
Policy 3002: Respectful Workplace 

Table of Contents 

Executive Summary……………………………………………………………………………….2 

Policy 3002 (proposed)...................................................................................................... 4 

Policy 3002 (redlined) ........................................................................................................ 9 

Policy 3002 (current) ....................................................................................................... 14 



EXECUTIVE SUMMARY 

USU Policy 3002: Respectful Workplace 

Category: Human Resources  

Subcategory: Rights and Responsibilities 

Covered Individuals: Employees 

Responsible Executive: Vice President & Chief of Staff 

Policy Custodian: Office of HR, Sr. Assoc. Vice President for HR 

For each section below, summarize the highlights of the new policy using the suggested questions as guidelines. 

BACKGROUND: 

Updating format and content with new policy template and adding links for defined terms.  

This policy is being updated in conjunction with Policy 3006: Staff Employee Grievance Process and Policy 
3001: Setting Expectations and Managing Performance.  

Deleting reference to Policy 2100: Affirmative Action/Equal Opportunity which has been retired and 
replaced with references to Policy 2101: Discrimination based on Protected Characteristics. 

Added clarifying language regarding abusive conduct investigations which are the only investigations 
subject to administrative review. 

KEY PROVISIONS OF THE NEW/REVISED POLICY: 

Edits update format and content with new policy template and add links for defined terms. 

• Defines and clarifies what constitutes disrespectful behavior, abusive conduct, and bullying

• Establishes expectations for maintaining professional boundaries

• Clarifies expectations for supervisors to manage performance and maintaining a respectful
workplace

• Clarifies responsibility to keep investigations private and confidential

• Clarifies who information may be shared with

• References procedures to provide further guidance and updates policy references

IMPLEMENTATION PLAN: 

 



Version 2.0, last updated 9/2024  

Publication of the revised Policy 3002 will adhere to the structured policy lifecycle defined in USU Policy 
1001 and its associated procedures to promote consistency, transparency, and principles of shared 
governance.  

Upon final approval, Policy 3002 will be published in the USU Policy Library to ensure accessibility to all 
University stakeholders. The Policy Office will disseminate announcements through official University 
channels, including an email listserv. The Office of Human Resources will utilize current channels of 
communication (e.g., the Memo, training, website). 

As outlined in USU Policy 1001, this policy will be reviewed on a 3-year cycle to ensure USU remains in 
compliance. 

Additionally, feedback on Policy 3002 may be submitted on the USU Policy Office website at any time, 
regardless of the review cycle. 
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University Policy 3002: Respectful Workplace 

Category: Human Resources 

Subcategory: Rights & Responsibilities 

Covered Individuals: Employees 

Responsible Executive: Vice President and Chief of Staff 

Policy Custodian: Office of Human Resources, Sr. Associate Vice President of Human Resources 

Last Revised: 2026/MM/DD 

Previous USU Policy Number: 321 

 
3002.1 PURPOSE AND SCOPE  
 
Utah State University (USU) is committed to maintaining a work environment that encourages mutual 
respect and facilitates collegial relationships. To build and promote trust, all USU Employees are 
collectively responsible for setting a positive example and avoiding Disrespectful Behavior and Abusive 
Conduct, including Bullying, and any other behavior that would reasonably offend, intimidate, embarrass, 
or humiliate others, whether deliberate or unintentional. 

Supervisors are responsible for managing their teams in a manner that promotes operational efficiency, 
maintains a respectful and professional workplace, and ensures compliance with this Policy. Nothing in 
this Policy limits USU’s authority to manage Employees through its Supervisors and leadership. 
Performance management, work assignments, performance evaluation, and disciplinary measures 
undertaken for legitimate business purposes do not, by themselves, constitute Disrespectful Behavior, 
Abusive Conduct, and/or Bullying. Employees in supervisory or leadership roles must carry out these 
responsibilities in a manner consistent with the principles and expectations of this Policy. 
 

3002.2 POLICY  
 
University-Related Interactions should be conducted with courtesy, civility, decency, and a concern for 
personal dignity. Disrespectful Behavior and/or Abusive Conduct will not be tolerated. Employees are 
expected to use professional language, obtain consent from all parties before recording any interactions, 
and prevent the unauthorized access of university and/or Employee information by individuals or groups 
who do not have the organization’s authority to access such information.  (see USU Policy 3004: 
Employee Privacy and Confidentiality and USU Policy 3016: Information Privacy). 
 
All Employees are expected to complete training at least annually on preventing Abusive Conduct in the 
workplace. Employees violating this Policy are subject to disciplinary action up to and including 
termination of employment per USU Policy 3001: Setting Expectations and Managing Performance 
(benefit-eligible staff employees), USU Policy 4006: Academic Due Process: Sanctions and Hearing 
Procedures (faculty), or USU Policy 3305: Employment at Will (at-will employees), as applicable. 
 
