
Harassment Training 
Acknowledgement 

 
Temporary/part-time, non-benefited employees and graduate service 
assistants and graduate assistants who do not teach or supervise are 
required to read the harassment training information and acknowledge their 
understanding.  The signed acknowledgements are sent to the Affirmative 
Action Office at Box 7097. 
 
The following 16 pages are required reading: 
 
  

1.  “Race and National Origin Discrimination: Overview of the            
      Law”; 

2.  North Dakota University System (NDUS), State Board of    
      Higher Education (SBHE) policy 603.1, “Sexual Harassment”;         

3.  NDUS Human Resource Policy Manual, section 1,     
     “Introduction”; 
4.  University of North Dakota (UND) Office of Human Resources  

  policies; 
5.  UND Procedures for Complaints of Discrimination or  

  Harassment; 
6.  UND Faculty Handbook, section II, “Responsibilities and  

  Privileges” and 
7.  UND Faculty Handbook, section III, “Personnel Information.” 

 
 
I acknowledge that I have received the information documents listed above.  
My signature indicates that I have read an understand them. 
 
 
 
_______________________________  ______________ 
Print your name      EmplID# 
 
 
_______________________________  ______________ 
Signature              Date 
 
 
 
 
 
 
 
 



 
Race and National Origin Discrimination: 
Overview of the Law 
 

 
 
Title VI of the Civil Rights Act of 1964 prohibits discrimination based 
on race, color, or national origin in programs or activities receiving 
federal financial assistance. All federal agencies that provided grants of 
assistance are required to enforce the Title VI regulation. 

The U.S. Department of Education gives grants of financial assistance 
to schools and colleges and to certain other entities, including 
vocational rehabilitation programs. The Title VI regulation describes 
the conduct that violates Title VI. Examples of discrimination covered 
by Title VI include racial harassment, school segregation, and denial of 
language services to national-origin-minority students who are limited 
in their English. The U.S. Department of Education Title VI regulation 
is enforced by the Department's Office for Civil Rights and is in the 
Code of Federal Regulations at 34 CFR 100. 

The Title VI regulation prohibits retaliation for filing an OCR complaint 
or for advocacy for a right protected by Title VI. Title VI also prohibits 
employment discrimination, but the protection against employment 
discrimination under Title VI is limited. As a result, most complaints 
OCR receives raising race, color, or national-origin discrimination in 
employment are referred to the Equal Employment Opportunity 
Commission. 

 
Found at:  
http://www.ed.gov/print/policy/rights/guid/ocr/raceoverview.html 
 
 
 
 
 
 
 
 
 



 

  

 
SBHE Policies 

SUBJECT:   PERSONNEL EFFECTIVE:  June 20, 1996 
  

Section:   603.1 Sexual Harassment 
 

 

 
1. Each institution shall: 

a. Adopt a policy, consistent with applicable state and federal laws and 
regulations, prohibiting sexual harassment in connection with any activities 
associated with the institution; 

b. Disseminate the sexual harassment policy to all current and new 
employees and to all students through appropriate publications; 

c. Provide instruction regarding the policy in employee training programs; 

d. Periodically review the effectiveness of the policy; 

e. Maintain records relating to sexual harassment, including a record of all 
complaints filed; 

f. Provide as part of the policy a grievance procedure within the institution for 
the reporting, investigation and disposition of sexual harassment 
complaints. 

2. Institution policy shall include provisions governing relationships between faculty 
or other institution employees and students. Policies shall explicitly prohibit any 
form of sexual harassment of students, require disclosure by an employee of a 
romantic or sexual relationship with a student when the employee is responsible 
for actions affecting the student's academic standing, grades, scholarship or grant 
awards or employment at the institution, and establish procedures for eliminating 
a conflict or potential conflict of interest in the exercise of the employee's authority.

 
HISTORY: New policy. SBHE Minutes, December 9-10, 1982, page 5101. 

Amendment SBHE Minutes, June 20, 1996, page 6661. 
 

Found at:  http://www.ndus.nodak.edu/policies_procedures/sbhe_policy.asp?ref=2319 
  



 

 
 

 

  

 
NDUS Human Resource Policy Manual 
1. INTRODUCTION 
  
1.1 The institutions of the North Dakota University 

System are established for the people of the state. They are governed by 
the State Board of Higher Education whose authority derives from the state 
constitution. 

