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Overview &

Wenzhou-Kean University (hereinafter referred to as “WKU” or “the University”) offers a unique
model of higher education in partnership with Kean University in accordance with Articles of
Association of Wenzhou-Kean University. All faculty members are required to comply with all
applicable laws, regulations, and treaties as well as the University’s Rules and Regulations as
amended or updated from time to time during the course of their employment. Faculty Members must
be informed about performance expectations and appropriate conduct or behaviors in the workplace.
When expectations are not met, implementation of formal disciplinary proceedings may be the next
step. The University takes a corrective and progressive approach to performance and behavioral
improvement. Once performance problems or inappropriate behaviors are identified, the University
will determine the appropriate and most effective approach to resolve the issues.
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The Code of Conduct is intended to provide general direction in the administration of the disciplinary
process and serve as an informational source. It includes examples of common grounds for
disciplinary action and is not to be considered all-inclusive since other circumstances may present
just cause to impose disciplinary action.
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PART ONE: DISCIPLINARY PROCEDURES #—#4y: @SB FE

I. PURPOSE HH

The following procedures and guidelines for discipline apply to faculty members at Wenzhou-Kean
University. These procedures are designed to address issues that may have caused behavioral or
performance problems and prevent faculty members from continuing to be effective. These
procedures are intended to provide an equitable process for adjudicating allegations of violations of
University policies or procedures, or applicable laws or regulations. The application of these
procedures shall always be consistent with applicable laws and regulations.
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II. DISCIPLINARY VIOLATIONS i Jx 2048

Violations of University policies or procedures, or applicable laws or regulations, shall be considered
disciplinary violations, and faculty members may be subject to formal disciplinary action.
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III. RESPONSIBLE OFFICE 23|

All suspected conduct violations should be reported in a written document to the Office of Human
Resources. The Office of Human Resources will be responsible for implementing any necessary
disciplinary action.
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All suspected violations involving academic integrity issues should be referred to the Office of the
Vice Chancellor for Academic Affairs (VCAA).
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IV. RESPONSIBILITY OF ACADEMIC LEADERSHIP A0 S {1 BN 35

Academic leaders (including Department Directors, Campus Deans and/or Vice Chancellors for
Academic Affairs) shall initiate meetings with faculty members who show signs of unsatisfactory

conduct or performance as indicated herein and attempt to resolve any issues, and if necessary and/or
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appropriate, offer assistance.
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To that end, academic leaders are responsible for documenting and reporting performance and
conduct issues to the Office of Human Resources and/or to the Office of the VCAA in a timely manner
(however, any member of WKU community may report performance or conduct issues to the Office
of Human Resources or the Office of the VCAA). In consultation with the Office of Human Resources
staff, academic leadership shall then address performance and behavioral issues through early
intervention and corrective actions consistent with these procedures.

ML, EARGUG T SR A 58 TARRBUAAT Ay r) % 58, I 1) N 0 SRR/ B AR FH 55 BIRL
KA (HAREAEAT AT LR A BT A B AR BB I A = ki AR
RIBAT AR o A£G NP HPANEE, ARS8 5T w2
BT KA DR O TAE BT 9 ] L

V. DUE PROCESS IFX4f&ER

Faculty members accused of violating University policies or procedures, or applicable laws or
regulations have the right to due process. This right entitles each faculty member to a fair and
objective hearing, and the right to appeal formal disciplinary decisions as stipulated in these
procedures.
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All proceedings will be conducted without regard to race, color, national origin, sex/gender,
pregnancy, religion, age, physically disability, marital status, sexual orientation, genetic information
etc.
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VI. STATEMENT ON RETALIATION i E =B

Retaliation against any employee who alleges misconduct, provides information during an
investigation into claims of misconduct, or opposes misconduct, is prohibited. No employee bringing
a complaint, providing information for an investigation, or testifying in any proceeding shall be
subjected to adverse employment consequences based upon such involvement or be the subject of

other retaliation. An employee who knowingly makes a false accusation of prohibited misconduct or
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knowingly provides false information in the course of an investigation of a complaint, will be
subjected to administrative and/or disciplinary action, up to and including termination of employment.
Complaints made in good faith, however, even if found to be unsubstantiated, shall not be considered
a false accusation
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VIIL. DISCIPLINARY SANCTIONS £ 4b 412K 5