Issues regarding sexual harassment will be investigated and managed in accordance with USU Policy 
2102: Sexual Harassment. Issues regarding discrimination will be investigated and managed in 
accordance with 2101: Discrimination based on Protected Characteristics.  
 

2.1  Maintaining Professional Boundaries 
 

https://www.usu.edu/policies/policy-library
https://www.usu.edu/policies/3004/
https://www.usu.edu/policies/3004/
https://www.usu.edu/policies/3016/
https://www.usu.edu/policies/3001/
https://www.usu.edu/policies/4006/
https://www.usu.edu/policies/4006/
https://www.usu.edu/policies/3305/
https://www.usu.edu/policies/2102/
https://www.usu.edu/policies/2102/
https://www.usu.edu/policies/2101/
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Employees are expected to maintain Professional Boundaries that support respectful and effective 
working relationships.  
 
Employees are expected to reasonably respect communicated boundaries regarding physical space, 
personal privacy, and personal time, consistent with legitimate workplace responsibilities and operational 
needs. 
 
Employees with authority in supervisory, evaluative, instructional, and advisory, or other authoritative 
roles have a heightened responsibility to maintain appropriate boundaries and avoid conduct that may 
compromise professional judgment, objectivity, or another individual's ability to participate comfortably 
and effectively in the workplace. 
 
Professional Boundaries do not prohibit mutual friendships, collegial relationships, appropriate 
expressions of support, or reasonable social interactions. Concerns will be evaluated in context, including 
the nature of the relationship, differences in authority or influence, communicated boundaries, and the 
impact of the conduct on the workplace.  
 
Supervisors or Employees with questions or concerns about maintaining Professional Boundaries may 
contact the Office of Human Resources for guidance. 
 

2.2 Reporting and Resolution of Disrespectful Behavior and/or Abusive Conduct 
 
If an Employee is subjected to and/or observes Disrespectful Behavior or Abusive Conduct of another by 
an individual or group of individuals, the Employee should first attempt to resolve concerns by discussing 
their concerns or observations with their immediate Supervisor. The immediate Supervisor will evaluate 
the nature and extent of the issue and take appropriate action to resolve it. 
 
If an Employee does not feel comfortable contacting their immediate Supervisor, the Employee may 
contact a manager within their Reporting Chain. Alternatively, the Employee may contact the Office of 
Human Resources to discuss their concerns or observations. The Office of Human Resources will 
evaluate the nature and extent of the issue and collaborate with the appropriate leadership and 
Employee(s) to determine appropriate action to resolve it, which may include workplace reviews, 
facilitated conversations, formal reviews and/or investigations.  
 
Abusive Conduct investigations are considered private and/or confidential, and must be handled in 
adherence to USU Policy 3004: Employee Privacy and Confidentiality. Specifically, participants are 
prohibited from discussing, sharing, or disclosing information obtained through or related to a University 
investigation with any person who does not have a legitimate need or legally protected basis to receive 
the information.  
 
Information should be limited to those responsible for investigating or addressing the matter, appropriate 
University officials or Supervisors, and a participant’s legal counsel, healthcare provider, or other person 
with whom communication is protected by law. 
 
Anyone involved in an investigation must keep related information confidential, except as allowed by their 
rights and responsibilities. If evidence of criminal conduct is discovered in an investigation, the Office of 
Human Resources will consult with the Office of General Counsel and may refer the matter to the 
appropriate law enforcement agency. 
 
A formal investigation conducted by the Office of Human Resources may determine if Abusive Conduct 
occurred. At the conclusion of an investigation, with findings of Abusive Conduct, the Office of Human 
Resources will notify the relevant parties and their Supervisors of the relevant findings. Additionally, they 
will provide the parties with information about how to request an Administrative Review of the findings. 
 

2.3 Administrative Review 
 
An Employee investigated under this Policy may request an Administrative Review of any investigative 
findings.  Once Employees are notified of findings, they must submit a written request to the Office of 

https://www.usu.edu/policies/policy-library
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Human Resources within 10 calendar days. The Office of Human Resources will select personnel who 
were not involved in the original Abusive Conduct investigation to serve as a review panel. The review 
panel will determine whether the Abusive Conduct investigative findings are reasonable, rational, and 
sufficiently supported by the evidence. The review panel must come to a final conclusion within 30 days 
of receiving the administrative review request. This conclusion is not subject to further review. Additional 
details are available in 3002-PR1: Respectful Workplace Procedures. 
 