1.2 Every staff employee of the institution has a part in the 
educational, research, and service effort of the institution. It is an 
effort which can best be carried out within a harmonious employer-employee 
relationship. As an Equal Opportunity Employer, each institution has adopted 
the policy of providing equal employment opportunities without discrimination 
to all applicants and employees regardless of race, religion, color, national 
origin, age, gender, physical or mental disability, or status with regard 
to marriage or public assistance. To this end each institution endeavors 
to provide working conditions and compensation based on fair and equitable 
standards.  

1.3 An employee, or a group of employees, has the right to 
discuss with supervisors or other appropriate officers any condition of 
employment without discrimination or retaliation. 

1.4 This manual is not intended to and does not constitute 
a contract between the State Board of Higher Education and its employees. 
None of the provisions contained herein are interpreted as contractually 
binding upon the State Board of Higher Education. The State Board of Higher 
Education retains the right to alter any or all of the terms of this manual 
whenever it elects to do so. 

 
 

  

   

 
 
 
Found at:  
Http:www.ndus.nodak.edu/policies_procedure/human/resources/policy.asp?id=1 
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Policies 

 
  
Institutions of higher education in the state of North Dakota are 
governed by the State Board of Higher Education. To access 
policies of the North Dakota Board of Higher Education, click on 
Board Policies below. Staff of the Board have been assigned the 
responsibility for coordinating the development, issuance, and 
maintenance of the North Dakota University System (NDUS) 
Human Resource Policy Manual. On the University of North Dakota 
campus, this manual can be accessd at the Chester Fritz Library, in 
the Office of Human Resources, or by clicking Human Resource 
Policy below. To view the UND policies, click on the appropriate 
policy below. 
  
• Board Policies 
• Diversity Statement 
• Human Resource Policy 
• Veterans Preference 
• EEO/AA Statement 
• Drug Free Workplace Policy 
• Sexual Harassment Statement 
• Annual Policies Notification Menu 
  
  

    
UND Home Human Resources Home A to Z Index Campus Directory Contact UND  
Copyright ©2003 University of North Dakota. Send questions or comments to web@und.edu. All rights 
reserved. 

  

 
Found at:  http://www.humanresources.und.edu/html/policies.html 

 
 
 
 
 



 
 
 
 

 
 



UNIVERSITY OF NORTH DAKOTA 
I. EQUAL OPPORTUNITY/AFFIRMATIVE ACTION POLICY STATEMENT AND 
PROCEDURES FOR COMPLAINTS OF DISCRIMINATION OR HARASSMENT 
 
A.  Mission and Priorities 
 
The University of North Dakota does not tolerate harassment in any form.  Harassment is 
contrary to the stated mission of the University to serve “the state, the country, and the 
world community” and to encourage students “to make informed choices, to 
communicate effectively, to be intellectually curious and creative, to commit themselves 
to lifelong learning and the services of others, and to share responsibility both for their 
own communities and for the world.”  See University of North Dakota Mission Statement.  
Harassment is in direct conflict with the identified priorities of the University to “reflect 
and promote respect and appreciation for diversity, human rights, and differences of 
opinion”; to “maintain clear and open lines of communication”; and to “ensure a positive 
work environment.”   See University Campus Climate Priority Action Areas.  The 
University of North Dakota recognizes that the existence of harassment disrupts all areas 
of the University community.   
 
B.  Employment 
 
The University of North Dakota practices a policy of non-discrimination in recruiting, 
hiring, and promoting all of its employees—faculty, staff, and students.  It is committed 
to administering all personnel actions including, but not limited to, demotion, transfer, 
use of facilities, treatment during employment, rates of pay or other forms of 
compensation, selection for training, lay off, or termination without regard to race, color, 
national origin, religion, sexual orientation, sex, age, creed, marital status, veteran’s 
status, political belief or affiliation, or physical, mental, or medical disability unrelated to 
the ability to engage in activities involved with the job.  The University of North Dakota 
actively supports an affirmative action program in order to provide equal employment 
and educational opportunity in all areas:  academic, supportive, and construction. 

