
Faculty Senate Policy Committee 
Meeting Agenda   

Scholes Hall Room 101, March 5, 2014 
Updates (15 minutes)  

1. The following policy documents were approved by the FS Operations Committee 2/4/14 
and posted to the Faculty Handbook website 2/21/14:  

• A53 “Development and Approval of Faculty Policies” 
• A61.7 “Curricula Committee” 
• C09 “Respectful Campus” procedures  

 
Action Items (10 minutes)  

1. Consent Agenda Topics  
a. C280 “Leave Without Pay” – revised to include comments from 1/29/14 meeting 

• Expanded eligibility beyond full-time faculty, 
• Policy Section #2--removed text “regular” and “with the apparent option”  
• Procedures Section #2—removed text “extremely” and replaced 

“recommended” with “approved.”pg. 1 
 

2.  Agenda Topics 
b. A83 “Annual Reports”—Committee recommended to Operations that the policy 

be deleted.  Operations wishes to retain the policy which requires annual reports 
from the administration, but also provide flexibility to the Provost, HSC 
Chancellor, and the EVP for Administration to redesign annual reports so they 
are strategic in nature and align with other current reporting requirements. pg. 5  
 

Information Items (65 minutes) 
1.    Research Policies—Walter Gerstle, Chair of the Research Policy Committee, will 
attend the meeting to discuss proposed revisions to the following policies (20 minutes): 
 a.  Faculty Policies: 

o A88 “New Units and Interdisciplinary Reorganization …” and AXX (A90) 
“Research Units …” pg. 8 

o E60 “Sponsored Research” pg. 19  
 
2.    Update from Faculty review of assigned policies (20 minutes) 

• C20: Employment of UNM Graduates- Christine Sierra (5 minutes) 
• C200: Sabbatical Leave- Charles Cunningham (5 minutes) 
• C205: Annual Leave- Martha Muller, Chair (5 minutes) 
• C210: Sick Leave- Lee Brown (5 minutes) 

 
3.   Comments on University Administrative Policies--proposed changes to existing policy 
and proposed new policy. (15 minutes)  

a.  UAP Draft of a new policy “Policy on Consensual Relationships”  pg. 35 
 b.  UAP 3780 “Sexual Harassment Policy”--significant changes proposed. pg. 40 
 

http://handbook.unm.edu/section-a/a53.html
http://handbook.unm.edu/section-a/a61.7.html
http://handbook.unm.edu/section-c/c09.html


4.  Information Policy Documents—View draft of proposed webpage for replacement of 
informational policy documents.  This webpage on the Faculty Handbook website will 
link to the latest UNM information that is discussed in various policy documents 
(somewhat out-of-date) currently residing in the Faculty Handbook Policy Section.         
(5 minutes) 

5.    Future Business (5 minutes) 



 

C280:  Leave Without Pay 
Approved By:   Faculty Senate 
Last Updated:   Draft 1/29/14 
Responsible Faculty Committee:  Policy Committee 
Office Responsible for Administration:  Provost and the Chancellor for Health Sciences 
 
Revisions to the Policy Rationale, Policy Statement, and Applicability sections of this document 
must be approved by the full Faculty Senate. 
 

POLICY RATIONALE 
 
A University of New Mexico (UNM) faculty member may encounter a situation that is not 
covered by other faculty leave policies and may need to request leave without pay.  This 
document describes which faculty members are eligible for leave without pay and the procedures 
for requesting and granting leave without pay. 
 

POLICY STATEMENT 

 

Any full-time member of the faculty member, except  for adjunct appointments, on regular (i.e., 
not temporary) appointment as lecturer or above is eligible for leave of absence without pay (see 
following sections for leaves abroad and military leaves) after two years of service at UNM,  the University 
of New Mexico, subject to the following stipulations: 

1. Leaves without pay will be granted only when in the opinion of appropriate UNM officials at 
the University such a leave will be of distinct benefit to this institution as well as to the individual 
concerned. 

2. Leaves without pay will not normally be granted to persons wishing to accept a "regular" 
teaching or administrative position at another institution or agency. , with the apparent option of 
continuing on a permanent basis at that institution or of returning to UNM the University on a continuing basis. 
Such an arrangement usually puts UNM the institution at a considerable disadvantage, since it 
would be required to keep the position here open on a temporary basis until the person on 
leave returns or decides not to return to UNM. the University. 