3002.3 RESPONSIBILITIES  
 

3.1  Supervisors 
 
Set expectations in their areas to ensure a safe, collegial, and respectful workplace for all Employees and 
address issues as they arise. If a Supervisor becomes aware of a situation within their area that may 
violate this Policy, the Supervisor should take appropriate steps to resolve the problem on an informal 
basis. If Informal Processes are not adequate to address the situation, then Formal Disciplinary Action 
should be utilized. (See USU Policy 3001: Setting Expectations and Managing Performance, which 
applies to benefited non-faculty Employees, and USU Policy 4006: Academic Due Process: Sanctions 
and Hearing Procedures, which applies to faculty). 
 
Supervisors should ensure that their Employees complete training, at least annually, on the prevention of 
Abusive Conduct in the workplace. 

 

3.2 Employees 
 
Promote and preserve the reputation of the University by demonstrating respect toward all members of 
the campus community, including students, faculty, and staff. Employees must respond to and report 
perceived Disrespectful Behavior and/or Abusive Conduct in accordance with this policy. All Employees 
are expected to complete training, at least annually, on the prevention of Abusive Conduct in the 
workplace. 

 

3.3 Office of Human Resources 
 
May investigate, make determinations, advise, assist, and/or mediate between Employees and 
departments in resolving violations of this Policy. The Office of Human Resources provides training for all 
Employees on the prevention of Disrespectful Behavior and/or Abusive Conduct in the workplace. 
 

3003 REFERENCES  
 

• Utah Code 67-26-202 
 

3004 RELATED USU POLICIES  
 
• Interim Policy 2101: Discrimination based on Protected Characteristics 

• Interim Policy 2102: Title IX Sexual Misconduct in an Employment or Education Program or Activity 

• Policy 3001: Setting Expectations and Managing Performance 

• Policy 3004: Employee Privacy and Confidentiality 

• Policy 3016: Information Privacy 

• Policy 3305: Employment at Will 

• Policy 4006: Academic Due Process: Sanctions and Hearing Procedures 
 

3005 DEFINITIONS  
 
• Abusive Conduct. Verbal, non-verbal, or physical conduct of one party to another that, based on its 

severity, nature, and frequency of occurrence, a reasonable person would determine that it: (a) is 
intended to cause intimidation, humiliation, or unwarranted distress; (b) results in substantial physical 

https://www.usu.edu/policies/policy-library
https://le.utah.gov/xcode/Title67/Chapter26/67-26-S202.html
https://www.usu.edu/policies/2101/
https://www.usu.edu/policies/2101/
https://www.usu.edu/policies/2102/index.php
https://www.usu.edu/policies/2102/index.php
https://www.usu.edu/policies/3001/index.php
https://www.usu.edu/policies/3004/index.php
https://www.usu.edu/policies/3016/index.php
https://www.usu.edu/policies/3305/index.php
https://www.usu.edu/policies/4006/index.php
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harm or substantial psychological harm as a result of intimidation, humiliation, or unwarranted 
distress; or (c) exploits an Employee’s known physical or psychological disability. 

 

• Bullying. A form of Abusive Conduct. It is conduct that seeks to harm, intimidate, coerce, persecute, 
or torment; often repeated or habitual. 
 

• Disrespectful Behavior or Professional Boundaries Violations. May include conduct that is rude, 
dismissive, intrusive, demeaning, discourteous, or inconsistent with another person's reasonable 
boundaries regarding physical space, privacy, communication, or time. Such conduct may be 
inappropriate and warrant intervention or disciplinary action even when it occurs only once or does 
not cause substantial harm. 

Not every occurrence of Disrespectful Behavior or boundary violation constitutes Abusive Conduct. 
Repeated disrespectful or boundary-violating behavior, however, may become Abusive Conduct 
when its nature, severity, frequency, intent, or resulting harm satisfies that higher standard. 

• Employee. Any individual legally employed by Utah State University in any capacity. 
 

• Formal Disciplinary Action. Action as outlined in USU Policy 3001: Setting Expectations and 
Managing Performance for benefited non-faculty Employees and USU Policy 4006: Academic Due 
Process: Sanctions and Hearing Procedures for faculty. 

 

• Informal Processes. Any process that does not follow Formal Disciplinary Action set forth by USU 
Policy 3001: Setting Expectations and Managing Performance, or USU Policy 4006: Academic Due 
Process: Sanctions and Hearing Procedures (e.g., Performance Improvement Plan, Letter of 
Expectation). 

 

• Professional Boundaries. Reasonable limits that preserve appropriate distinctions between an 
Employee's professional role, authority, responsibilities, and personal relationships or interests, 
including reasonable respect for communicated boundaries regarding physical space, personal 
privacy, and personal time. 
 