C.  Educational Programs and Activities 

It is the policy of the University of North Dakota that there shall be no discrimination 
against persons because of race, religion, age, creed, color, sex, disability, sexual 
orientation, national origin, marital status, veteran’s status, or political belief or affiliation, 
and that equal opportunity and access to facilities shall be available to all.  This policy is 
particularly applicable in the admission of students in all colleges and in their academic 
pursuits.  It is also applicable in University owned or University approved housing, food 
services, extracurricular activities, and all other student services.  It is the guiding policy 
in the employment of students either by the University or by outsiders through the 
University and in the employment of faculty and staff.           
 
 



II.HARASSMENT POLICY 
 
Harassment of an individual or group that is related to their status in a protected class that 
is sufficiently severe, persistent, or pervasive so as to interfere with or limit the ability of 
the individual or group to participate in or benefit from the University of North Dakota’s 
programs or activities is prohibited.  Harassment may take the form of oral, written, 
graphic, or physical conduct that is related to an individual’s or group’s protected class 
status.   This includes gender, race, national origin, color, disability, or other protected 
classes.1 
  
 III. REPORTING PROCEDURE AND DOCUMENTATION 
 
All members of the University community are encouraged to report incidents of 
discrimination and harassment to University authorities.  Complaints are to be handled at 
the lowest possible level to ensure a quick and effective response.  Incidents of 
discrimination or harassment may occur in a variety of situations and therefore reporting 
should be to the following: 
 
A. Dean of Students Office – handles complaints by students and other University 
affiliated personnel, usually after being reviewed at the departmental level concerning 
behaviors of one or more students in social, cultural, living, academic, or related 
environments; 
 
B. UND Police Department – handles complaints by all individuals concerning hate 
crimes, criminal behavior, and activities, which may endanger an individual, a group, or 
property;  
 
C. Academic Deans – handle complaints:  (1) of students in academic settings under 
their authority including, but not limited to, faculty or staff discrimination or harassment 
of a student in an academic environment; professional relationship; internship, 
cooperative education, clinical, field site, or student teaching experience; or personal 
(consensual) relationship; and (2) of faculty and staff in employment settings within the 
college and programs under the Dean’s control; 
 
D. Non-Academic Department Heads – handle complaints:  (1) of students, faculty, 
and staff in relation to functions under their authority; and (2) of employees under their 
authority; 
 
E. Residence Services – handles complaints of residents living in residence halls, 
University Children’s Center, apartments, and camp/conference programs (regarding 
housing issues only); 
                                                 
1 Title VI, Civil Rights Acts of 1964, as amended; Title IX, Education Amendments of 1972, as 
amended; Age Discrimination Act of 1975; Section 504 of the Rehabilitation Act of 1973 and the 
Americans With Disabilities Act of 1991; UND Faculty Handbook, Section III-1.2, 1.2.1, 1.2.2; 
North Dakota State Board of Higher Education Policy Manual, Section 602.1; North Dakota 
University System Human Resource Policy Manual; UND Code of Student Life Section 1, 1-1, 1-3 
1-13, 1-14, Appendix I. 



 
F. Student Financial Aid – handles complaints of students employed throughout the 
University in work-study and institutional employment and handles complaints 
concerning scholarships and other sources of financial aid;  
 
G. Graduate School – handles complaints of graduate students related to academic 
issues, graduate assistantships, awards, and scholarships directed to graduate students; 
 
H. School of Medicine and Health Sciences – handles complaints of medical students 
through the Office of Admissions and Student Affairs; handles complaints of medical 
residents through the Office of the Program Director at each resident site (Grand Forks, 
Fargo, Bismarck, and Minot), and the Office of the Dean.  All other undergraduates and 
graduates of the School of Medicine and Health Sciences are handled by the Dean of 
Students Office and the Graduate School as applicable; 
 
I. School of Law – handles complaints of law students through the Office of the 
Dean;     
 
J. Affirmative Action Office – handles complaints of any discriminatory or 
harassment nature of students, faculty, staff, applicants for employment, contractors with 
the University, and non-University members who may believe that they have been denied 
aid, benefits, or services because of discrimination or harassment.  The Affirmative 
Action Officer shall consult with and work with University offices, departments, officials, 
and the complaining party to resolve the complaint;  
 
K. Other administrative offices, centers, and individual faculty or staff may have 
initial notice of a discrimination or harassment problem and are to direct the person or 
group with the complaint to one of the above offices or departments for assistance; and  
 
L.        Complaints against Deans, Department Heads, or Vice Presidents should be 
directed to their supervisors.  A complaint against the President should be directed to the 
Affirmative Action Office.  
 
