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Staff Dispute Resolution

Authority
This Guide Memo was approved by the Director of Human Resources.

Applicability
This policy applies to all regular staff as defined in Administrative Guide Memo 23.1 except Academic and Senior Staff. For policies applicable to employees covered by collective bargaining agreements, refer to the applicable agreement: The Agreement between Stanford University and United Stanford Workers, Local 715, SEIU, AFL‑CIO or the Agreement between Stanford University and the Stanford Deputy Sheriffs' Association.

Summary
This Guide Memo outlines formal processes for solving workplace problems at Stanford. For


more detailed information, please refer to the brochure titled, Solving Workplace Problems at


Stanford. It is available from the Employee Relations Office in Human Resources. The dispute


resolution procedure is designed to supplement, not to replace, the routine and informal methods


of responding to and remedying employee problems and complaints.


Section headings are:


1. THREE‑STEP PROCESS


2. REPRESENTATION


3. NO RECORDS, NO REPRISALS


4. ALTERNATIVE PROCESS

1. THREE‑STEP PROCESS

The staff dispute resolution process for regular staff has 3 steps:

Step One: Face‑to‑Face Discussions: Managers and supervisors are responsible for making every effort to resolve problems locally.

Step Two: University Review: If the problem still continues after Step One, and it involves action (or inaction) by the University, the employee may request that the problem be considered by a University Reviewing Officer. This request should be made to the Manager of HR Policy/Staff and Labor Relations within thirty (30) calendar days from the date the problem or dispute arises. Cases which do not involve termination or permanent layoff from University employment and which do not involve dispute over an ADA accommodation will undergo a mandated mediation assessment. Cases not settled in mediation will be referred to a University Reviewing Officer who will issue a response to the grievance within fifteen (15) calendar days following the last review meeting. Action of the University Reviewing Officer is final for both the employee and the University, except in cases involving termination or permanent layoff from University employment, where the employee (but not the University) may request neutral arbitration under Step Three, below.

Step Three: Neutral Arbitration: The employee may request neutral arbitration in matters concerning termination or permanent layoff by submitting a letter to the Manager of HR Policy/Staff and Labor Relations no later than 20 days after written action by the University Reviewing Officer. If both the employee and the Manager of HR Policy/Staff and Labor Relations agree in writing, other employment matters can also be submitted for neutral arbitration; however, the University reserves the right to decline arbitration. Stanford pays the arbitrator's fees. If the employee incurs any costs, the employee is responsible for paying them. The finding of the Arbitrator will be binding upon both the employee and the University.

2. REPRESENTATION

a. Self‑Representation ‑ The employee may act as his or her own representative at any of the three steps.
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b.
Employee Representative ‑ If additional representation is desired, the employee may select any University employee, who is not employed as a lawyer, and who is both willing and able to work with the employee seeking dispute resolution without impairing his or her own work duties. If the time involved for either the employee seeking dispute resolution or that person's Stanford employee representative is more than 20 hours in a calendar year, respectively, then personal time off or vacation time must be used for the excess.

c.
Outside Representation ‑ At Step Three only, the employee seeking dispute resolution may be represented at the sessions by an attorney or other outside representative of the employee's choosing and at the employee's cost.

3. NO RECORDS, NO REPRISALS

No adverse action may be taken against any employee for his or her legitimate use of the dispute resolution procedures. No records of an employee's use of the procedures are to be kept in his or her personnel file.

4. ALTERNATIVE PROCESS

At any step of the dispute resolution procedure, the parties may agree to refer the issue to the University's Mediation Coordinator.