• Reporting Chain. Levels of supervisory roles within a department or unit. 
 

• Supervisor. A person employed by Utah State University who has hiring authority and/or holds a 
position that directly supervises an Employee of Utah State University. 

 

• University Related Interactions. Any job function that pertains to Utah State University. 
 

 

Information below is not included as part of the contents of the official policy. It is provided only as a convenience for 
readers/users and may be changed at any time by persons authorized by the president. 

 

RESOURCES 
  

Procedures  
 
• 3002-PR1: Respectful Workplace Procedures 

 

Contacts  
 

• Sr. Associate Vice President of Human Resources  
 

POLICY HISTORY  
 

https://www.usu.edu/policies/policy-library
https://www.usu.edu/hr/contact
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Original issue date: 1997/01/24 
 
Last revision date: 2026/MM/DD 
 
Next scheduled review date: 2029/05/01 
 
Previous revision dates: 2022/06/23, 2022/12/09, 2021/05/05, 2020/03/13, 2015/03/06, 1997/01/24 
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University Policy 3002: Respectful Workplace 

Category: Human Resources 

Subcategory: Rights & Responsibilities 

Covered Individuals: All Employees 

Responsible Executive: Vice President for Finance and Administrative Services and Chief of Staff 

Policy Custodian: Office of Human Resources, Sr. Associate Vice President of Human Resources 

Last Revised: 2022/06/232026/MM/DD 

Previous USU Policy Number: 321 

 
3002.1 PURPOSE AND SCOPE  
 
Utah State University (USU) is committed to maintaining a work environment that encourages mutual 
respect and facilitates collegial relationships. To build and promote trust, all USU Eemployees are 
collectively responsible to for setting a positive example and to avoiding behaving disrespectfully, 
Disrespectful Behavior and Abusive Conduct, including Bbullying, and any other behavior that would 
reasonably offend, intimidate, embarrass, or humiliate others, whether deliberately or unintentionally. 

Supervisors are responsible for managing their teams in a manner that promotes operational efficiency, 
maintains a respectful and professional workplace, and ensures compliance with this Policy. Nothing in 
this Policy limits USU’s authority to manage Employees through its Supervisors and leadership. 
Performance management, work assignments, performance evaluation, and disciplinary measures 
undertaken for legitimate business purposes do not, by themselves, constitute Disrespectful Behavior, 
Abusive Conduct, and/or Bullying. Employees in supervisory or leadership roles must carry out these 
responsibilities in a manner consistent with the principles and expectations of this Policy. 
 

3002.2 POLICY  
 
University-Rrelated Iinteractions should be conducted with courtesy, civility, decency, and a concern for 
personal dignity. Disrespectful Bbehavior and/or Aabusive Cconduct will not be tolerated. Expectations 
include but are not limited toEmployees are expected to usinge professional language, obtain consent 
from all parties  before not recording any interactions without all parties’ consent, and not providing 
unrelated third parties prevent the unauthorized access to of university and/or Eemployee information by 
individuals or groups who do not have the organization’s authority to access such information.  (see USU 
Policy 3004: Employee Privacy and Confidentiality and USU Policy 3016: Information Privacy for more 
information). 
 
All Eemployees are expected to complete training at least annually, on preventing Aabusive Cconduct in 
the workplace. at least annually. Employees violating this Ppolicy are subject to disciplinary action up to 
and including termination of employment per USU Policy 3001: Setting Expectations and Managing 
Performance (benefit-eligible staff employees), USU Policy 4006: Academic Due Process: Sanctions and 
Hearing Procedures (faculty), or USU Policy 3305: Employment at Will (at-will employees), as applicable. 
 
For iIssues regarding sexual harassment, please refer to will be investigated and managed in accordance 
with USU Policy 2102: Sexual Harassment. For iIssues regarding discrimination, please refer to will be 
investigated and managed in accordance with USU Policy 2100: Affirmative Action/Equal Opportunity 
2101: Discrimination based on Protected Characteristics.  

https://www.usu.edu/policies/policy-library
https://www.usu.edu/policies/3004/
https://www.usu.edu/policies/3004/
https://www.usu.edu/policies/3016/
https://www.usu.edu/policies/3001/
https://www.usu.edu/policies/3001/
https://www.usu.edu/policies/4006/
https://www.usu.edu/policies/4006/
https://www.usu.edu/policies/3305/
https://www.usu.edu/policies/2102/
https://www.usu.edu/policies/2101/
https://www.usu.edu/policies/2101/
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This policy does not limit USU leadership’s right to manage. Performance management, work assignment 
and evaluation, and disciplinary measures taken by USU for any valid reason do not constitute 
disrespectful behavior, abusive conduct, and/or bullying. Such management actions should be done in 
ways that are consistent with the intent and expectations of this respectful workplace policy. 
 