 

 IV. NOTICE TO THE UNIVERSITY 
 
An individual or group believing that they have experienced discrimination or harassment 
in employment, in an educational program, or in services for which they are eligible 
should notify one of the above offices appropriate to the Complainant’s status, promptly 
after the incident or act of discrimination or harassment occurs, or when the person has a 
reasonable knowledge or belief of the discrimination or harassment, preferably within 30 
working days. 
 
Information concerning an alleged prohibited discriminatory or harassing incident or 
situation, regardless of source or method of transmission, will be considered sufficient 



cause to begin an investigation.  Depending upon the nature of the complaint or 
allegation, the University will try to keep the complaint or allegation confidential; 
however anonymity or confidentiality cannot be guaranteed.   
 
Administrators, faculty, and staff are obligated to refer the individual and to notify the 
appropriate reporting office or the Affirmative Action Office, as defined in the 
procedures, about the content of the disclosure and incident information.  Administrators, 
faculty, and staff may not dissuade an individual from informing them of a possible 
discriminatory or harassing situation.  Administrators, faculty, and staff also are obligated 
to inform the individual of their required reporting obligations.  
 
Once the University has notice of a complaint of discrimination or harassment through 
any administrator charged with investigating the complaint, that administrator shall notify 
the Affirmative Action Office immediately.  As the office of record, all documentation 
shall be sent to the Affirmative Action Office when the case is completed.  The Office of 
UND Police is the office of record for statistical data required by the Jeanne Clery 
Disclosure of Campus Security Policy and Campus Crime Statistics Act.  
 
V.PROCEDURES 
 
A.  Filing a Complaint 

The appropriate “Reporting Office” or administrative authority, as noted above, shall take 
the complainant’s information, obtain the signature of the complainant with the 
information, notify the Affirmative Action Officer of the pending complaint and any 
other designated or appropriate administrative officers, and shall begin an investigation of 
the complaint.   Complaints are to be handled at the lowest possible level to ensure a 
quick and effective response.  

Complaints filed with the Affirmative Action Officer shall include the Complainant’s 
information, the signature of the complainant, and any other relevant information.  If 
appropriate, the Affirmative Action Officer will notify the appropriate administrative 
officer in whose area the complaint is alleged to have occurred and will either refer the 
complaint to one of the appropriate offices above for handling or work cooperatively with 
the appropriate office or administrator to investigate and to make a finding based on the 
facts.  

The initial complaint may be in oral or written form.  The complainant will be asked to 
sign a completed Complaint Form or sign a letter of complaint detailing the alleged 
charges.  In order to fully investigate a complaint, it is best if the Complainant write an 
account of the alleged occurrences in his or her own words.  This helps the Complainant 
to be clear as to events and gives the interviewer/investigator the best understanding of 
what was alleged to have occurred.  If the Complainant does not choose to or cannot 
write an account, the Complainant may review and sign the written account taken by the 
interview/investigator. This review by the Complainant is necessary to make sure that all 
issues are included and understood.  Failure to sign a statement may impede the 
University’s ability to effectively resolve the complaint.  



 
B. Investigation and Time Lines 

The Affirmative Action Officer may investigate, assist, advise, or accept a lead role in 
investigating any complaint of discrimination or harassment.  Other trained University 
personnel, including those that serve as human resources professionals or administrators, 
judicial officers, crisis team members, or members of the specially trained investigative 
pool may investigate or assist in investigations or in fact finding. 
 
If, after an initial investigation is completed, it is determined that an allegation cannot be 
resolved without a more comprehensive investigation, a three-member team will be 
selected from a specially trained pool to do a thorough investigation of the allegation.  