3. Before the leave without pay is approved, the department chairperson and/or the dean 
concerned must have agreed that the assignments usually carried out by the person requesting 
the leave may and will be carried out satisfactorily by others—normally including one or more 
temporary employees from the outside— without any extra cost to UNM the University. 
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4. It is to be understood that if a faculty member has not attained tenure, a leave of absence 
without pay will normally extend the probationary period. 

5. Leave of absence without pay is not counted toward retirement or toward years of service 
when figuring seniority for promotion.  

6.  While a faculty member is on leave without pay, UNM the University will not continue to pay 
its share toward retirement or Social Security benefits. If desired, however  

7.  The faculty member’s insurance benefits will continue while the faculty member is on leave 
without pay, unless the faculty member actively cancels his or her insurance through UNM 
Human Resources.  The faculty member will be responsible for paying his or her portion of the 
benefit premiums.  UNM will continue its contribution to premiums.  The faculty member should 
refer to UAP Policy 3600 “Eligibility for Benefit Plans” for requirements pertaining to 
continuation, cancellation, and reinstatement of benefit plans.     

 APPLICABILITY 
 
All UNM academic faculty and administrators, including the Health Sciences Center and Branch 
Campuses. 
 
 
Revisions to the remaining sections of this document may be amended with the approval of the 
Faculty Senate Policy and Operations Committee in consultation with the responsible Faculty 
Senate Committee listed in Policy Heading. 
 

DEFINITIONS 
 
No specific definitions are required for this Policy 
 

WHO SHOULD READ THIS POLICY 
 

• Faculty 
• Academic staff 
• Academic deans and other executives, department chairs, directors, and managers 

 
RELATED DOCUMENTS 

Faculty Handbook 
Section B:  “Academic Freedom and Tenure,” 2.3.2, 3.4.2, and 4.10. 
C200: “Sabbatical Leave”  
C205: “Annual Leave”  
C210: Sick Leave  
C215: Parental Leave  
C220: Holidays  
C225: Professional Leave  
C230: Military Leave of Absence  
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C235: Leave for Service Abroad  
C240: Leave of Absence Incident to Political Activity  
C245: Faculty Absence from Assigned Duties  
 

University Administrative Policies and Procedures Manual:  
Policy 3440 “Family and Medical Leave” 
Policy 3600 “Eligibility for Employee Benefit Plans” 

 
“Request for Leave Without Pay” form available from the Faculty Contracts and Services Office 
or the HSC Faculty Contracts Office. 
 

CONTACTS 
 
Direct any questions about this Policy to the Faculty Contracts and Services Office or the HSC 
Faculty Contracts Office. 
 

PROCEDURES 

1. A leave without pay or any combination of a sabbatical leave and a leave without pay will not 
generally exceed one year in duration, although when the best interests of UNM the University 
would be so served and with the concurrence of the department chairperson, the dean, and the 
Provost or the Chancellor for Health Sciences Director of the Medical Center when faculty members in the 
Medical School are involved, and the Vice President for Academic Affairs, the President may approve a 
two-year absence. However, except in extremely rare cases, as recommended approved by the 
President, a faculty member shall not be absent from UNM the University for more than two of 
any five consecutive years, and it is not contemplated that even such a proportion of absence 
shall be the norm. 

2. Requests for leaves of absence without pay or any combination of a leave without pay and a 
sabbatical leave, as described in item 1, should be submitted through the applicant's 
department chair person to the dean as early as possible, but no later than four months in 
advance of the date the proposed leave will begin. The dean forwards the request with his/her 
recommendation to the Provost or the Chancellor for Health Sciences, Vice President for Academic 
Affairs who in turn submits all pertinent material to the President with his/her recommendations. 
The President makes the final decision 

HISTORY 
 
August 29, 1975—Approved by Regents  
May 10, 1978—Approved by Faculty 
 
May 18, 1975—Approved by Regents  
April 8, 1975—Approved by Faculty 
 
February 1, 1975—Approved by Regents  
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March 14, 1974—Approved by Regents  
March 12, 1974—Approved by Faculty 
 

DRAFT HISTORY 
 
January 31, 2013 – Draft revised to reflect Committee discussions at January meeting. 
 
January 28, 2014 – Draft revised to reflect discussions with HR and the UNM Policy Office. 
 
September 9, 2013 --Draft of revised policy awaiting discussion of the Policy Committee and 
Faculty Senate. 
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A83:  Annual Reports 
Approved By:   Faculty Senate and Provost 
Last Updated:   Draft 2/27/14 
Responsible Faculty Committee:  Policy 
Office Responsible for Administration: Provost, HSC Chancellor, and EVP for Administration 
 
Revisions to the Policy Rationale, Policy Statement, and Applicability sections of this document 
must be approved by the full Faculty Senate. 
 