2.1 Reporting and Resolution of Disrespectful Behavior and/or Abusive Conduct Maintaining Professional 
Boundaries 
 
Employees are expected to maintain Professional Boundaries that support respectful and effective 
working relationships.  
 
Employees are expected to reasonably respect communicated boundaries regarding physical space, 
personal privacy, and personal time, consistent with legitimate workplace responsibilities and operational 
needs. 
 
Employees with authority in supervisory, evaluative, instructional, and advisory, or other authoritative 
roles have a heightened responsibility to maintain appropriate boundaries and avoid conduct that may 
compromise professional judgment, objectivity, or another individual's ability to participate comfortably 
and effectively in the workplace. 
 
Professional Boundaries do not prohibit mutual friendships, collegial relationships, appropriate 
expressions of support, or reasonable social interactions. Concerns will be evaluated in context, including 
the nature of the relationship, differences in authority or influence, communicated boundaries, and the 
impact of the conduct on the workplace.  
 
Supervisors or Employees with questions or concerns about maintaining Professional Boundaries may 
contact the Office of Human Resources for guidance. 
 

2.2 Reporting and Resolution of Disrespectful Behavior and/or Abusive Conduct 
 
If an Eemployee is subjected to and/or observes Ddisrespectful Bbehavior or Aabusive Cconduct of 
another by an individual or group of individuals, the Eemployee should first attempt to resolve concerns 
within their own area per USU Policy 3006: Staff Employee Grievance by discussing their concerns or 
observations with their immediate Supervisor. The immediate Ssupervisor will then initiate a process to 
determine evaluate the nature and extent of the issue and initiate an effective resolution take appropriate 
action to resolve it. 
 
If an Eemployee does not feel comfortable contacting their immediate Ssupervisor, the Eemployee may 
contact another level of management manager within their Reporting Chain. or the Office of Human 
Resources, Alternatively, the Employee may contact the Office of Human Resources who will meet with 
the employee to discuss their concerns or observations. The Office of Human Resources will then initiate 
a review and evaluate the nature and extent of the issue and collaborate with the appropriate leadership 
and Eemployee(s) to initiate an effective resolution determine appropriate action to resolve it, which may 
include workplace reviews, facilitated conversations, formal reviews and/or investigations. Additionally, 
the Office of Human Resources may formally investigate allegations of abusive conduct to determine 
whether such conduct occurred.  
 
Parties and participants in such investigations shall treat information pertaining to the matter as Abusive 
Conduct investigations are considered private and/or confidential, subject to the rights and obligations of 
the party or participant and must be handled in adherence to USU Policy 3004: Employee Privacy and 
Confidentiality. Specifically, participants are prohibited from discussing, sharing, or disclosing information 
obtained through or related to a University investigation with any person who does not have a legitimate 
need or legally protected basis to receive the information.  
 
Information should be limited to those responsible for investigating or addressing the matter, appropriate 
University officials or Supervisors, and a participant’s legal counsel, healthcare provider, or other person 
with whom communication is protected by law. 
 

https://www.usu.edu/policies/policy-library
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Anyone involved in an investigation must keep related information confidential, except as allowed by their 
rights and responsibilities. If the investigation reveals evidence of criminal conduct is discovered in an 
investigation, the Office of Human Resources, in consultation will consult with the Office of Legal Affairs 
General Counsel and may refer the matter to the appropriate law enforcement agency. 
 
A formal investigation conducted by the Office of Human Resources may determine if Abusive Conduct 
occurred. At the conclusion of an abusive conduct investigation, with findings of Abusive Conduct, the 
Office of Human Resources will notify the relevant parties will be notified and their Supervisors of any 
investigative the relevant findings and of the procedure. Additionally, they will provide the parties with 
information about how to request an Administrative Review of the findings. 
 

2.3 Administrative Review 
 
An Eemployee that has been subject to an investigationed under this Ppolicy may seek request an 
Aadministrative Rreview of any investigative findings. by Once Employees are notified of findings, they 
must submit a written request to the Office of Human Resources within 10 calendar days of receiving 
notification of the investigative findings. The Office of Human Resources will designate appropriate 
administrative review select personnel, who shall not be the same individuals as those who personally 
conducted the were not involved in the original Abusive Conduct investigation. to serve as a review panel. 
The review panel will determine whether the Abusive Conduct investigative findings are reasonable, 
rational, and sufficiently supported by the evidence. The review panel must come to a final conclusion 
within 30 days of receiving the administrative review request whether the investigative findings are 
reasonable, rational, and sufficiently supported by the evidence. This determination conclusion is not 
subject to further review. Additional details are available in 3002-PR1: Respectful Workplace Procedures. 
 