Most fact-finding investigations and results should be concluded as expediently as 
possible, preferably within 60 working days of the complaint’s filing with the University 
official.  However, investigations may be extended due to difficulty in obtaining 
documentation or unforeseen circumstances.  In those situations, complaint investigations 
should be concluded in 120 working days.  Reasons for exceptions shall be noted for the 
file. The complainant and the accused party shall be informed as to the progress or status 
of the investigation by the Affirmative Action Officer, by the office or administrator 
conducting the investigation, or by the investigative team, if one has been established. 
 
 C. Findings and Actions 
 
Following the conclusion of the investigation, a finding will be made. The parties will be 
notified in writing as to the disposition of the complaint.  If the finding determines that 
discrimination or harassment occurred, then corrections are to be instituted by the 
appropriately authorized administrator, administrative department, or division on behalf 
of the University.  Disciplinary action against a student, faculty/academic staff member, 
or staff employee shall follow the established University procedures and due process 
requirements respective to the individual’s status with the University.  These procedures 
and due process requirements are found in the University of North Dakota Code of 
Student Life, the University of North Dakota Faculty Handbook, the North Dakota State 
Board of Higher Education Policies and Procedures, and the North Dakota University 
System Human Resources Manual.  Other institutional actions may include, but are not 
limited to, changing procedures, processes, aids, benefits, or services applicable to the 
circumstances.  Contractors with the University may be found in default of the 
contractual agreement(s) not to discriminate. 

A record arising from a disciplinary action against an individual based on his or her 
employment status shall be a part of the individual’s permanent and official employment 
file.  This includes all faculty and staff and students in their capacity as student 
employees and graduate students employed as teaching, research, or service assistants.  
Disciplinary action that is taken against a student in relation to academic or other 
campus-related behaviors shall be managed by the Dean of Students Office, the Graduate 



School, the School of Law, and the School of Medicine and Health Sciences according to 
their processes and records retention, as is appropriate to the student’s standing.  

Disciplinary action may include, but is not limited to, a verbal warning, written 
reprimand, suspension, probation, demotion, and up to and including termination of 
employment or privileges to remain as a student.  Progressive disciplinary action is not 
required for either employment or student-conduct issues arising from a finding of 
discrimination or harassment. 
 
D. Appeals 
 
An appeal by the complainant may occur only when a finding does not support the 
complainant’s allegations. A complainant may appeal the finding in writing to the 
appropriate Vice President in whose area the complaint occurred.  The appeal must be in 
writing and filed with the Vice President within 10 working days after the complainant 
receives notice of the findings. The Vice President shall review the documentation and 
make a determination to accept, reject, or modify the results of the findings.  The Vice 
President shall have 30 working days to complete the appeal review.  A written decision 
shall be sent to the complainant and appropriate administrative officers.  An appeal to the 
Vice President completes the appeal process.  No other appeal is available through the 
University.  The President will handle an appeal of a complaint against a Vice President.  
In that instance, the President’s review is final 

 
VI. DISCRIMINATION OR HARASSMENT COMPLAINTS MADE AS PART 
OF ANOTHER GREIVANCE OR COMPLAINT PROCESS 
 
Grievances filed through other processes outlined in the University of North Dakota Code 
of Student Life, the University of North Dakota Faculty Handbook, the North Dakota 
State Board of Higher Education Policies and Procedures, the North Dakota University 
System Human Resources Policy Manual, or related due process procedures may have as 
a component to the grievance an allegation of discrimination or harassment.  The 
discrimination or harassment complaint shall be handled within that existing process and 
not as a distinct or separate process.  The Office of Affirmative Action will be available 
for consultation regarding the investigation of the harassment portion of the complaint.  
The findings of the grievance shall include any determinations of fact related to the 
discrimination or harassment charges.  Any appeal of the findings shall be according to 
the process appropriate to the status of the grievant.   
 
Note that a complaint of discrimination or harassment is part of an on-going grievance 
shall be forwarded to the Affirmative Action Officer as part of the University’s record of 
discrimination complaints.  
 
 
 
 



VI. MONITORING OF CORRECTIVE ACTIONS 
 
The University through its administrative offices and the Affirmative Action Office, on 
an annual basis, shall review any corrective actions taken to resolve a discrimination or 
harassment complaint.  A report of the review shall be provided to the President.  If a 
recurrence of a behavior occurs or a corrective action is not effective, then the University 
shall take remedial steps to ensure that discrimination or harassment is not occurring. 
 
