 Reporting

The Ombuds office shall at least annually make reports to the University President, the Committee on
Alternative Dispute Resolution and the campus community on conflict trends and areas of general
concern regarding policies and procedures.
107.0106 Adoption
These Terms of Reference and any subsequent amendments shall be approved by the Committee on
Alternative Dispute Resolution, the Faculty Senate and the President of the University. They shall be
effective on the date approved by the President and shall be incorporated into the dispute resolution
and grievance procedures in the faculty, employee and student handbooks.

107.021 Oversight and Administration of Alternative Dispute Resolution program.
The University of West Georgia ADR program is administered by the University Co-Liaisons for
Alternative Dispute Resolution in cooperation and consultation with the Committee on
Alternative Dispute Resolution.
107.02101 The university co-liaisons for ADR will be appointed by the President. One co-liaison
will be a member of the staff; the second co-liaison will be a member of the faculty.
The co-liaisons will serve as the first point of contact for any member of the university
community who wishes to utilize mediation to pursue resolution of a conflict; screen requests for
mediation to determine the appropriateness of mediation (including the willingness of parties to
participate in mediation); secure the consent of all parties involved and arrange for an approved
neutral or neutrals to mediate the dispute; and maintain all necessary records, forms of consent,
and evaluations required during the mediation process.
107.02102 The Committee on Alternative Dispute Resolution will consist of persons
recommended by the co-liaisons and appointed by the President. Every major constituency in the
university will be represented on the committee. The committee will meet at least once a
semester and participate in a variety of tasks associated with mediation, including but not limited
to: overseeing the general operations of the ADR program; distributing and updating information
about the program’s policies and procedures; coordinating mediation training for faculty, staff,
and students; and overseeing all ADR-related tasks requested by the Board of Regents.
107.02102.1 At its first meeting of the year, the committee will elect a chair from its
membership to serve for a two year term. The chair may be re-elected for one subsequent term.
107.02103 The Committee on Alternative Dispute Resolution will recruit mediators from the
faculty, staff and students at the university. Persons wishing to mediate within the institution
should submit a written request to the committee. Each person wishing to mediate must have
successfully completed an appropriate course designed to train mediators. In those cases where it
may be deemed appropriate to obtain the services of a mediator from off-campus, the co-liaisons
will contact the office of the Consortium on Negotiation and Conflict Resolution (CNCR).

Every effort will be made to provide appropriate training to faculty who are interested in
becoming mediators within the University System of Georgia.
107.02104 Requests for Mediation
Any member of the University Community may request a mediation to resolve disputes with any
other member.

Seeking a solution through mediation does not take away an individual’s rights to pursue claims
through the grievance process or litigation.
Under ordinary circumstances, parties involved in a dispute would ideally attempt mediation
before pursuing claims through the grievance process or litigation. There may be cases, however,
in which parties involved in a dispute may wish to request suspension or delay of a grievance
process in order to pursue possibilities for a mediated resolution of their dispute. If a grievance
process is interrupted in this way and a solution is not reached in mediation within ten (10)
working days from the initial request for mediation, aggrieved parties may return to the
grievance process.
107. 02105 The Mediation Process
If the co-liaisons have determined that mediation is appropriate, they will appoint a mediator or
co-mediators to assist parties in resolution of their dispute(s). It will be the responsibility of the
mediator(s) to arrange for an appropriate time and place to conduct the mediation, and to conduct
the mediation according to all applicable policies and procedures.

Procedures that govern the mediation process include the following:
A. Mediation is a form of dispute resolution in which a neutral party, a trained mediator, attempts
to assist parties in conflict to negotiate a mutually satisfactory resolution to their dispute. A
mediator does not decide who wins or loses the dispute. A mediator does not act as judge or
jury, does not take sides in disputes, and does not guarantee the results of mediation. Instead,
a mediator is in the role of a neutral third-party who establishes a fair and structured process
which facilitates communication and mutual decision-making between and among parties to a
dispute.
B. At the beginning of the mediation session, the mediator(s) will inform the parties involved of
the policies and procedures that will be followed and will ensure that participation in
mediation is purely voluntary. No mediation will occur without the consent of all parties
involved.
C. If the mediator(s) allow the parties to have an advisor present, the mediator(s) will decide to
what degree the advisor may participate in the process.
D. All parties will be given the opportunity to present their side of the matters at issue in their
own words. Because mediation is essentially a communication process and not a legal

proceeding, the customary rules of evidence do not apply. Parties are free to discuss any
matters related to the issue(s) they believe will support resolution of their dispute(s).
E. Confidentiality. The discussions held during mediation are strictly confidential with the
following exceptions: confidentiality does not extend to a situation in which conduct by either
party is criminal in nature or statements are made during the process of mediation that involve
threats of imminent violence to self or others and lead the mediator(s) to reasonably believe that
someone’s safety is at risk.
In light of this commitment to confidentiality, the mediator(s) will not retain any notes taken during
the mediation, no recording will be permitted during the mediation process by any parties involved
and it is understood that mediators cannot testify for or against any party should the dispute be
subsequently pursued through grievance and/or legal proceedings.

F. A successful mediation is one in which the parties involved in the dispute reach an agreement
described as “win/win.” In mediation, parties agree only to things that are acceptable to them, to
resolutions which each believes will actually resolve the dispute(s) between/among them. Because
parties jointly work to resolve the dispute, the resolutions are frequently more creative and have
the potential to enhance, or at least preserve, relationships better than other forms of dispute
resolution.
G. If an agreement is reached, the agreement will be written by the mediator(s), and signed by all
parties. A copy of the agreement will be given to the parties but not retained by the mediator(s).
H. The mediator(s) will inform the co-liaisons only that an agreement was or was not reached
I. Each participant in mediation will be given the opportunity to evaluate the mediation process at
the conclusion of the mediation.
J. It is important to understand that: time spent in mediation will be considered part of the working
day and will not require any person to take leave to participate. All supervisors will make
reasonable efforts to enable employees to be available for participation in mediation.
K. The acceptance or refusal of either party to submit a dispute to a mediator will not influence the
outcome of any subsequent grievance proceeding.
107.02106 Limitations to Mediation
It is important to understand that not all disputes are appropriate for mediation. Some examples of
disputes that are not appropriate for mediation include those that have been the subject of a final
ruling or decision in accordance with University policies and procedures; disputes involving purely
academic decisions (i.e., faculty assessment of students’ work); disputes involving trivial matters;
allegations of sexual harassment; complaints of discrimination based on protected class; and disputes
that have no relation to the University. It is also important to understand that mediation will not
result in resolution for every dispute.

