Nepotism/Favoritism Management Plan 
Date:


1. List the employees involved (name, position/rank, unit).
2. Describe the relationship between the employees.

3. Complete the two organizational charts below, including all relevant student employees, staff, and faculty. The first chart displays the supervisory relationships that would exist if the employees did not have a real or potential conflict of interest (pre-management plan).  The second chart displays the proposed future supervisory relationships (post-management plan).

Organizational Chart 1. Before management plan
Organizational Chart 2. After management plan
4. Describe the reporting structure(s) proposed to eliminate the real or perceived conflict related to decisions involving appointing/hiring, salary, working conditions, working responsibilities, evaluation, promotion, and/or termination.

Example reporting scenarios:

1. Employee A will be supervised by Employee B.

2. Employee A will be assigned to a team in which Employee B has been assigned team lead responsibilities and in that capacity is a functional supervisor over Employee A.

3. Both Employees are employed in Unit C and will report to the same supervisor.

Example management plans:
For scenarios 1 and 2:  To prevent any favoritism (or the appearance of favoritism) with respect to the appointment, promotion, wages, hours, or other conditions of employment, I (Unit Manager) will personally review and approve [Employee A]’s performance reviews as well as any other records, correspondence or transactions involving his/her appointment, promotion, wages, hours, or other conditions of employment.  (“Other conditions of employment” include but are not limited to such issues as approvals for training/professional development, tuition support, business expenses, travel expenditures, and requests for time off.)   

Scenario 3:  To prevent any favoritism (or the appearance of favoritism) with respect to the appointment, promotion, wages, hours, or other conditions of employment, I (Unit Manager) will personally review and approve [Employee A]’s and [Employee B]’s performance reviews, in conjunction with their supervisor, as well as any other records, correspondence or transactions involving either employee’s appointment, promotion, wages, hours, or other conditions of employment.  (“Other conditions of employment” include but are not limited to such issues as approvals for training/professional development, tuition support, business expenses, travel expenditures, and requests for time off.)   
Example organizational charts:

Chart 1. Before management plan
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Chart 2. After management plan
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Name, title, and unit of VP/Dean and others in the line of authority





Name, title and unit of supervisor without a management plan





Name, title (and unit) of conflicted faculty/staff member





Names, titles (and units) of other potentially impacted faculty/staff members





Name and title of VP/Dean and others in the line of authority





Name, title and unit of first neutral supervisor 





Name, title (and unit) of supervisor with a management plan





Name, title (and unit) of conflicted faculty/staff member





Names, titles (and units of potentially impacted faculty/staff members
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