The following provides a general structure for disciplinary sanctions. Each situation will be handled

individually within these general guidelines and may include one or all of the following.
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Conduct Advising Session. The advising session is intended to inform the person being sanctioned
of the need to correct behavior to comply with policies, procedures, and/or performance. The session
will include advisement of potential disciplinary action(s) if the unacceptable conduct or performance
is repeated. The session is followed up with a written notice detailing the specifics of a conduct
advising session. This is not an official discipline outcome and is not subject to appeal. However, it
is a forewarning and is recorded for future reference.

ITRBWHRIE. BT REEH T, RN 2 IEHAME B AT A R TR (A
I, 5 FH UM AN SR PR B SCVF A RAT BRI, W m) ge = AR a8 ik 7 Ja 2R
WA N A B AR A, PEANCSRIRTE Y o XA R IR a5y, P AE 2 BUm Eir.
B, KR —AFLEM, TidER, Ubkz%.

Written Reprimand. A written reprimand is notice that the conduct or performance is unsatisfactory
for a specific reason. The notice must state that it is a reprimand and should warn the faculty member
that any recurrence may result in more severe disciplinary action, including, where appropriate, the
possibility of separation from employment with the University.
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Development Plan, Program Attendance, or Facilitation. If training is a recommended disciplinary
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action, the person being sanctioned may be required complete a development plan, to attend or
facilitate an educational program(s)
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Service Work Assignment. A sanction could include the requirement to perform
services/alternative work for the community or the University. This may be in lieu of teaching or
other responsibilities.

MRS LA . AL 73 T REEL4E ZRA NOWAE X B AR AT I 55 LA s N B AR T A . X w]
Py s s AR AT i B A

Facilities Restriction. Disciplinary sanctions could include revocation or restriction of privileges
for the use of specific University facilities.
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Loss of Status. Denial of specific status may be included as part of a sanction. The length of the
status denial will be specified in the sanction. (e.g. University representation, leadership role,
committee membership).
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Contact Restriction. Disciplinary sanction may include a directive restricting contact between two
or more individuals. This includes, but is not limited to, telephonic, electronic, text, written, or direct
verbal contact and also prohibits communication via other individuals.
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Monetary Restitution. Sanctions may include a means to recover or compensate for the damages

suffered by the University or other entity or person.
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Termination. A disciplinary sanction may result in permanent separation from employment with

Wenzhou-Kean University.
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If a faculty member has a record of previous disciplinary violations, whether or not related in nature
to the current violation, then the previous record may be grounds for additional disciplinary
sanctions.
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For violations involving conduct of a criminal nature, the Office of Human Resources is obliged to

refer the case to local police authorities.
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VIIL. ADJUDICATION PROCESS #BREFE

1. COMPLAINT. If further investigation is needed after the preliminary review of [an] alleged

violation[s], a formal complaint shall be initiated by Human Resources.
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2. FORMAL INVESTIGATION AND REPORT. The Office of Human Resources shall formally
lead the investigation of the alleged disciplinary violations, collect and verify relevant evidence and
prepare a written investigation report. The report shall include a proposed outcome which may include

recommended sanctions.
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3. ACCEPTING REPORT AND OUTCOME. The faculty member (respondent) will be notified
of the outcome of the disciplinary investigation and proposed outcome. The Respondent may either
accept the findings and outcome or request a hearing other than for written reprimands and/or

development plan, program attendance or facilitation.
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4. HEARING. If the faculty member does not accept the findings and/or the proposed outcome, the
matter will be referred to a Hearing Committee. The Hearing Committee shall consist of four faculty
representatives (not from the same college as the respondent) appointed by the Deans, and one
administrative representative appointed by the Executive Vice Chancellor, who will review the