POLICY RATIONALE 
 
Annual reports ensure accountability and provide a measure of how well and at what cost UNM 
is fulfilling its mission of teaching, research, patient care, and public service.  Annual reports 
serve as management tools for UNM’s leadership, faculty, and staff, by documenting the 
success of each division in meeting its key goals.  They also provide UNM’s stakeholders with a 
snapshot of the achievements and challenges of each division during the past year, as well as 
plans for the future.    
 

POLICY STATEMENT 

Annual reports, covering each fiscal year, will be prepared by the Provost, Chancellor for Health 
Sciences, and the Executive Vice President for Administration.  These leaders are charged with 
providing: 

• a brief description of their units, including information on function, budget, and 
personnel; 

• major activities for the fiscal year; and  
• plans for the future.   

The reports will provide a clear picture of the division’s contributions to UNM’s achievement of 
its mission and key goals.  The annual reports will be made available and accessible to faculty, 
staff, and the public.  The reports will become part of the permanent records of the University, 
and reference to them is invited at any time.    

 

 APPLICABILITY 
 
All UNM units, including the Health Sciences Center and Branch Campuses. 
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Revisions to the remaining sections of this document may be amended with the approval of the 
Faculty Senate Policy and Operations Committee in consultation with the responsible Faculty 
Senate Committee listed in Policy Heading. 
 

DEFINITIONS 
 
No specific definitions are required for the Policy Statement. 

WHO SHOULD READ THIS POLICY 
 

• Academic chairs, directors, and deans  
• Non-academic managers and directors 
• Vice presidents and other executives 

 
RELATED DOCUMENTS 

 
 

CONTACTS 
 
Direct any questions about this policy to the your vice president. 
 

PROCEDURES 

Annual reports should include unique indicators, presenting data on a wide spectrum of activity 
including the division’s impact on student success and/or quality of patient care; affordability, 
capacity, and quality of services provided; and effective use of UNM’s resources. 

To ensure integrity and internal consistency the indicators used should be: 

• Based on data that are publicly available and may be reproduced. 
• Commonly used nationally or internationally. 
• Presented in a way that makes their meaning apparent. 
• In a format that allows for comparison to other institutions and trend analysis, when 

appropriate. 

The Annual Report should be brief and well organized.  It should not include superfluous 
materials such as brochures, calendars, class schedules or flyers.   

The Provost, Chancellor for Health Sciences, and the Executive Vice President for 
Administration may request deans and directors to submit annual reports for their academic 
and administrative units for inclusion in the annual reports.  

HISTORY 
 
Amended: 
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January 25, 2011—Approved by Faculty Senate 
August 24, 2010—Approved by Faculty Senate 
 
Effective: 
Unknown 
 

DRAFT HISTORY 
 
February12, 2014—Draft broad policy statement delegating reporting responsibilities to the 
Provost, Chancellor and EVP for admin.  
 
January 23, 2014—Draft of revised policy awaiting approval of Policy Committee and Faculty 
Senate. 
 
Draft Revision—April 11, 2013 – Awaiting Policy Committee Review  
Procedures Approved by Faculty Senate  
 
 

COMMENTS TO:  
handbook@unm.edu  FACULTY HANDBOOK HOME  TABLE OF CONTENTS  TABLE OF POLICIES  UNM HOME  
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Discussion Draft (2-4-14): Policy on Consensual Relationships (TRACK 
CHANGES SHOW CHANGES FROM 1-15-14 DRAFT) 

1.  General 
 
An inevitable imbalance of power, or power differential, exists in relationships where a superior exercises 
authority over a subordinate. Such relationships create significant risks for the parties to the relationship, 
third parties, and the institution.  They may impair the integrity of academic and employment decisions.  
They may lead to charges of sexual harassment and exploitation, especially when the relationships end.  
They may cause others to have concerns about undue access or advantage, favoritism, or restricted 
opportunities.  Factors such as race, gender, sexual orientation, citizenship status, English proficiency, and 
previous sexual victimization may further exacerbate the inherent power differentials between superiors and 
subordinates involved in consensual relationships.   
 
For the reasons stated above, consensual relationships between superiors and subordinates (as defined in 
Section 2) are of concern to the University.  As a result, consensual relationships between superiors and 
subordinates are strongly discouraged and must be disclosed, as discussed in this policy, in order to manage 
or eliminate the conflicts caused by the relationships.  Due to the extra risk of harm, consensual relationships 
between superiors and students are strictly prohibited. 
 