VII. NON-RETALIATION FOR FILING A DISCRIMINATION OR 
HARASSMENT COMPLAINT 
 
No member of the University shall intimidate, threaten, coerce, or discriminate against 
any individual because he or she filed a complaint, testified, assisted, or participated in 
any manner in an investigation, proceeding, or hearing under the jurisdiction of the 
University’s PROCEDURES FOR COMPLAINTS OF DISCRIMINATION OR HARASSMENT.  Any 
complaint of retaliation shall be investigated as a new and separate complaint as provided 
in the PROCEDURES FOR COMPLAINTS OF DISCRIMINATION OR HARASSMENT. 

 IX. UNIVERSITY COORDINATOR FOR EQUAL OPPORTUNITY 

The Affirmative Action Officer, Sally J. Page  (Office address: 101 Twamley Hall; 
mailing address:  Box 7097, Grand Forks, ND 58202-7097; phone 701-777-4171; e-mail 
address:  affirmative action@mail.und.nodak.edu), is assigned the responsibility to be the 
University’s designated coordinator for receiving complaints of discrimination or 
harassment under the following federal regulations:  Title IX of the Education 
Amendments of 1972 (sex/gender discrimination); Title VI of the Civil Rights Act of 
1964 (race, color, national origin, discrimination); Age Discrimination Act of 1975 (age 
discrimination); Section 504 of the Rehabilitation Act of 1973 and the Americans With 
Disabilities Act of 1991 (disability discrimination); and other equal opportunity statutes 
for which a coordinator is not required.  Any complaint or concern regarding 
discrimination or harassment, not resolved by the University, may be filed with the 
Office for Civil Rights, U.S. Department of Education, 111 North Canal Street, Suite 
1053, Chicago, IL 60606-7204. 
 

 
 
 
 
 
 
 



University of North Dakota Faculty Handbook 
 
Section II.  RESPONSIBILITES AND PRIVILEGES 
 
Found at:  
http:www.und.nodak.edu/dept/registrar/senate/FacultyHandbook/section2.htm#1 
 
1.1 FACULTY RESPONSIBILITIES  
Along with academic freedom and tenure, all faculty members recognize certain 
concomitant responsibilities to their students, their colleagues, to the University, 
and to the state and broader community.  
To students, faculty members have a responsibility for:  

1. Keeping abreast of current developments in their disciplines, continuously 
updating course content, improving the method of instruction, and regularly 
evaluating the effectiveness of their instruction;  

2. Maintaining in their classrooms and elsewhere an intellectual and attitudinal 
environment in which students are stimulated to learn, to ask questions, and to 
explore alternative approaches to problems;  

3. Respecting students as persons, being concerned about their progress, and 
being willing to hear their points of view without prejudice;  

4. Informing students at the beginning of each semester of the objectives of each 
course and organizing the method of instruction and time allocation so as to meet 
those objectives;  

5. Informing students as early as possible concerning term paper and other 
requirements for the course and the basis on which grades will be determined. 
Examinations and papers which are used for determining a course grade should be 
available to students for inspection and discussion. Students' grades should be 
based on recognized academic standards. Students should also be informed early 
in the course of the policy concerning attendance;  

6. Holding classes and examinations as scheduled and, in the event of necessary 
absence, informing the students in advance of changes in schedule and making 
suitable alternative arrangements;  

7. Being readily available to students for individual conferences relating to course 
work or other matters of concern and interest to students. Faculty should post a 
schedule indicating times when they will be available for consultation.  

With respect to their colleagues, faculty members are responsible for:  



1. Avoiding conduct which intentionally and substantially obstructs or disrupts 
teaching or other lawful activities on the University campus;  

2. Respecting the rights of free inquiry and expression of opinion by their 
colleagues in accordance with the University's statement on academic freedom;  

3. Acknowledging in their publications, the contribution which colleagues have 
made their research and other endeavors;  

4. Evaluating or commenting fairly and objectively on the work of colleagues 
when peer evaluation is required for the purposes of promotion, curriculum 
assessment, and the like.  