107.032 Grievance Procedures
Within ninety days after becoming aware of the grievance, a person having a grievance shall attempt
to resolve it at all levels through that of the Provost and Vice President for Academic Affairs before
submitting it to the chair on the Subcommittee on Faculty and Staff Grievances.
Before requesting a grievance hearing, a person having a grievance shall attempt to resolve the issue
within 60 working days of the initiation of the grievance process through the level of the Provost.
The Provost will submit a formal grievance to the chair of the Faculty Development Committee.
The initialization of a grievance shall not preclude attempts to resolve a dispute by means of
Alternative Dispute Resolution (see Section 107). The person should understand that a committee
appointed to hear the grievance functions to study the case and to make recommendations; it is not
empowered to reverse decisions.
107.03201 A person submitting grievance shall follow the stated procedures at each level.
107.03202 Department Chair (or Supervisor)
A. The aggrieved person shall first discuss the grievance with the appropriate department chair.
B. If the matter is not resolved at this level, the person should prepare a written statement clearly
delineating the grievance, supplying appropriate documentation.
C. Simultaneously, the department chair shall prepare a written statement to justify his or her action.
D. These documents shall be forwarded to the next highest administrative level.
107.03203 Dean of College (or comparable Administrator)
A.
Upon receipt of the documents, the dean of the college shall review the grievance in
consultation, if necessary, with the person involved, the department chair, and/or any other persons
who might provide useful information.
B.
If the grievance is not resolved at this level, the dean shall prepare a written statement
describing his or her actions and justifying his or her decision.
C.
The folder of documents, including the dean's statement, shall be forwarded to the next
highest administrative level.
107.03204 Provost and Vice President for Academic Affairs
A.
The Provost and Vice President shall review all statements concerning the case. He or she
may consult with the involved dean, department chair, and faculty or staff member before rendering
a decision on the grievance.
B.
If the person filing the grievance is not satisfied with the decision, the Provost and Vice
President shall forward the folder including a written statement of the decision and justification to the
chair of the Faculty Senate Faculty Development Committee, who will initiate the formation of a

Subcommittee on Faculty and Staff Grievances. A new Subcommittee on Faculty Grievances will be
formed each time a grievance is submitted.
C. Any petition or material which has not gone through the stated procedures described above (from
the level of the department chair or supervisor up through the level of the Provost and Vice President
for Academic Affairs) will be returned to the petitioner with a copy of the pages of the Faculty
Handbook describing the grievance procedures on campus. The petitioner will be informed that the
Faculty Development Committee of the Faculty Senate has no authority to act on grievances which
have not properly gone through channels.
107.03205 The Formation and Work of a Chair of the Subcommittee on Faculty and Staff
Grievances
A. The Faculty Development Committee will choose by majority vote a chair for the Subcommittee
on Faculty Grievances from among tenured UWG faculty. The Chair of the Faculty Development
Committee may not serve as the chair of the Subcommittee on Faculty Grievances. A new
Subcommittee on Faculty Grievances will be formed each time a grievance is submitted, with a new
chair chosen for each grievance. The service of the chair of the Subcommittee on Faculty Grievances
will be agreed upon by any involved administrators and by the faculty member submitting the
grievance.
B. Any petition or material which has not gone through the stated procedures described above (from
the level of the department chair or supervisor up through the level of the Provost and Vice President
for Academic Affairs) will be returned to the petitioner with a copy of the pages of the Faculty
Handbook describing the grievance procedures on campus. The petitioner will be informed that the
Faculty and Administrative Staff Personnel Committee of the Faculty Senate has no authority to act
on grievances which have not properly gone through proper channels.
B. Upon receipt of the folio concerning the grievance, the chair of chair of the Subcommittee on
Faculty Grievances this subcommittee shall consult with the chair of the Faculty Developmentand
Administrative Staff Personnel Committee. They shall discuss the grievance petition and identify
persons who might be best suited to constitute a committee to hear this grievance. The appointed
committee shall be constituted in an effort to ensure that the aggrieved person receives a fair and
impartial hearing.
1. In most cases, a four-seven-member committee of faculty members will be selected to hear
a given grievance: one from the College of Arts and & HumanitiesSciences, one from the
College of Science and Mathematics, one from the College of Social Sciences, one from
the Richards College of Business, one from the College of Education, one from the School
of Nursing, and one from the Library or some other segment of the campus.
2. The chair of the Subcommittee on Faculty and Staff Grievances will contact on an
individual basis the persons identified as prospective committee members to determine
their willingness to serve and their acceptability (re: impartiality, fairness, absence of
conflict of interest). Their service as committee members will also be agreed to by any
involved administrators and by the faculty member submitting the grievance.
3. Under normal circumstances, the chair of the Subcommittee on Faculty and Staff

Grievances will serve as the chair of each of the grievance hearing committees established.
#4. The chair of the Subcommittee on Faculty and Staff Grievances is required to convene
meetings to hear given grievance petitions and is responsible for writing the final draft of
each committee's report with regard toregarding a given grievance.
C. The Subcommittee on Faculty Grievances Hearing Committee has the authority to conduct
inquiries into faculty grievances , to attempt the resolution of these grievances by mediation, and
to present to the President (via the Provost and Vice President for Academic Affairsappropriate
channels) its recommendations for appropriate responses to the grievances it has considered. It is
the responsibility of the Subcommittee on Faculty Grievances Hearing Committee to seek to
determine whether there is substance to the grievances brought before it and, if so, to attempt to
resolve these grievances. In carrying out this responsibility, the Subcommittee on Faculty
Grievances Hearing Committee reviewing a given grievance may examine decision-making
processes related to that grievance to determine whether or not such processes were handled
fairly, professionally, and in accordance with university policy. To this end, faculty members,
administrators, and designated committee members involved in or knowledgeable about particular
issues pertaining to the grievance may be asked by the committee hearing the grievance to provide
clarifying information and/or to discuss and defend their actions related to grievance charges. The
Subcommittee on Faculty Grievances Hearing committee members may interview persons that the
aggrieved faculty member and/or the administration feels would be helpful in getting the clearest
picture of what has occurred.
The aggrieved individual should be provided every opportunity to fully state his or her contentions to
the Subcommittee on Faculty Grievances Hearing Committee, and the Subcommittee on Faculty
Grievances Hearing Committee should make every reasonable effort to understand the facts and the
substance of an aggrieved person's allegations before rendering its report and recommendation(s).
Respecting due process and confidentiality, faculty members serving on a Subcommittee on Faculty
Grievances Hearing Committee will not discuss a given grievance or set of grievances with the
aggrieved individual, other administrative or non-administrative colleagues, or with students, except
when as such contacts are agreed to by the Subcommittee on Faculty Grievances Hearing Committee
as an authorized part of their role in reviewing said grievance(s).
D. Should the Subcommittee on Faculty Grievances Hearing Committee determine by majority vote
that a formal hearing is appropriate, the following guidelines for conducting such a hearing shall
be adhered to:
1. An oath or affirmation shall be administered to all persons expected to testify in the
hearing by any person authorized by law to administer oaths in the State of Georgia.
2. All witnesses (except the principal parties), if they expect to testify, shall leave the room
following the administration of the oath until called upon to testify.
3. The burden of proof is on the aggrieved party to sustain his or her allegations by
appropriate evidence, and the administrative spokesperson or other appropriate party shall
have the opportunity to respond.

