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QUESTIONS REGARDING
DISCRIMINATION
COMPLAINTS

Is MnSCU, my university administration or the
[¥O responsible for providing a work environ-
ment free of discrimination?

MnSLL and your university administration are ra-
sponsible for providing a safe and healthy work
environment free of discrimination and harass-
ment. The IFO will assist you with sirategies to
make certain that MnSCU and the various cam-
pus administrations fulfill this responsibility.

If T believe that I am being discriminated
against, to whom should I report it?

You should always report allegations of discrimi-
nation to the administration. You should contsct
the affirmative action officer. You might want to
meet with your local association grievance officer
or committee to discuss your coneemns hafore go-
ing to the affirmative action officer. Often your
representative can help you sort through your con-
cems and prepare for your meeting with the
eTiuelive sciion officer. There 1S no requirement
that you bring your concerns to your union repre-
sentative prior to contacting the affirmative action
office but it is usually helpful to do so.

Must I seek assistance from my local associa-
tion?

No. There may be any number of reasons that vou
might choose not to discuss issues of diserimina-
tion with your representative at the local level. You
may call the [FO Equity Advocate, should you elect
not to discuss your case with local representatives.




What representation am | entitled to when
bringing a claim of discrimination against a
dean or other administrator?

You are entitled to full representstion. This in-
cludes advice regarding the strengths and
weaknesses of your complaint, preparation and as-
sistance with drafting the complsint, assistance
with monitoring the affirmative action officer’s in-
vestigation of your complaint, assistance with
securing information from the administration re-
garding the affirmative action officer’s
investigative report, and representation at all meet-
ings with the admimistration.

What representation am 1 entitled to when 1
am bringing a claim of discrimination against
apgther bargaining unit member?

You are entitled to advice regarding the nondis-
crimination policy and the procedures for
investigating discrimination complaints. The mem-
ber against whom you intend to file the
discimination complaint is entitled to the same
representation. The IFQ does not process claims
brought by one hargaining unit membear against
another. It owes a duty to bath. In the event that
discipline results apainst the hargaining unit mem-
ber, the IFQ is obligated to represent that member
Uuuugh the grievence process,

What rights do I have if asked by the adminis-
tration to come to a meeting regarding a
discrimination complaint filed against me?

You have the right to union representation at that
meeting. You should meet with your local asso-
ciation representative prior to the meeting with the
administration and you should insist that the ad-
ministration provide you with as much information
as is available.




What procedures should I follow when bring-
ing or defending against a discrimination
complaint?

MnSCU's current procedure for investigation and
resolution of discriminatinn complainte i entitled
System Procedure 1B.1.1. This procedure replaces
the former FSSP-1 policy.

Under the vwucut 1B, 1.1 procedure, each univer-
sity President assigns a “designated officer”
usually the university’s Affirmative Action Officer,
fo accept and investigate complaints of discrimi-
nation. The designated officer may attempt a type
of informal resolution of the complaint, which can
range from facilitation of discussion between the
parties, meetings with the alleged offender, and/
or the request for counseling, sensitivity training,
or letters of apology,

The designated officer can move the complaint into
a formal complaint procedure at his/her discretion.
Under the formal procedure, the designated of-
ficer will conduct an investigation and issue a
Tépart to a person designated by the President 1o
be the decision-maker, usually the academic vice
president. The decision-maker reviews the inves-
Higative report and san mest with prastics o1 1 oyuessl
additional information, before reaching a decision
about whether MnSCU’s non-discrimination
poliey has been violated, and what sanctions, if
any, result from the findings,

Should a party disagree with the decision-maker’s
findings, the party may appeal to the President of
your institution,




Does MnSCU or my campus administration
have a policy regarding general harassment?

General harassment i3 defined by MoSCU as con-
duct that tends to create hostility in the workplace
but is not a vielation of law in that it is not di-
rected at individuals because of their race, sex,
color, creed, religion, age, national origin, disabil-
ity, marital status, sexual orientation or other
profected status. MnSCU has authorized each cam-
pus fo process general harasement complainiz filed
by IFO bargaining unit members but no system-
wide procedure exists. Fach campus must devise
its own procedure. Typically deans, academic vice
presidents, or human resources personnel are as-
signed to process these general harassment
complaints. Just as in discrimination complaints,
however, the IFO cannot represent a bargaining
unit member in processing general harassment
complaints against another IFO bargaining unit
member.

MnSCU has negotiated a formal complaint proce-
dure with AFSCME Council 6, for processing
general harassment complaints. General harass-
ment is delined in the 7.17 Policy Srarement and
Frocedure on General harassment for AFSCME
Council 6 Employees as “intentional behaviors
whether physical or verbal by one emploves 1o-
ward an AFSCME Council 6 bargaining unit
member which has the purpose of interfering with
the bargaining unit member’s work performance
or creates an intimidating, hostile, or offensive en
vironment,”

IFOQbargaining umit members may have complaints
filed against them under this procedure. You have
the right to union representation during the pro-
cessing of an AFSCME Council 6 peneral

harzssment complaint against you.




THE IFO IS COMMITTED TO...

* Providing fair and full representation as the
exclusive bargaining agent for all faculty in the
bargaining unit without discrimination as to race,
creed, color, national origin, age. disability, reli-
ance on public assistance, gender, marital status,
sexval orientation/affectional preference, or any
other class or group distinction as set forth by state
and federn] anti diserimination lawa or in MaSCL
Board policy.

* Maintaining a full-time IFO staff position (Eq-
uity Advocate) with the responsibility to represent
faculty members confronted with discrimination
issues. This position was created by the [FO Board
of Directors at the direction of the Delegate As-
sembly in (994,

* Maintaining support for the Feminist Issues
Committee and the Multicultural Issues Com-
mittee (both [FO standing committees) whose
purpose is to focus on concems of women and
minarities respectively. Representatives are ap-
pointed to these committees from each local
campus. These committes members can provide
information and advice on a wide range of dis-
crimination izsues Yo can find membere’ names

on the [FO web site.
FOR ADDITIONAL INFORMATION

You may oblain a copy of MnSCU's nondiscrimi-
nation policies and procedures deseribed herein
from your local association or campus adminis-
tration, particularly the affirmative action office.
For more information, you may contact the IFO
Equity Advocate, Patrice Arseneault at (800) 325-
D644, ext. 15 or ersen@ifo.org by c-mail.