The purpose of this policy is not to intrude on the privacy of members of the University community or 
interfere with appropriate mentoring relationships, but to prevent harm to individuals and the institution. 
 
In addition to the standards in this policy, standards imposed by licensing boards, professional organizations, 
accrediting entities, and other authorities may restrict consensual relationships in certain professional 
contexts.   

2.  Definitions 
 
For the purpose of this policy, the term “consensual relationship” means a relationship in which a superior 
and a subordinate are engaged, or were engaged, by apparent mutual consent in a romantic or sexual 
relationship. 
 
For the purpose of this policy, the term “exercise authority” means:  
 

• in the context of students, that superiors are in the role of: teaching; serving on thesis or dissertation 
committees; grading; overseeing; supervising; academic advising; mentoring; coaching; providing 
extracurricular oversight; recommending in an institutional capacity for employment, fellowships, or 
awards; or otherwise participating in or influencing decisions or votes that may reward or penalize a 
subordinate. 

 
• in the context of faculty and staff, that superiors are in the role of: initiating or participating in 

supervisory, administrative, or evaluative decisions that involve a direct benefit or penalty for the 
subordinate, such as in regard to employment, retention, promotion, tenure, salary, evaluations, or 
leaves of absence.  

 
For the purpose of this policy, the terms “superior” and “subordinate” mean the parties to a consensual 
relationship in which the superior exercises authority over the subordinate. 
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3.  Scope 
 
All faculty, staff, and students at the University are subject to this policy, as are others who participate in the 
University’s programs and activities, whether on- or off-campus (including abroad).  
 
The only consensual relationships covered by this policy are ones where superiors exercise authority over 
subordinates.  Several examples of such relationships are: 
 

• manager and employee 
• faculty and student 
• teaching assistant and student 
• academic advisor and advisee 
• athletic coach and student athlete 

4.  Risk of Sexual Harassment Allegations 
 
Consensual relationships between superiors and subordinates are susceptible to later charges of sexual 
harassment or coercion.  When the relationships end, conduct that was previously welcome may be 
considered unwelcome.  Even when both parties consent at the start of a relationship, past consent does not 
remove grounds for a subsequent charge of unwelcome conduct.  In such cases, consent may be difficult to 
assess, deemed impossible, or construed as coercive.   

5.  Relationships Subject to this Policy 

5.1.  Relationships With Students  
 
Consensual relationships between faculty, or other superiors, and students over whom they exercise authority 
are strictly prohibited.  Superiors who engage in such relationships violate this policy and their obligations to 
students, to colleagues, and to the University, and may be subject to disciplinary action.  Such relationships 
may cause students to feel exploited or guilty, interfere with their learning experiences, and negatively 
impact their academic careers.   
 
If a consensual relationship between a superior and a current student occurs despite this prohibition, or did 
occur in the past and the superior is now exercising authority over the student, the superior must report the 
relationship to an immediate supervisor so that steps can be taken to avoid or terminate any exercise of 
authority with respect to the student.   

Under New Mexico state law, sexual relations with persons eighteen years of age or younger, and with other 
persons who are incapable of providing consent, may be a criminal offense. 

5.2.  Relationships With Employees  
 
Consensual relationships between superiors and subordinate employees, including student employees, are 
strongly discouraged.   
 
If a consensual relationship between a superior and a current subordinate occurs, or did occur in the past and 
the superior is now exercising authority over the subordinate, the superior must report the relationship to an 
immediate supervisor so that steps can be taken to avoid or terminate any exercise of authority with respect 
to the subordinate.   

6.  Superiors’ Reporting Responsibility and Consequences of Not Reporting 
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When consensual relationships occur, superiors bear the primary burden of accountability.  Superiors must 
report consensual relationships to their immediate supervisors as soon as possible so that the conflicts the 
relationships create can be managed or eliminated.   
 
Superiors who enter into or persist in continuing consensual relationships without reporting them, or who fail 
to cooperate in efforts to mitigate the conflicts of interest caused by the relationships, may be subject to 
disciplinary actions up to and including termination. 

7. Immediate Supervisors’ Responsibility for Managing Conflicts 

7.1.  Receiving a Direct Report of a Consensual Relationship 
 
Within ten (10) workdays of an immediate supervisor receiving a direct report of a consensual relationship, 
the supervisor or designee is expected to meet with the superior and subordinate to develop a confidential 
written Management Plan (see template in Exhibit A) that describes how the conflict will be managed or 
eliminated. The timeframe may be extended under extenuating circumstances.  Mitigating the conflict 
generally involves either removing the superior from the exercise of authority over the subordinate or 
relocating the superior or subordinate to another academic or work area.  For certain departments or 
specialized disciplines, the immediate supervisor may have to arrange for another department or unit to 
exercise authority over the subordinate.  Mitigating the conflict should not unreasonably disadvantage either 
party.   