4. The Subcommittee on Faculty Grievances Hearing Committee shall allocate an amount of
time to each side. Time shall be charged only against the party asking the questions. Time
used by the Subcommittee on Faculty Grievances Hearing Committee members in
questioning witnesses shall not be charged against either party.
5. The Subcommittee on Faculty and Staff Grievances has no subpoena powers, so the
parties involved in a formal grievance hearing are responsible for producing witnesses,
advisors and evidence. The Subcommittee on Faculty Grievances Hearing Committee,
however, may request the appearance of witnesses whose testimony it believes would be
helpful to its purposes.
6. Each party may present an opening statement of not more than 10-15 minutes. The
aggrieved person makes his or her presentation first, and then the opposing party shall
have an opportunity to make its presentation.
7. Following the opening statements, the aggrieved party may then call witnesses to present
evidence in support of his or her side of the case. He or she may question these witnesses
or ask that the witnesses be permitted to make a narrative statement. When the aggrieved
person has concluded his or her questioning of a given witness, the administrative
spokesperson or other appropriate party shall be provided an opportunity to question
(cross-examine) this witness.
8. When the aggrieved person has concluded with his or her witnesses, the administration or
other appropriate party may proceed with its witnesses, if it chooses to call any. The
administration or other appropriate party may question its witnesses, or ask that the
witnesses be permitted to make a narrative statement. When the administrative
spokesperson or other appropriate party has concluded his or her questioning of a given
witness, the aggrieved party shall be provided an opportunity to question (cross-examine)
this witness.
9. The Subcommittee on Faculty Grievances Hearing Committee may question each witness
after both parties have concluded their questions. During the hearing, once each party's
witnesses have testified, the Subcommittee on Faculty Grievances Hearing Committee
may question both parties in an effort to clarify various aspects of the grievance petition.
10. The aggrieved person and the administration's spokesperson (or other appropriate party)
shall be present during the entire proceeding, including the examination of all witnesses.
11. Witnesses and any other evidence provided must be addressed to issues discussed in the
grievance petition, not to inconsequential matters. Any evidence which may assist the
Subcommittee on Faculty Grievances Hearing Committee in reaching a decision should
be admitted into the record;. hHowever, the chair may exercise discretion and to exclude
any evidence which is not pertinent to the case. The scope of questions asked by
appropriate persons shall not be limited by the chair unless it appears that the questions
are wholly irrelevant to the purpose of the hearing or the questions are asked solely to
embarrass, harass, or intimidate the witness.

12. The chair may allow informal exchanges and comments between parties or among
Subcommittee on Faculty Grievances Hearing Committee members and participants. The
chair may require that the hearing be conducted on a more formal basis when he or she
believes this approach will be more conducive to an orderly hearing. Neither party shall
be allowed to interfere with the orderly presentation of the other's case. Personal abuse,
harassment, or obscene language is to be considered out-of-order.
13. Each party may bring to the hearing an advisor who may be present during the entire
proceeding, but shall not be called as a witness or speak for the parties. In addition, each
party may bring up to three other persons (not witnesses) to act as observers, if desired.
14. The hearing shall be audiotape-recorded.
15. All witnesses and parties to this matter must be present at the time designated for the
swearing in, regardless of their time of appearance. When a witness can notcannot appear
because of illness or other cause acceptable to the Subcommittee on Faculty Grievances
Hearing Committee, the sworn statement (affidavit) of the witness may be introduced into
the record and served on the opposing party, who should be allowed additional time, not
to exceed three (3) working days following the completion of the hearing, to file
counteraffidavits.
16. The party introducing written evidence should identify the evidence for the record (unless
the opposite party agrees to its authenticity), preferably by calling a witness with firsthand
knowledge of the document. Since the legal rules of evidence do not apply, however, it
shall be sufficient if the party simply describes the documents, their source, and what the
introduction of such documents is intended to prove. The chair should announce that the
document is admitted into the record if that is his or her decision. Documentary (written)
evidence introduced by the Subcommittee on Faculty Grievances Hearing Committee or
by either party should be marked for identification by the person making a record of the
hearing. Generally, Subcommittee on Faculty Grievances Hearing Committee evidence
should be marked C-1, C-2, C-3, etc.
17. Evidence presented by the person bringing the grievance should be marked G-1, G-2, G3,
etc. Evidence presented by the administration or other appropriate party in response to the
grievance will be marked A-1, A-2, A-3, or R-1, R-2, R-3, respectively.
18. If the hearing cannot be concluded in the time established by the Subcommittee on
Faculty Grievances Hearing Committee, the chair of the Subcommittee on Faculty
Grievances Hearing Committee shall adjourn the hearing for the day and reconvene at the
earliest possible time convenient to all parties involved.
19. At the conclusion of the hearing, the administration (or other appropriate party) may
make a closing statement (not more than 15 minutes in length). Then the aggrieved
person may make a closing statement (not more than 15 minutes in length). As the
aggrieved person bears the burden of proof in this hearing, he or she may wish to reserve
part of his or her closing statement for rebutting the closing argument of the
administrative spokesperson or other appropriate party.

20. Each party shall have three (3) working days following the hearing to file any
counteraffidavits or responses with the Hearing Committee. If neither party wishes to
submit additional documentary evidence after the hearing is concluded, the cChair shall
announce that the record is closed. If either party asks to present additional evidence,
additional time not to exceed three (3) working days may be granted, with the other party
granted an additional three (3) working days to rebut the evidence. The cChair shall
announce the record then be closed, and thereafter no further evidence shall be received.
Copies of evidence presented shall be sent by the party presenting it to the opposite party.
21. The Subcommittee on Faculty Grievances Hearing Committee shall develop its findings
and formulate its recommendations, based on the evidence submitted to it by the parties
involved. This evidence includes all written material submitted to it prior to the hearing
and attested to at the hearing, all evidence produced at the hearing itself, and any
counteraffidavits or responses filed with the Hearing Committee before the record is
closed.
22. Immediately after the conclusion of the hearing, the Subcommittee on Faculty Grievances
Hearing Committee shall meet privately to discuss their initial reaction to the case and the
evidence. As soon as the record (transcript, tape, etc.) of the hearing is available, each
Hearing Committee member shall carefully review it before reaching a decision. The
Subcommittee on Faculty Grievances Hearing Committee shall then meet again, discuss the
case and reach its decision, which is then written and signed. The decision does not have to
be unanimous, and a minority report may be filed.
E. This committee shall forward its decision with justifications to the chair of the Faculty
Development and Administrative Staff Personnel Committee who shall present it to the full
committee for consideration.
F. The report of the Subcommittee on Faculty Grievances Hearing Committee will follow the
guidelines stated below:
1.
Findings of Fact: A brief summary of the facts as determined by the Committee
hearing the grievance from the evidence presented at the hearing, including a statement as to
the nature of the case. This summary will state findings of fact on each major issue raised by
the parties.
2.
Violations: A general statement of Regents' Policies or institution rules and
regulations violated, if any, and/or the stated reasons for the action.
3.
Recommendation: A statement specifying the action the Hearing Committee
recommends. The Hearing Committee will keep its purpose in mind and limit the scope of its
recommendations to the case before it. To reduce the length of the decision without
sacrificing clarity, the Hearing Committee report should include only such factual recitals as
necessary to present and decide the issues.
G. This committee shall forward its report to the chair of the Faculty Development and
Administrative Staff Personnel Committee who shall present it to the Faculty Development and