3002.3 RESPONSIBILITIES  
 

3.1  Supervisors 
 
Supervisors have an obligation to Sset expectations in their areas to ensure a safe, collegial, and 
respectful workplace for all Employees and address issues as they arise. If a Supervisor becomes aware 
of a situation within their area that may violate this Policy, the Supervisor should take appropriate steps to 
resolve the problem on an informal basis. If Informal Processes are not adequate to address the situation, 
then Formal Disciplinary Action should be utilized. (See USU Policy 3001: Setting Expectations and 
Managing Performance, which applies to benefited non-faculty Employees, and USU Policy 4006: 
Academic Due Process: Sanctions and Hearing Procedures, which applies to faculty). 
 
Supervisors should ensure that their Employees complete training, at least annually, on the prevention of 
Abusive Conduct in the workplace at least annually. 

 

3.2 Employees 
 
All Employees must pPromote and preserve the reputation of the University by demonstrating respect 
toward all members of the campus community, including students, faculty, and staff. Employees must 
respond to and report perceived Disrespectful Behavior and/or Abusive Conduct in accordance with this 
policy. All Employees are expected to complete training, at least annually, on the prevention of Abusive 
Conduct in the workplace at least annually. 

 

3.3 Office of Human Resources 
 
The Office of Human Resources mMay investigate, make determinations, advise, assist, and/or mediate 
between Employees and departments in resolving violations of this Policy. The Office of Human 
Resources provides training for all Employees on the prevention of Disrespectful Behavior and/or Abusive 
Conduct in the workplace. 
 

3003 REFERENCES  
 

https://www.usu.edu/policies/policy-library
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• Utah Code 67-26-202 
 

3004 RELATED USU POLICIES  
 
• Interim Policy 2101: Discrimination based on Protected Characteristics 

• Interim Policy 2102: Title IX Sexual Misconduct in an Employment or Education Program or Activity 

• Policy 3001: Setting Expectations and Managing Performance 

• Policy 3004: Employee Privacy and Confidentiality 

• Policy 3016: Information Privacy 

• Policy 3305: Employment at Will 

• Policy 4006: Academic Due Process: Sanctions and Hearing Procedures 
 

3005 DEFINITIONS  
 
• Abusive Conduct. Verbal, non-verbal, or physical conduct of one party to another that, based on its 

severity, nature, and frequency of occurrence, a reasonable person would determine that it: (a) is 
intended to cause intimidation, humiliation, or unwarranted distress; (b) results in substantial physical 
harm or substantial psychological harm as a result of intimidation, humiliation, or unwarranted 
distress; or (c) exploits an Employee’s known physical or psychological disability. 

 

• Bullying. A form of Abusive Conduct. It is conduct that seeks to harm, intimidate, coerce, persecute, 
or torment; often repeated or habitual. 
 

• Disrespectful Behavior or Professional Boundaries Violations. May include conduct that is rude, 
dismissive, intrusive, demeaning, discourteous, or inconsistent with another person's reasonable 
boundaries regarding physical space, privacy, communication, or time. Such conduct may be 
inappropriate and warrant intervention or disciplinary action even when it occurs only once or does 
not cause substantial harm. 

Not every occurrence of Disrespectful Behavior or boundary violation constitutes Abusive Conduct. 
Repeated disrespectful or boundary-violating behavior, however, may become Abusive Conduct 
when its nature, severity, frequency, intent, or resulting harm satisfies that higher standard. 

• Employee. Any individual legally employed by Utah State University in any capacity. 
 

• Formal Disciplinary Action. Action as outlined in USU Policy 3001: Setting Expectations and 
Managing Performance for benefited non-faculty Employees and USU Policy 4006: Academic Due 
Process: Sanctions and Hearing Procedures for faculty. 

 

• Informal Processes. Any process that does not follow Formal Disciplinary Action set forth by USU 
Policy 3001: Setting Expectations and Managing Performance, or USU Policy 4006: Academic Due 
Process: Sanctions and Hearing Procedures (e.g. Performance Improvement Plan, Letter of 
Expectation). 

 

• Professional Boundaries. Reasonable limits that preserve appropriate distinctions between an 
Employee's professional role, authority, responsibilities, and personal relationships or interests, 
including reasonable respect for communicated boundaries regarding physical space, personal 
privacy, and personal time. 
 

• Reporting Chain. Levels of supervisory roles within a department or unit. 
 

• Supervisor. A person employed by Utah State University who has hiring authority and/or holds a 
position that directly supervises an Employee of Utah State University. 