7.2.  Special Considerations Regarding Students  
 
When a student is the subordinate in a relationship, the Management Plan should preserve and maintain the 
student’s immediate and long-term educational opportunities, ability to meet program requirements, and 
career progression.  In order to ensure that Management Plans accomplish these ends, immediate supervisors 
may elect to meet separately with students. 

7.3.  Implementation and Monitoring of Management Plans 
 
The parties to the relationship and the immediate supervisor should sign the Management Plan, and send a 
copy to the cognizant dean, director, or vice president.  Once the Management Plan is in place, the immediate 
supervisor is responsible for monitoring its implementation.   

8.  Third-Party Reports 

8.1.  Making a Third-Party Report 
 
Consensual relationships may lead to third-party reports of the relationships, especially when the 
relationships give undue access or advantage to the subordinate, restrict opportunities for others, or create a 
perception of these problems.  Third parties may report consensual relationships to any of the following: 
 

• the superior’s immediate supervisor 
• the applicable chair, dean, director, or vice president  
• the Compliance Hotline 

8.2.  Assessment by Superior’s Immediate Supervisor 
 
When a person other than the superior’s immediate supervisor receives a third-party report, then the recipient 
of the report should immediately provide the report to the superior’s supervisor.  If the third-party report 
involves a consensual relationship that to the supervisor’s knowledge has not been [REMOVED 
“REPORTED”; ANY CONCERNS?] self-reported or mitigated as yet, then the supervisor should assess 
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whether a consensual relationship exists by interviewing the parties.  Normally, the supervisor should 
conduct the assessment within ten (10) working days, but the timeframe may be extended due to extenuating 
circumstances.  

8.2.  Results of Assessment 
 
If the assessment confirms that a consensual relationship exists, the superior’s immediate supervisor assumes 
the responsibilities noted in Section 7 and the superior may be subject to disciplinary action up to and 
including termination, as discussed in Section 6.   
 
If both parties claim that no relationship exists and the supervisor has credible information that one does, the 
supervisor may contact the Provost’s Office, Human Resources, or the Office of Equal Opportunity, as 
appropriate, for guidance on how to proceed.  If both parties have denied a relationship that it is later 
determined to have existed, the parties will be subject to disciplinary actions for their false reports. 

9.  False Allegations 
 
The University reserves the right to discipline members of the University community who knowingly make 
false reports of consensual relationships.  No report will be considered “false” solely because it cannot be 
corroborated. 

10.  Confidentiality and Record Keeping 
 
As part of managing or eliminating conflicts, it may be necessary for immediate supervisors to provide 
general information about the conflicts to other individuals.  Every reasonable effort, however, should be 
made to preserve confidentiality, to provide information on a need-to-know basis, and to protect the privacy 
of the parties.  This includes responses to third-party reports. 
 
Immediate supervisors should keep all documentation related to a consensual relationship secure and 
separate from the official files that are maintained on the parties to the relationship.  Once the conflict has 
been managed or eliminated, the immediate supervisors should forward copies of the Management Plan and 
other related documentation to the Office of Equal Opportunity, where it will be retained in confidence, to 
the extent permitted by law, for five (5) years and then destroyed.  Information on consensual relationships 
should be retained in immediate supervisors’ files for the minimum time necessary to manage or eliminate 
conflicts. 

11.  Training and Resources 
 
The University will provide training opportunities to familiarize members of the University community with 
this policy and to raise awareness of the difficult issues that may arise as a result of consensual relationships.  
New staff employees will be required to certify their awareness of this policy by signing an 
“Acknowledgment of Access to and Responsibility for Policies.”  
 
Counseling and other support services are available to the parties involved in consensual relationships, 
including:  
 

• Student Health and Counseling 
• Counseling, Assistance, and Referral Services 
• Graduate Studies Ombuds 
• UNM Ombuds 
• Office of the Provost 
• Office of Equal Opportunity 
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• Division of Human Resources 

12.  References 
 

• Faculty Handbook Policy 5.7 (“Confidentiality of Faculty Records Policy”)  
 

• Faculty Handbook Policy C30 (“Employment of Relatives”) 
 

• University Administrative Policy 3210 (“Recruitment and Hiring”) 

Exhibit A 
 
Management Plan Template 
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