Administrative Staff Personnel Committee for its consideration. The chair of the Faculty
Developement and Administrative Staff Personnel Committee may request that one or more
members of the Subcommittee on Faculty Grievances Hearing Committee be present when the report
is presented to the Faculty Developement and Administrative Staff Personnel Committee.
1.
The chair of the Faculty Development and Administrative Staff Personnel Committee
shall submit the evidence and the report accepted by the full committee to the Provost and
Vice President for Academic Affairs.
2.
Simultaneously, a letter stating that action has been taken concerning the grievance
and a copy of the report approved by the Faculty Development and Administrative Staff
Personnel Committee shall be transmitted to the aggrieved person.
3.
The Provost and Vice President for Academic Affairs shall assume responsibility for
transmitting all information back down through the appeal chain.
107.03206 President of the University
If the grievance is not resolved at this point, the aggrieved person may appeal to the next highest
level -- the President of the University.
107.03 Office of the University Ombuds
The Office of the University Ombuds has been established to provide an accessible, informal channel
of communication to facilitate non-adversarial means of dispute resolution and to promote conflict
management and cooperation throughout the University community. The office will work to resolve
concerns, complaints and questions about University policies, procedures and practices in a neutral,
impartial and confidential manner.
In their dealings with visitors (i.e.: faculty, staff and students), Ombuds staff will act with integrity
and will advocate, not for any individual, but for fairness, equitable treatment, and respect
throughout the University community. Ombuds staff shall be properly trained and will adhere to the
Code of Ethics and Standard Operating Practices of the International Ombudsman Association. They
shall also serve as sensors and resource persons in identifying systemic institutional problems.
107.0301 Purpose and Scope
The University Ombuds Office is an independent source of assistance to faculty, staff and students
who seek guidance in dealing with problems, issues and conflicts. The office works outside the
formal organizational structure of the University to resolve concerns and complaints. Ombuds
personnel promote communication, fairness and civility in work relationships and in the resolution of
conflicts. The office supplements, rather than replaces, other alternative dispute resolution (ADR)
processes at the University. It strives to help parties reach mutually acceptable resolutions of disputes
in non-adversarial fashion. Ombuds staff also design and conduct training programs in conflict
resolution and related areas for the University community.
Without violating the confidential nature of the information, Ombuds staff may make
recommendations for institutional change to the President when appropriate (e.g.: policy change,
needed training, or other procedures that may enhance the campus climate). They also may provide
feedback with regard to trends or issues.

107.0302 Organization and Procedures
Professional staff in the University Ombuds office are appointed by, and report to, the President of
the University. The office shall operate independent of the ordinary line and staff structure of the
University. All staff with the title of Ombuds shall be appropriately trained and affiliated with the
University Ombuds office.
The office shall have access to any University office and will be provided information in an
expeditious manner. It shall safeguard the confidentiality of that information. Ombuds serve neither
as advocates nor as adjudicators and do not exercise decision-making authority. The office acts in an
informal manner outside usual administrative procedures, but does not subvert those procedures. It
shall not be involved in any compliance function of the institution. Contact with the Ombuds office is
voluntary and shall not be required.
Ombuds provide informal, confidential guidance to visitors and assist the University community in
the development of policies and procedures. They listen, offer information on University policies and
procedures, discuss options, make inquiries and referrals and facilitate communication. Ombuds will
explain the limits of services to visitors and the policy of confidentiality. No member of the
University community shall experience reprisal in seeking the services of the office.
Ombuds do not take sides in a conflict and strive to ensure fair and equitable treatment for all
concerned. Ombuds must consider the interests of all individuals affected.
With the permission of the visitor, the Ombuds will meet with all parties involved in a conflict. If the
Ombuds determines that formal mediation may be appropriate, the parties involved in the conflict
will be referred to the ADR liaisons who will arrange the mediation. Ombuds will advise visitors of
proper procedures to follow, including the lodging of a formal grievance if necessary. At that point,
the Ombuds will withdraw from the process. The Ombuds office shall not conduct formal
investigations nor will it provide testimony in formal or legal proceedings unless required by
subpoena or court order.
The Ombuds office may initiate review without a specific complaint in the determination of
procedural or systemic problems. An Ombuds may decline or withdraw from involvement in any
matter which is inappropriate for the engagement of the office. An Ombuds shall avoid situations in
which there is appearance of conflict of interest.
Contact with the Ombuds office is not regarded as official notice to the University on any matter nor
is an Ombuds required to report any such communication to the University. If a visitor wishes to put
the University on notice, the Ombuds will make a referral to the appropriate official.
Communication with the Ombuds office is confidential. Statistical data maintained by the office will
not reveal confidential information. Records of communications will not be kept and informal notes
will be destroyed promptly. Oral communication is preferred and use of e-mail in communicating
confidential matters with the office is not encouraged.
107.0303 Code of Ethics and Standard Operating Procedures
The Ombuds office at the University of West Georgia will adhere to the Code of Ethics and
Standards of Practice of the International Ombudsman Association (see appendices). In the exercise
of duties, Ombuds shall be “truthful and act with integrity, shall foster respect for all members of the

organization he or she serves, and shall promote procedural fairness in the content and administration
of those organizations’ practices, processes, and policies.”
A. Independence
The Ombuds office reports to the President of the University. It shall function free from interference
and will not be constrained by the organizational structure of the institution. Ombuds staff will have
no other affiliation or function at the University which might compromise their independence. To
fulfill Ombuds functions, the Ombuds office shall have a specific, allocated budget, adequate space,
and sufficient resources to meet operating needs and pursue continuing professional development.
The Ombuds shall have the authority to manage the budget and operations of the Ombuds office. The
Ombuds shall report to the office of the University President for administrative and budget matters.
B. Neutrality and Impartiality
An Ombuds shall not advocate for any individual but shall strive for fair and equitable treatment for
all members of the University community. Ombuds must avoid participation in matters which would
create a conflict of interest or otherwise compromise neutrality, including involvement in a
compliance function.
C. Confidentiality
The Ombuds office shall not reveal the name of any party with whom it has communicated and
shall maintain confidentiality in communications, disclosing confidential information, at the
discretion of the Ombuds, only when given permission, when compelled by law, judicial subpoena
or court order or when there is an imminent risk of possible violence or physical harm to self or
others as determined by the Ombuds. Ombuds staff do not keep notes or records on individual
cases. 62
D. Informality
Ombuds will not participate in any internal formal grievance process or external formal process or
action, even if given permission to do so. Use of the office is voluntary and shall not be required.
The Ombuds office does not keep records for the University and in carrying out its mission is not
authorized to:
•
•
•
•
•
•
•
•

Make, change, or set aside a law, policy, or administrative decision;
Make binding decisions or determine rights;
Compel anyone to implement recommendations;
Conduct investigations that substitute for administrative or judicial proceedings; Give
legal advice;
Determine “guilt” or “innocence” of anyone accused of wrong-doing;
Provide testimony in formal grievance or disciplinary procedures or litigation except to
explain the role of the office and provide publicly available information (unless ordered to do
so by a judge);
Maintain formal written case records identifying users of the office;
Assist individuals with an issue that is currently pending in a formal forum (e.g.: a grievance)
unless all parties and the presiding officer in that action explicitly consent to suspend the
formal process;

•

Assist individuals with no affiliation with the campus community;

107.0304 Evaluation
Evaluation of the Ombuds office and staff will be conducted periodically by the University President
through external review and shall include an assessment of visitor satisfaction.
107.0305 Reporting
The Ombuds office shall at least annually make reports to the University President, the Committee on
Alternative Dispute Resolution and the campus community on conflict trends and areas of general
concern regarding policies and procedures.
107.0306 Adoption
These Terms of Reference and any subsequent amendments shall be approved by the Committee on
Alternative Dispute Resolution, the Faculty Senate and the President of the University. They shall be
effective on the date approved by the President and shall be incorporated into the dispute resolution
and grievance procedures in the faculty, employee and student handbooks.