 

• University Related Interactions. Any job function that pertains to Utah State University. 

https://www.usu.edu/policies/policy-library
https://le.utah.gov/xcode/Title67/Chapter26/67-26-S202.html
https://www.usu.edu/policies/2101/
https://www.usu.edu/policies/2101/
https://www.usu.edu/policies/2102/index.php
https://www.usu.edu/policies/2102/index.php
https://www.usu.edu/policies/3001/index.php
https://www.usu.edu/policies/3004/index.php
https://www.usu.edu/policies/3016/index.php
https://www.usu.edu/policies/3305/index.php
https://www.usu.edu/policies/4006/index.php
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Information below is not included as part of the contents of the official policy. It is provided only as a convenience for 
readers/users and may be changed at any time by persons authorized by the president. 

 

RESOURCES 
  

Procedures  
 
• 3002-PR1: Respectful Workplace Procedures 

 

Contacts  
 

• Sr. Associate Vice President of Human Resources  
 

POLICY HISTORY  
 
Original issue date: 1997/01/24 
 
Last revision date: 2026/MM/DD 
 
Next scheduled review date: 2029/05/01 
 
Previous revision dates: 2022/06/23, 2022/12/09, 2021/05/05, 2020/03/13, 2015/03/06, 1997/01/24 
 

https://www.usu.edu/policies/policy-library
https://www.usu.edu/hr/contact
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3002.1 PURPOSE AND SCOPE 

Utah State University (USU) is committed to maintaining a work environment that 
encourages mutual respect and facilitates collegial relationships. To build and promote 
trust, all USU employees are collectively responsible to set a positive example and to 
avoid behaving disrespectfully, including bullying, or any other behavior that would 
reasonably offend, intimidate, embarrass, or humiliate others, whether deliberately or 
unintentionally. 

3002.2 POLICY 

University-related interactions should be conducted with courtesy, civility, decency, and 
a concern for personal dignity. Disrespectful behavior and/or abusive conduct will not 
be tolerated. Expectations include but are not limited to, using professional language, 
not recording interactions without all parties' consent, and not providing unrelated third 
parties unauthorized access to university and/or employee information (see USU Policy 
3004: Employee Privacy and Confidentiality and Policy 3016: Information Privacy for more 
information). 

All employees are expected to complete training on preventing abusive conduct in the 
workplace at least annually. Employees violating this policy are subject to disciplinary 
action up to and including termination of employment per USU Policy 3001: Setting 
Expectations and Managing Performance, USU Policy 4006: Academic Due Process: 
Sanctions and Hearing Procedures, or USU Policy 3305: Employment at Will, as applicable. 



For issues regarding sexual harassment, please refer to USU Policy 2102: Sexual 
Harassment. For issues regarding discrimination, please refer to USU Policy 2100: 
Affirmative Action/Equal Opportunity. 

This policy does not limit USU leadership’s right to manage. Performance management, 
work assignment and evaluation, and disciplinary measures taken by USU for any valid 
reason do not constitute disrespectful behavior, abusive conduct, and/or bullying. Such 
management actions should be done in ways that are consistent with the intent and 
expectations of this respectful workplace policy. 

2.1 Reporting and Resolution of Disrespectful Behavior and/or Abusive Conduct 

If an employee is subjected to and/or observes disrespectful or abusive conduct of 
another by an individual or group of individuals, the employee should first attempt to 
resolve concerns within their own area per USU Policy 3006: Staff Employee Grievance. 
This should be done by discussing their concerns or observations with their immediate 
supervisor. Their immediate supervisor will then initiate a process to determine the 
nature and extent of the issue and initiate an effective resolution. 

If an employee does not feel comfortable contacting their immediate supervisor, the 
employee may contact another level of management within their reporting chain or the 
Office of Human Resources, who will meet with the employee to discuss their concerns 
or observations. The Office of Human Resources will then initiate a review and 
collaborate with the appropriate leadership and employee(s) to initiate an effective 
resolution. Additionally, the Office of Human Resources may formally investigate 
allegations of abusive conduct to determine whether such conduct occurred. Parties and 
participants in such investigations shall treat information pertaining to the matter as 
confidential, subject to the rights and obligations of the party or participant. If the 
investigation reveals evidence of criminal conduct, the Office of Human Resources, in 
consultation with the Office of Legal Affairs, may refer the matter to the appropriate law 
enforcement agency. 

At the conclusion of an abusive conduct investigation, the parties will be notified of any 
investigative findings and of the procedure to request an administrative review of the 
findings. 