disciplinary case in its entirety.
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5. ANSWER!. If the hearing moves forward, the respondent has 20 days to the HR report and proposed
outcome. The answer shall specifically respond to the HR report point by point. Each point shall
either be admitted, denied or contain a statement that the Respondent lacks knowledge or information
sufficient to form a belief as to such allegation. Allegations which are not denied shall be deemed to
be admitted. The answer may also set forth separate defenses claimed by the Respondent. If no answer

is received within the answering period, the initial Human Resources report will be deemed accepted.
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6. DECISION. The Hearing Committee shall render a decision to impose the recommended outcome,
modify the proposed outcome, or dismiss the complaint. The Hearing Committee decision shall be

based on the preponderance of evidence standard and requires a two-thirds (2/3) majority vote.
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7. NOTIFICATION. WKU HR will notify the respondent in writing of the outcome of the Hearing

Committee decision.
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8. APPEAL. The respondent may appeal the hearing outcome to the WKU Executive Vice
Chancellor (EVC) or designee within 20 days of the date of notification. The WKU EVC or designee
shall review the decision, consult as necessary, render a judgement and communicate the decision to
the respondent within 30 days after receiving the appeal. The EVC or designee shall uphold the
disciplinary action imposed by the Hearing Committee, modify the disciplinary action, or dismiss the

complaint. The execution of any disciplinary action may be in effect during the appeal period.
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9. BOARD ACTION. If the disciplinary action results in the recommendation to dismiss a tenured
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faculty member, the WKU Board of Directors will review the outcome of the complaint and appeal

and will make a final determination.
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10. RECORD. WKU Human Resources will keep a record of the outcome in the file of the faculty

member.
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PART TWO: TYPES OF VIOLATIONS 5 —34y. SBHE KR

The following guidelines specify the type of violations followed by a brief definition. Suspected

violations must be referred to the Office of Human Resources for investigation.
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I. ATTENDANCE Hi&)

Faculty members are expected to fulfill their contracted obligations including teaching load and office
hours. It is expected that this is performed in person as opposed to online unless approved by the
Office of the VCAA.
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II. PERFORMANCE T/EEH

1. Failure or inability to Perform Duties/Neglect of Duty FF&/8 1T 5t/Tu B IR,

2. Plagiarism/Academic Dishonesty and/or Misconduct 5|53 /2ZZAR A SR/ BREE AR
3. Failure to Report Loss, Theft or Damage KR g8 X IR G A K TR

4. Unauthorized Use of University Vehicles, Equipment or Facilities R FAEFH E KR
M. WABRE

5. Unauthorized or Inappropriate Use of Office Equipment Systems or Supplies &£ Z B
NAEHBP AR EZERGEY)

6. Unauthorized or inappropriate Use of University Symbols K& ZAEA X4 FHEZRFF S

7. Additional employment relationship with another employer 53 4th & F KB/ FR R

Establishing additional employment relationships with other employers without prior approval from

the respective Dean.
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8. Behaviors Obstructing the Functions of the University T2 IE HERBERIAT A
Failure to comply with lawful instructions from supervisors; intimidation, threats, verbal abuse,

humiliation, or harassment of colleagues; or other conduct creating a hostile work environment.
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III. PERSONAL CONDUCT P AATAHN

1. Theft, Fraud or Misappropriation (attempted or actual) of Other’s Personal or University

Property %7 KVEEEH (SEESERRE) MABERT=
2. Possession of Stolen Property 575 X595
3. Conviction of a Crime HEJI5E

4. Involvement in Illegal Activity 2 53E1:i53)
5. Assault and/or Battery 22 Fl/E{B T

6. Intimate Relationships 3% X &

Faculty are prohibited from initiating or engaging in intimate relationships (amorous, dating, or sexual
relationships) with students, for whom they have professional (including but are not limited to
advising, instruction, supervisory.) and ethical responsibilities.
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7. Sexual Harassment {EZXIL