Addendum VIII

107 Dispute Resolution and Grievance Procedures
The University of West Georgia recognizes the value of constructive dispute resolution. Faculty,
staff, and students at the University of West Georgia are encouraged to seek resolution of any
conflict through informal discussion with those persons involved. If such informal efforts do not
resolve the dispute, the parties may choose to utilize the Office of the University of West
Georgia Ombuds (see section 107.01), the services of the Alternative Dispute Resolution (ADR)
Program at the University of West Georgia (see section 107.02) and/or may pursue resolution of
disputes through established Grievance Procedures (see section 107.03).
107.01 Office of the University Ombuds
The Office of the University Ombuds has been established to provide an accessible, informal channel
of communication to facilitate non-adversarial means of dispute resolution and to promote conflict
management and cooperation throughout the University community. The office will work to resolve
concerns, complaints and questions about University policies, procedures and practices in a neutral,
impartial and confidential manner.
In their dealings with visitors (i.e.; faculty, staff and students), Ombuds staff will act with integrity
and will advocate, not for any individual, but for fairness, equitable treatment, and respect throughout
the University community. Ombuds staff shall be properly trained and will adhere to the Code of
Ethics and Standard Operating Practices of the International Ombudsman Association. They shall
also serve as sensors and resource persons in identifying systemic institutional problems.
107.0101 Purpose and Scope
The University Ombuds Office is an independent source of assistance to faculty, staff and students
who seek guidance in dealing with problems, issues and conflicts. The office works outside the
formal organizational structure of the University to resolve concerns and complaints. Ombuds
personnel promote communication, fairness and civility in work relationships and in the resolution of
conflicts. The office supplements, rather than replaces, other alternative dispute resolution (ADR)
processes at the University. It strives to help parties reach mutually acceptable resolutions of disputes
in non-adversarial fashion. Ombuds staff also design and conduct training programs in conflict
resolution and related areas for the University community.
Without violating the confidential nature of the information, Ombuds staff may make
recommendations for institutional change to the President when appropriate (e.g.: policy change,
needed training, or other procedures that may enhance the campus climate). They also may provide
feedback regarding trends or issues.
107.0102 Organization and Procedures
Professional staff in the University Ombuds office are appointed by, and report to, the President of
the University. The office shall operate independent of the ordinary line and staff structure of the
University. All staff with the title of Ombuds shall be appropriately trained and affiliated with the
University Ombuds office.
The office shall have access to any University office and will be provided information in an
expeditious manner. It shall safeguard the confidentiality of that information. Ombuds serve neither

as advocates nor as adjudicators and do not exercise decision-making authority. The office acts in an
informal manner outside usual administrative procedures, but does not subvert those procedures. It
shall not be involved in any compliance function of the institution. Contact with the Ombuds office is
voluntary and shall not be required.
Ombuds provide informal, confidential guidance to visitors and assist the University community in
the development of policies and procedures. They listen, offer information on University policies and
procedures, discuss options, make inquiries and referrals, and facilitate communication. Ombuds will
explain the limits of services to visitors and the policy of confidentiality. No member of the
University community shall experience reprisal in seeking the services of the office.
Ombuds do not take sides in a conflict and strive to ensure fair and equitable treatment for all
concerned. Ombuds must consider the interests of all individuals affected.
With the permission of the visitor, the Ombuds will meet with all parties involved in a conflict. If the
Ombuds determines that formal mediation may be appropriate, the parties involved in the conflict
will be referred to the ADR liaisons who will arrange the mediation. Ombuds will advise visitors of
proper procedures to follow, including the lodging of a formal grievance, if necessary. At that point,
the Ombuds will withdraw from the process. The Ombuds office shall not conduct formal
investigations nor will it provide testimony in formal or legal proceedings, unless required by
subpoena or court order.
The Ombuds office may initiate review without a specific complaint in the determination of
procedural or systemic problems. An Ombuds may decline or withdraw from involvement in any
matter which is inappropriate for the engagement of the office. An Ombuds shall avoid situations in
which there is appearance of conflict of interest.
Contact with the Ombuds office is not regarded as official notice to the University on any matter nor
is an Ombuds required to report any such communication to the University. If a visitor wishes to put
the University on notice, the Ombuds will make a referral to the appropriate official.
Communication with the Ombuds office is confidential. Statistical data maintained by the office will
not reveal confidential information. Informal notes will be destroyed promptly. Oral communication
is preferred and use of e-mail in communicating confidential matters with the office is not
encouraged.
107.0103 Code of Ethics and Standard Operating Procedures
The Ombuds office at the University of West Georgia will adhere to the Code of Ethics and
Standards of Practice of the International Ombudsman Association (see appendices). In the exercise
of duties, Ombuds shall be “truthful and act with integrity, shall foster respect for all members of the
organization he or she serves, and shall promote procedural fairness in the content and administration
of those organizations’ practices, processes, and policies.”
A. Independence
The Ombuds office reports to the President of the University. It shall function free from interference
and will not be constrained by the organizational structure of the institution. Ombuds staff will have
no other affiliation or function at the University which might compromise their independence. To

fulfill Ombuds functions, the Ombuds office shall have a specific, allocated budget, adequate space,
and sufficient resources to meet operating needs and pursue continuing professional development.
The Ombuds shall have the authority to manage the budget and operations of the Ombuds office. The
Ombuds shall report to the office of the University President for administrative and budget matters.
B. Neutrality and Impartiality
An Ombuds shall not advocate for any individual but shall strive for fair and equitable treatment for
all members of the University community. Ombuds must avoid participation in matters which would
create a conflict of interest or otherwise compromise neutrality, including involvement in a
compliance function.
C. Confidentiality
The Ombuds office shall not reveal the name of any party with whom it has communicated and shall
maintain confidentiality in communications, disclosing confidential information only when given
permission, when compelled by law, judicial subpoena or court order or when there is an imminent
risk of possible violence or physical harm to self or others as determined by the Ombuds.
D. Informality
Ombuds will not participate in any internal formal grievance process or external formal process or
action, even if given permission to do so.
The Ombuds office does not keep records for the University and in carrying out its mission is not
authorized to:










Make, change, or set aside a law, policy, or administrative decision;
Make binding decisions or determine rights;
Compel anyone to implement recommendations;
Conduct investigations that substitute for administrative or judicial proceedings;
Give legal advice;
Determine “guilt” or “innocence” of anyone accused of wrong-doing;
Provide testimony in formal grievance or disciplinary procedures or litigation except to
explain the role of the office and provide publicly available information (unless ordered to do
so by a judge);
Maintain formal written case records identifying users of the office; and
Assist individuals with an issue that is currently pending in a formal forum (e.g.: a grievance)
unless all parties and the presiding officer in that action explicitly consent to suspend the
formal process.

107.0104 Evaluation
Evaluation of the Ombuds office and staff will be conducted periodically by the University President
through external review and shall include an assessment of visitor satisfaction.
107.0105 Reporting

The Ombuds office shall at least annually make reports to the University President, the Committee
on Alternative Dispute Resolution and the campus community on conflict trends and areas of general
concern regarding policies and procedures.
107.0106 Adoption
These Terms of Reference and any subsequent amendments shall be approved by the Committee on
Alternative Dispute Resolution, the Faculty Senate and the President of the University. They shall be
effective on the date approved by the President and shall be incorporated into the dispute resolution
and grievance procedures in the faculty, employee and student handbooks.