2.2 Administrative Review 

An employee that has been subject to an investigation under this policy may seek an 
administrative review of any investigative findings by written request to the Office of 
Human Resources within 10 calendar days of receiving notification of the investigative 



findings. The Office of Human Resources will designate appropriate administrative 
review personnel, who shall not be the same individuals as those who personally 
conducted the investigation. The review personnel will determine within 30 days of 
receiving the administrative review request whether the investigative findings are 
reasonable, rational, and sufficiently supported by the evidence. This determination is 
not subject to further review. 

3002.3 RESPONSIBILITIES 

3.1 Supervisors 

Supervisors have an obligation to set expectations in their areas to ensure a safe, 
collegial, and respectful workplace for all employees and address issues as they arise. If 
a supervisor becomes aware of a situation within their area that may violate this policy, 
the supervisor should take appropriate steps to resolve the problem on an informal 
basis. If informal processes are not adequate to address the situation, then formal 
disciplinary action should be utilized per USU Policy 3001: Setting Expectations and 
Managing Performance, which applies to benefited employees (non-faculty) and USU 
Policy 4006: Academic Due Process: Sanctions and Hearing Procedures (faculty). 
Supervisors should ensure that their employees complete training on the prevention of 
abusive conduct in the workplace at least annually. 

3.2 Employees 

All employees have an obligation to promote and preserve the reputation of the 
university by demonstrating respect toward all members of the campus community, 
including students, faculty, and staff. Employees are responsible for responding to and 
reporting perceived disrespectful and/or abusive conduct in accordance with this policy. 
All employees are expected to complete training on the prevention of abusive conduct 
in the workplace at least annually. 

3.3 Office of Human Resources 

The Office of Human Resources may investigate, make determinations, advise, assist, 
and/or mediate between employees and departments in resolving possible violations of 
the policy. The Office of Human Resources will offer all employees training on the 
prevention of abusive conduct in the workplace. 

3002.4 REFERENCES 



• H.B. 12 Abusive Conduct Reporting Amendments (2020)

3002.5 RELATED USU POLICIES 

• Policy 2100: Affirmative Action/Equal Opportunity
• Policy 3001: Setting Expectations and Managing Performance
• Policy 3004: Employee Privacy and Confidentiality
• Policy 3006: Staff Employee Grievance
• Policy 2102: Title IX Sexual Misconduct in an Employment or Education Program or

Activity 
• Policy 4006: Academic Due Process: Sanctions and Hearing Procedures
• Policy 3016: Information Privacy

3002.6 DEFINITIONS 

6.1 Abusive Conduct 

Verbal, non-verbal, or physical conduct of one party to another that, based on its 
severity, nature, and frequency of occurrence, a reasonable person would determine that 
it: (A) is intended to cause intimidation, humiliation, or unwarranted distress; (B) results 
in substantial physical harm or substantial psychological harm as a result of intimidation, 
humiliation, or unwarranted distress; or (C) exploits an employee’s known physical or 
psychological disability. 

Bullying is one form of abusive conduct. It is conduct that seeks to harm, intimidate, 
coerce, persecute, or torment; often repeated or habitual. 

6.2 Employee 

Any individual legally employed by Utah State University in any capacity. 

6.3 Formal Disciplinary Action 

Action as set forth by USU Policy 3001: Setting Expectations and Managing Performance 
which applies to benefited employees (non-faculty) and Policy 4006: Academic Due 
Process: Sanctions and Hearing Procedures (faculty). 

6.4 Informal Processes 

Any process that does not follow the formal disciplinary action(s) set forth by USU Policy 
3001: Setting Expectations and Managing Performance, or USU Policy 4006: Academic Due 



Process: Sanctions and Hearing Procedures (e.g. Performance Improvement Plan, Letter 
of Expectation). 

6.5 Reporting Chain 

Levels of supervisory roles within a department or unit. 

6.6 Supervisor 

A person employed by Utah State University who has hiring authority and/or holds a 
position that directly supervises an employee of Utah State University. 

6.7 University Related Interactions 

Any job function that pertains to Utah State University. 

Information below is not included as part of the contents of the official Policy. It is 
provided only as a convenience for readers/users and may be changed at any time by 
persons authorized by the President, subject to review by the USU Policy Committee. 

RESOURCES 

Procedures 

• Please see 2.2 Administrative Review above.

Guidance 

• N/A

Related Forms and Tools 

• N/A

Contacts 

• Office of Human Resources Solution Center, hr@usu.edu, (435) 797-0122

POLICY HISTORY 

mailto:hr@usu.edu


Original issue date: 1997/01/24 
Last review date: 2022/06/23 
Next scheduled review date: N/A 
Previous revision dates: 2021/05/05, 2022/12/09, 2020/03/13, 2015/03/06, 
1997/01/24. 
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