With respect to the University, faculty members have a responsibility for:  

1. Participating in the committee work and other channels of self-governance on 
departmental, college, and University levels;  

2. Observing the regulations of the University, which are designed to promote 
freedom for teaching and research, and participating through orderly means in 
seeking modification in these regulations when these are considered inappropriate;  

3. Indicating that when they are speaking as a private person they are not speaking 
for or representing the University.  

Faculty members are encouraged to participate in endeavors for improvement of 
the economic, social, and cultural life to the community, especially when they 
have an expertise which may make their contribution particularly valuable, and 
when such a contribution can be made without interfering with their primary 
obligations for teaching and scholarly endeavor.  
Approved: UND Senate, 11-04-71  
SEE ALSO: UND Senate Minutes, 11-02-89, pp. 3337-3341 (Guidelines on 
Misconduct in  
Scholarly Activities), UND Faculty Handbook, III - 5.7 (Ethical Conduct)  
 
 

1.2 ADMINISTRATOR RESPONSIBILITIES  
The term "administrator" as used in this statement applies to the following 
positions at the University of North Dakota: The President, the vice-presidents, 
the deans, the department chairs and other directors of University programs and 
functions. The Statement on Faculty Responsibilities, adopted by the University 
Senate on November 4, 1971, applies equally to those administrators who 
exercise teaching responsibilities and/or hold faculty rank.  



The University administrator has responsibilities in most of the following areas: 
Financial administration, faculty and personnel administration, administration of 
the educational program, relationships with students, responsibilities as a teacher, 
responsibilities with his or her colleagues for the committee work of the 
University, the promotion of extracurricular activities within the area of his or her 
concern, and the provision of services to his or her profession and to the public. In 
order to discharge these responsibilities, two essentials must prevail: The 
administrator has the responsibility for defining in writing and publishing where 
appropriate the scope of work and the duties of those who are responsible to him 
or her. Authority to discharge these duties must be commensurate with the 
responsibilities assigned.  
Each administrator with faculty status continues and maintains (1) his or her 
responsibilities as a teacher and (2) his or her awareness of the nature of the 
student body and of the faculty's pedagogic concerns. Each administrator with 
faculty status should teach or advise as appropriate.  
The University administrator should adhere to the following principles of 
democratic administration:  

1. Respect for individuals 

2. Faith in the power of human intelligence to solve problems  

3. The right of each individual affected by policy formation or alteration to have 
an equitable part in the determination of that policy  

4. The right to act through his or her chosen representatives  

5. The right to equality of opportunity  

6. The exercise of fairness  

7. The right of each individual to appeal decisions and actions affecting him or 
her and the right of the individual to be informed of avenues of appeal  

In the exercise of these basic principles, the administrator should nurture an 
atmosphere of mutual trust and honesty based on good communication.  
The administrator also has a unique responsibility to keep abreast of the 
developments in his or her administrative field and to exercise leadership, which 
encourages innovation and the development of receptivity to new ideas. As a 
leader the administrator functions within his or her group as its spokesperson, 
harmonizer, planner, executive, educator, and symbol of its ideals.  
Approved: UND Senate, 03-07-91  
 
 



Section III.  PERSONNEL INFORMATION 
Found at:  
http:www.und.nodak.edu/dept/registrar/senate/FacultyHandbook/Section3.htm 
 
1.2.3  Consensual Relationships  
1.The University of North Dakota discourages consensual relationships, i.e., 
amorous, romantic, or sexual relationships, between faculty and students, staff 
and students, supervisors and subordinates, and students who have an authority 
relationship over other students. This policy is in effect when one individual has a 
control, power, authority, or responsibility position over another. UND expressly 
prohibits any form of sexual harassment of employees and students when a 
previous consensual relationship ceases to exist or such a relationship is rejected 
by one of the parties.  
2. If the parties do engage in a consensual relationship as defined above, the 
person in the authority position is obligated to report the relationship to his or her 
department head or supervisor immediately. Failure to report the relationship or 
any significant delay in reporting may be cause for disciplinary action. 
Documentation of the reporting and any subsequent actions taken by the 
department head or supervisor, such as advising the parties of the potential for 
sexual harassment charges if the relationship ends, is required. 
Affirmative Action Officer, 9-11-03 
 
Found at:  
http:www.und.nodak.edu/dept/registrar/senate/FacultyHandbook/Section3.htm 
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