107.02 Ombuds Office Initiation of Intake for Alternative Dispute Resolution.
Ombuds Office functions the intake point for the UWG ADR Program, whose services an
individual may use as s/he seeks to resolve a conflict.
107.0201
The ADR program is run by the Committee on Alternative Dispute Resolution, which will
consist of persons recommended by the Ombuds Office [and appointed by the President]. Each
college or school and the library will be represented on the committee. The committee will meet
at least once a semester and participate in a variety of tasks associated with mediation, including
but not limited to: overseeing the general operations of the ADR program; distributing and
updating information about the program’s policies and procedures; coordinating mediation
training for faculty; screen requests for mediation to determine the appropriateness of mediation
(including the willingness of parties to participate in mediation); secure the consent of all parties
involved and arrange for an approved neutral or neutrals to mediate the dispute; and maintain all
necessary records, forms of consent, and evaluations required during the mediation process; and
overseeing all ADR-related tasks requested by the Board of Regents.
107.0202.1 At its first meeting of the year, the committee will elect a chair from its membership
to serve for a two year term. The chair may be re-elected for one subsequent term.
107.0203 The Committee on Alternative Dispute Resolution will recruit mediators from the
faculty at the university. Each person wishing to mediate must have successfully completed an
appropriate course designed to train mediators. In those cases where it may be deemed
appropriate to obtain the services of a mediator from off-campus, the ADR committee will
contact the office of the Consortium on Negotiation and Conflict Resolution (CNCR).
Every effort will be made to provide appropriate training to faculty who are interested in
becoming mediators within the University System of Georgia.
107.0204 Requests for Mediation
Any member of the University Community may request a mediation to resolve disputes with any
other member.

Seeking a solution through mediation does not take away an individual’s rights to pursue claims
through the grievance process or litigation.
Under ordinary circumstances, parties involved in a dispute would ideally attempt mediation
before pursuing claims through the grievance process or litigation. There may be cases, however,
in which parties involved in a dispute may wish to request suspension or delay of a grievance
process in order to pursue possibilities for a mediated resolution of their dispute. If a grievance
process is interrupted in this way and a solution is not reached in mediation within twenty (20)
working days from the initial request for mediation, aggrieved parties may return to the
grievance process.
107. 0205 The Mediation Process
If the Ombuds office has determined that mediation is appropriate, they will forward requests to
the ADR committee to assist parties in resolution of their dispute(s). It will be the responsibility
of the mediator(s) to arrange for an appropriate time and place to conduct the mediation, and to
conduct the mediation according to all applicable policies and procedures.
Procedures that govern the mediation process include the following:
A. Mediation is a form of dispute resolution in which a neutral party, a trained mediator,
attempts to assist parties in conflict to negotiate a mutually satisfactory resolution to their
dispute. A mediator does not decide who wins or loses the dispute. A mediator does not act as
judge or jury, does not take sides in disputes, and does not guarantee the results of mediation.
Instead, a mediator is in the role of a neutral third-party who establishes a fair and structured
process which facilitates communication and mutual decision-making between and among
parties to a dispute.
B. At the beginning of the mediation session, the mediator(s) will inform the parties involved of
the policies and procedures that will be followed and will ensure that participation in mediation
is purely voluntary. No mediation will occur without the consent of all parties involved.
C. If the mediator(s) allow the parties to have an advisor present, the mediator(s) will decide to
what degree the advisor may participate in the process.
D. All parties will be given the opportunity to present their side of the matters at issue in their
own words. Because mediation is essentially a communication process and not a legal
proceeding, the customary rules of evidence do not apply. Parties are free to discuss any matters
related to the issue(s) they believe will support resolution of their dispute(s).
E. Confidentiality. The discussions held during mediation are strictly confidential with the
following exceptions: confidentiality does not extend to a situation in which conduct by either party
is criminal in nature or statements are made during the process of mediation that involve threats of
imminent violence to self or others and lead the mediator(s) to reasonably believe that someone’s
safety is at risk.
In light of this commitment to confidentiality, the mediator(s) will not retain any notes taken during
the mediation, no recording will be permitted during the mediation process by any parties involved

and it is understood that mediators cannot testify for or against any party should the dispute be
subsequently pursued through grievance and/or legal proceedings.
F. A successful mediation is one in which the parties involved in the dispute reach an agreement
described as “win/win.” In mediation, parties agree only to things that are acceptable to them, to
resolutions which each believes will actually resolve the dispute(s) between/among them. Because
parties jointly work to resolve the dispute, the resolutions are frequently more creative and have the
potential to enhance, or at least preserve, relationships better than other forms of dispute resolution.
G. If an agreement is reached, the agreement will be written by the mediator(s), and signed by all
parties. A copy of the agreement will be given to the parties but not retained by the mediator(s).
H. The mediator(s) will inform the Ombuds office only that an agreement was or was not reached.
I. Each participant in mediation will be given the opportunity to evaluate the mediation process at the
conclusion of the mediation.
J. It is important to understand that: time spent in mediation will be considered part of the working
day and will not require any person to take leave to participate. All supervisors will make reasonable
efforts to enable employees to be available for participation in mediation.
K. The acceptance or refusal of either party to submit a dispute to a mediator will not influence the
outcome of any subsequent grievance proceeding.
107.0206 Limitations to Mediation
It is important to understand that not all disputes are appropriate for mediation. Some examples of
disputes that are not appropriate for mediation include those that have been the subject of a final
ruling or decision in accordance with University policies and procedures; disputes involving purely
academic decisions (i.e., faculty assessment of students’ work); disputes involving trivial matters;
allegations of sexual harassment; complaints of discrimination based on protected class; and disputes
that have no relation to the University. It is also important to understand that mediation will not result
in resolution for every dispute.
107.03 Grievance Procedures
Before requesting a grievance hearing, a person having a grievance shall attempt to resolve the issue
within 60 working days of the initiation of the grievance process through the level of the Provost.
The Provost will submit a formal grievance to the chair of the Faculty Development Committee.
The initialization of a grievance shall not preclude attempts to resolve a dispute by means of
Alternative Dispute Resolution (see Section 107). The person should understand that a committee
appointed to hear the grievance functions to study the case and to make recommendations; it is not
empowered to reverse decisions.
107.0301 A person submitting grievance shall follow the stated procedures at each level.
107.0302 Department Chair (or Supervisor)
A. The aggrieved person shall first discuss the grievance with the appropriate department chair.

B. If the matter is not resolved at this level, the person should prepare a written statement clearly
delineating the grievance, supplying appropriate documentation.
C. Simultaneously, the department chair shall prepare a written statement to justify his or her action.
D. These documents shall be forwarded to the next highest administrative level.
107.0303 Dean of College (or comparable Administrator)
A. Upon receipt of the documents, the dean of the college shall review the grievance in consultation,
if necessary, with the person involved, the department chair, and/or any other persons who might
provide useful information.
B. If the grievance is not resolved at this level, the dean shall prepare a written statement describing
his or her actions and justifying his or her decision.
C. The folder of documents including the dean's statement shall be forwarded to the next highest
administrative level.
107.0304 Provost and Vice President for Academic Affairs
A. The Provost and Vice President for Academic Affairs shall review all statements concerning the
case. He or she may consult with the involved dean, department chair, and faculty member before
rendering a decision on the grievance.
B. If the person filing the grievance is not satisfied with the decision, the Provost and Vice President
for Academic Affairs shall forward the folder including a written statement of the decision and
justification to the chair of the Faculty Senate Faculty Development Committee, who will initiate the
formation of a Subcommittee on Faculty Grievances. A new Subcommittee on Faculty Grievances
will be formed each time a grievance is submitted.
C. Any petition or material which has not gone through the stated procedures described above (from
the level of the department chair or supervisor up through the level of the Provost and Vice President
for Academic Affairs) will be returned to the petitioner with a copy of the pages of the Faculty
Handbook describing the grievance procedures on campus. The petitioner will be informed that the
Faculty Development Committee of the Faculty Senate has no authority to act on grievances which
have not properly gone through channels.
107.0305 The Formation and Work of a Subcommittee on Faculty Grievances
A. The Faculty Development Committee will choose by majority vote a chair for the Subcommittee
on Faculty Grievances from among tenured UWG faculty. The chair of the Faculty Development
Committee may not serve as the chair of the Subcommittee on Faculty Grievances. A new
Subcommittee on Faculty Grievances will be formed each time a grievance is submitted, with a new
chair chosen for each grievance. The service of the chair of the Subcommittee on Faculty Grievances
will be agreed upon by any involved administrators and by the faculty member submitting the
grievance.