Due to the complexity and scope of this violation, immediate referral to the Office of the Dean of
Students and/or the Office of Human Resources is required. Temporary reassignment or interim
suspension may be in order.
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8. Discrimination B}

Discrimination, based on race, sex/gender, color, age, national origin, disability, sexual orientation,
religion, marital status, civil union status, domestic partnership status, gender identity or expression,
or any other protected category, overt or covert, in the form of racial slurs, ethnic slurs, name-calling,
comments on physical appearance, or other like behavior, is a violation. Overt discrimination may
include the circulation of racially offensive material, the writing or displaying of sexually oriented
material in public view, etc., or racial/ethnic jokes and comments, with or without intent to be
malicious. Covert discrimination may take the form of differential treatment in work assignments,
promotional opportunities, hiring practices, etc. Among the factors to be considered when
determining penalties for discrimination are intent, malice, past-practice, impact, etc.
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Temporary reassignment or interim suspension may be in order.
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9. Falsification fhi&

10. Willful Damage to University Property, Property of Employees or Visitors on University
Premises 7R BMEXRUZBUER . ViE M=

11. Negligent Damage to/Loss of University Property JTo& iR EEE RERMTE

12. Divulging Confidential Information without Authorization K& R BEHLZ(E B

“Confidential Information” means: any University intellectual property, information, or secrets
(whether or not specifically labelled or identified as confidential), whether provided orally, in writing,
or by any other media, that was or will be disclosed to, developed, or learned by the faculty member,
and that relates to the academic, research, administrative, business or development of or by the

University or related partners and associates, and that has not become publicly known.
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13. Abuse of Official Position or Unethical Behavior ¥ IRREAEEITA
Any act committed which is either an abuse of one’s official position or violates ethical standards.{T:

A3 FH HA A 35 e 3 R 4 )47 9
14. Inappropriate and/or Continual Use of Obscene Language 1 i& 25 f1/BiRFEF R ES

15. Inventing or Spreading Deliberate Disinformation about the University or University

Employees MR HE B AEEA REREERE & BRE R

16. Neglect of Supervisory Responsibilities /& 1T B R 5

IV. ALCOHOL AND DRUG USE B} f15 5 (4 B

In addition to imposing appropriate sanctions, the University faculty members with substance abuse

violations should be referred for counseling and/or treatment by HR.
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1. Use of Alcoholic Beverages While on the Job other than during officially sanctioned events
which serve alcohol 7E TAERS A AR AEAECRE, (EAGIEAEE 7N FFRAERYORHE
L

Use of alcohol in a manner that, whether during or outside of work hours, impairs teaching quality or

professional responsibilities. £ TAF I [ BEAE TARIRF AR, 5 5200 807 i1 B BB AT Tl iR 5t
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2. Use and/or Possession of Illegal Drugs W3 f1/80F A JEEF| M

3. Selling and/or Distributing Illegal Drugs 458 /8% R IiEZEZG 5



V. SAFETY AND SECURITY 24 55k

1. Failure to Comply with Prescribed Safety Practices & 57} & ) 224 2% B

This violation includes failure to use appropriate safety devices and personal safety gear when

required and available, as well as failure to comply with prescribed safety practices.
KRBT B AE 77 EAA SRS DL T R BEM G M 2 M A S et s, UK
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2. Failure to Secure Facilities TEAFEREEHE

3. Unauthorized Use or Duplication of Another Person’s Keys/Access Card, Careless Control

of Keys/Access Cards or Failure to Report the Loss of Keys/Access Cards A Z AU F 8L

Ehilth N HR/118F, RERREHR/ TR REREG T EHAR/ 18 F
Unauthorized entry into another person’s office. K& FZAHE H i AN A TP A=

4. Illegal/Improper Possession or Use of Firearms and/or Other Weapons JEi%/ N X4 ¥FA 5
A B AR 2 /B A 2

5. Failure to Cooperate with Official Investigations A &'E HHE

VI. Other H/h

Any other act that is not explicitly defined in this document but violates criminal

law/regulations, or standards of civil conduct.
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