B. Upon receipt of the folio concerning the grievance, the chair of the Subcommittee on Faculty
Grievances shall consult with the chair of the Faculty Development Committee. They shall discuss
the grievance petition and identify persons who might be best suited to constitute a committee to hear
this grievance. The appointed committee shall be constituted in an effort to ensure that the aggrieved
person receives a fair and impartial hearing.
1. In most cases, a seven-member committee of faculty members will be selected to hear a
given grievance: one from the College of Arts and Humanities, one from the College of
Science and Mathematics, one from the College of Social Sciences, one from the Richards
College of Business, one from the College of Education, one from the School of Nursing, and
one from the Library.
2. The chair of the Subcommittee on Faculty Grievances will contact on an individual basis
the persons identified as prospective committee members to determine their willingness to
serve and their acceptability (re: impartiality, fairness, absence of conflict of interest). Their
service as committee members will also be agreed to by any involved administrators and by
the faculty member submitting the grievance.
3. The chair of the Subcommittee on Faculty Grievances is required to convene meetings to
hear the grievance petition and is responsible for writing the final draft of the committee's
report regarding the grievance.
C. The Subcommittee on Faculty Grievances has the authority to conduct inquiries into faculty
grievances and to present to the President (via the Provost and Vice President for Academic Affairs)
its recommendations for appropriate responses to the grievance it has considered. It is the
responsibility of the Subcommittee on Faculty Grievances to determine whether there is substance to
the grievance brought before it and, if so, to attempt to resolve the grievance. In carrying out this
responsibility, the Subcommittee on Faculty Grievances reviewing the grievance may examine
decision-making processes related to that grievance to determine whether or not such processes were
handled fairly, professionally, and in accordance with university policy. To this end, faculty
members, administrators, and designated committee members involved in or knowledgeable about
particular issues pertaining to the grievance may be asked by the committee hearing the grievance to
provide clarifying information and/or to discuss and defend their actions related to grievance charges.
The Subcommittee on Faculty Grievances members may interview persons that the aggrieved faculty
member and/or the administration feels would be helpful in getting the clearest picture of what has
occurred.
The aggrieved individual should be provided every opportunity to fully state his or her contentions to
the Subcommittee on Faculty Grievances, and the Subcommittee on Faculty Grievances should make
every reasonable effort to understand the facts and the substance of an aggrieved person's allegations
before rendering its report and recommendation(s).
Respecting due process and confidentiality, faculty members serving on a Subcommittee on Faculty
Grievances will not discuss the grievance or set of grievances with the aggrieved individual, other
administrative or non-administrative colleagues, or with students, except when as such contacts are
agreed to by the Subcommittee on Faculty Grievances as an authorized part of their role in reviewing
said grievance(s).
D. Hearings may be informal or formal. If the involved parties agree, an informal hearing may be

held that gives all parties in the dispute the opportunity to present evidence and make their case.
Should the Subcommittee on Faculty Grievances determine that a formal hearing is appropriate, the
following guidelines for conducting such a hearing shall be adhered to:
1. An oath or affirmation shall be administered to all persons expected to testify in the
hearing by any person authorized by law to administer oaths in the State of Georgia.
2. All witnesses (except the principal parties), if they expect to testify, shall leave the room
following the administration of the oath until called upon to testify.
3. The burden of proof is on the aggrieved party to sustain his or her allegations by
appropriate evidence, and the administrative spokesperson or other appropriate party shall
have the opportunity to respond.
4. The Subcommittee on Faculty Grievances shall allocate an amount of time to each side.
Time shall be charged only against the party asking the questions. Time used by the
Subcommittee on Faculty Grievances members in questioning witnesses shall not be charged
against either party.
5. The Subcommittee on Faculty Grievances has no subpoena powers, so the parties involved
in a formal grievance hearing are responsible for producing witnesses, advisors and evidence.
The Subcommittee on Faculty Grievances, however, may request the appearance of witnesses
whose testimony it believes would be helpful to its purposes.
6. Each party may present an opening statement of not more than 10-15 minutes. The
aggrieved person makes his or her presentation first, and then the opposing party shall have
an opportunity to make its presentation.
7. Following the opening statements, the aggrieved party may then call witnesses to present
evidence in support of his or her side of the case. He or she may question these witnesses or
ask that the witnesses be permitted to make a narrative statement. When the aggrieved person
has concluded his or her questioning of a given witness, the administrative spokesperson or
other appropriate party shall be provided an opportunity to question (cross-examine) this
witness.
8. When the aggrieved person has concluded with his or her witnesses, the administration or
other appropriate party may proceed with its witnesses, if it chooses to call any. The
administration or other appropriate party may question its witnesses, or ask that the witnesses
be permitted to make a narrative statement. When the administrative spokesperson or other
appropriate party has concluded his or her questioning of a given witness, the aggrieved party
shall be provided an opportunity to question (cross-examine) this witness.
9. The Subcommittee on Faculty Grievances may question each witness after both parties
have concluded their questions. During the hearing, once each party's witnesses have
testified, the Subcommittee on Faculty Grievances may question both parties in an effort to
clarify various aspects of the grievance petition.
10. The aggrieved person and the administration's spokesperson (or other appropriate party)
shall be present during the entire proceeding, including the examination of all witnesses.

11. Witnesses and any other evidence provided must address issues discussed in the
grievance petition, not inconsequential matters. Any evidence which may assist the
Subcommittee on Faculty Grievances in reaching a decision should be admitted into the
record; however, the chair may exercise discretion to exclude any evidence which is not
pertinent to the case. The scope of questions asked by appropriate persons shall not be limited
by the chair unless it appears that the questions are wholly irrelevant to the purpose of the
hearing or the questions are asked solely to embarrass, harass, or intimidate the witness.
12. The chair may allow informal exchanges and comments between parties or among
Subcommittee on Faculty Grievances members and participants. The chair may require that
the hearing be conducted on a more formal basis when he or she believes this approach will
be more conducive to an orderly hearing. Neither party shall be allowed to interfere with the
orderly presentation of the other's case. Personal abuse, harassment or obscene language is to
be considered out-of-order.
13. Each party may bring to the hearing an advisor who may be present during the entire
proceeding, but shall not be called as a witness or speak for the parties. In addition, each
party may bring up to three other persons (not witnesses) to act as observers, if desired.
14. The hearing shall be audio recorded.
15. All witnesses and parties to this matter must be present at the time designated for the
swearing in, regardless of their time of appearance. When a witness cannot appear because of
illness or other cause acceptable to the Subcommittee on Faculty Grievances , the sworn
statement (affidavit) of the witness may be introduced into the record and served on the
opposing party, who should be allowed additional time, not to exceed three (3) working days
following the completion of the hearing, to file counter-affidavits.
16. The party introducing written evidence should identify the evidence for the record (unless
the opposite party agrees to its authenticity), preferably by calling a witness with firsthand
knowledge of the document. Since the legal rules of evidence do not apply, however, it shall
be sufficient if the party simply describes the documents, their source, and what the
introduction of such documents is intended to prove. The chair should announce that the
document is admitted into the record if that is his or her decision. Documentary (written)
evidence introduced by the Subcommittee on Faculty Grievances or by either party should be
marked for identification by the person making a record of the hearing. Generally,
Subcommittee on Faculty Grievances evidence should be marked C-1, C-2, C-3, etc.
17. Evidence presented by the person bringing the grievance should be marked G-1, G-2, G3, etc. Evidence presented by the administration or other appropriate party in response to the
grievance will be marked A-1, A-2, A-3, or R-1, R-2, R-3, respectively.
18. If the hearing cannot be concluded in the time established by the Subcommittee on
Faculty Grievances, the chair of the Subcommittee on Faculty Grievances shall adjourn the
hearing for the day and reconvene at the earliest possible time convenient to all parties
involved.
19. At the conclusion of the hearing, the administration (or other appropriate party) may
make a closing statement (not more than 15 minutes in length). Then the aggrieved person

may make a closing statement (not more than 15 minutes in length). As the aggrieved person
bears the burden of proof in this hearing, he or she may wish to reserve part of his or her
closing statement for rebutting the closing argument of the administrative spokesperson or
other appropriate party.
20. Each party shall have three (3) working days following the hearing to file any counteraffidavits or responses with the Subcommittee on Faculty Grievances. If neither party wishes
to submit additional documentary evidence after the hearing is concluded, the chair shall
announce that the record is closed. If either party asks to present additional evidence,
additional time not to exceed three (3) working days may be granted, with the other party
granted an additional three (3) working days to rebut the evidence. The chair shall announce
the record then be closed, and thereafter no further evidence shall be received. Copies of
evidence presented shall be sent by the party presenting it to the opposite party.
21. The Subcommittee on Faculty Grievances shall develop its findings and formulate its
recommendations based on the evidence submitted to it by the parties involved. This
evidence includes all written material submitted to it prior to the hearing and attested to at the
hearing, all evidence produced at the hearing itself, and any counter-affidavits or responses
filed with the Hearing Committee before the record is closed.
22. Immediately after the conclusion of the hearing, the Subcommittee on Faculty Grievances
shall meet privately to discuss their initial reaction to the case and the evidence. As soon as
the record (transcript, recording, etc.) of the hearing is available, each Hearing Committee
member shall carefully review it before reaching a decision. The Subcommittee on Faculty
Grievances shall then meet again, discuss the case and reach its decision, which is then
written and signed. The decision does not have to be unanimous and a minority report may be
filed.
E. This committee shall forward its decision with justifications to the chair of the Faculty
Development Committee who shall present it to the full committee for consideration.
F. The report of the Subcommittee on Faculty Grievances will follow the guidelines stated below:
1. Findings of Fact: A brief summary of the facts as determined by the Committee hearing
the grievance from the evidence presented at the hearing, including a statement as to the
nature of the case. This summary will state findings of fact on each major issue raised by the
parties.
2. Violations: A general statement of Regents' Policies or institution rules and regulations
violated, if any, and/or the stated reasons for the action.
3. Recommendation: A statement specifying the action the Hearing Committee recommends.
The Hearing Committee will keep its purpose in mind and limit the scope of its
recommendations to the case before it. To reduce the length of the decision without
sacrificing clarity, the Hearing Committee report should include only such factual recitals as
necessary to present and decide the issues.
G. This committee shall forward its report to the chair of the Faculty Development Committee who
shall present it to the Faculty Development Committee for its consideration. The chair of the Faculty

Development Committee may request that one or more members of the Subcommittee on Faculty
Grievances be present when the report is presented to the Faculty Development Committee.
1. The chair of the Faculty Development Committee shall submit the evidence and the report
as accepted or rejected by the full committee to the Provost and Vice President for Academic
Affairs.
2. Simultaneously, a letter stating that action has been taken concerning the grievance and a
copy of the report approved by the Faculty Development Committee shall be transmitted to
the aggrieved person.
3. The Provost and Vice President for Academic Affairs shall assume responsibility for
transmitting all information back down the appeal chain.
107.0306 President of the University
If the grievance is not resolved at this point, the aggrieved person may appeal to the next highest
level -- the President of the University.

Addendum IX

Faculty Senate Rules Committee: Proposed Changes to the UWG Shared Governance Procedures
http://www.westga.edu/assetsDept/vpaa/UWG_Shared_Governance_Procedures_for_Modifications_to_Acade
mic_Programs_Final_Adopted_by_the_senate_9March2012.pdf
_________________________________________________________________________________________
UWG Shared Governance Procedures for Modifications to Academic Degrees and Programs
Many changes also need approval by the BOR, SACS, and/or specialized accreditors prior to implementation.
This document only addresses the UWG internal approval process.
The Provost serves as the Chief Academic Officer for the Institution. As such, all changes to programs and
courses need approval of the Provost. The Dean, serving under the Provost, serves as the Chief Academic
Officer for the college or school of his or her appointment. It is the responsibility of both the Dean and
members of the faculty to engage in improvements and innovations in pedagogy, curriculum, and
programming in an effort to increase student learning. Many of these changes should flow naturally out of
market conditions, environments, national norms, and data collected and analyzed through the assessment of
student learning outcomes.
The process for new or modified academic programs and curriculum normally (but not exclusively) initiates
within a college or school. As such, it is the responsibility of the Dean as the chief academic officer of the
college or school to manage the curriculum creation/modification process within his/her area of appointment.
Each college or school has the opportunity to define internal processes for the creation and modification of
curriculum and academic programs, within the boundaries of UWG and BOR policy and procedures.
When the creation or modification of an academic program or curriculum is approved by the Dean, many
changes should also be submitted for consideration by the faculty senate and its committees, while others
should be reported directly to the Office of the Provost and Vice President for Academic Affairs.
The process of notification and approval for the creation/modification of academic programs and curriculum is
outlined below:
1. The following are actions items by the Senate:
-

o
o
o
o
o
o

Any changes to degree requirements within a college or across colleges (including credit hour
changes)
New academic programs and new courses (degrees, minors, certificates, etc…)
Changes to a course level (i.e. changing from 3000 to 4000 level)
Adding or removing a course from the Core Curriculum
Changes to course prerequisites that span across colleges
Modifying the requirements to complete an academic program
New or modified concentrations within a degree program

2. The following are information items for the Senate:
o Modifications to XIDS courses (Action Item by the Committee)
o Changes in admission standards for an academic program
o Suspending (deactivating) or eliminating (terminating) academic programs
o Offering an existing academic program more than 95% online
o Offering an approved academic program more than 50%, but less than 95% online
3. The following are reviewed by the Senate graduate and undergraduate programs committees to assure
quality of academic programs
o Comprehensive Program Reviews
o Academic program learning outcome assessments

4. The following are not items considered by the Senate and should be reported directly to office of the
Provost:
o Modifications/additions/deletions to existing academic program learning outcomes
o Offering less than 25% or 25-50% of an academic program at an off-site location or online (separate
notifications for each change)
o Minor modifications to courses including : course name, description, course learning outcomes, course
deletions (with the exception of Core courses) and prerequisites within a college or school
o Creation or modifications of assessment artifacts
o Moving an approved course to online delivery
This document was approved by the Senate on March 9, 2012 and adopted by the president on May 9, 2012
Amended by the Senate on December 7, 2012 and approved by the president on March 20, 2013

