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• Fact-finding. Conducted in response to complaints of policy violations and 
performance issues, including those with a potential for disciplinary action. The goal 
is to gather information surrounding the concern and make appropriate 
recommendations for action. 

Before beginning a climate and culture review or a fact-finding, we will determine if the 
concern falls within the purview of Human Resources. If we determine before or during the 
process that all or part of the concern does not fall within HR purview, we will refer the 
concern to the appropriate office immediately and the HR review or fact-finding will cease. 
If other concerns remain that are within HR purview, the HR process will continue for those 
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¶ Communication: such as concerns or perceptions about style, manner and 
effectiveness of communication 

¶ Leadership: such as perceptions about levels of authority, leadership style and 
stated or implied departmental expectations 

¶ Morale: such as factors contributing to decreased department morale, increased 
turnover or increased complaints 

¶ Other contributing factors: such as external pressures, recent changes in workload, 
stated or implied values, how people-oriented versus task-oriented the department 
is, impact of inter-departmental relationships or internal customers 

¶ Other areas of concern as noted by the requesting authority 

During the process, we may identify specific areas of concern that would benefit from 
additional focused review. In that case, the review may transition into a fact-finding process 
if appropriate. If we determine before or during the process that all or part of the concern 
does not fall within HR purview, we will refer the concern to the appropriate office 
immediately and the HR review or fact-finding will cease. 

Outcome 
It is not always clear at the beginning of a climate and culture review what the outcomes will 
be. However, we may offer recommendations for: 

¶ Departmental processes and procedures, workflow and expectations 
¶ Change(s) in structure and reporting, employee shift structure or physical location 
¶ Additional training or continuing education 
¶ Coaching, mentoring, or disciplinary or corrective action 
¶ Improved communication 
¶ Referrals to other authorities on campus such as, Office of Civil Rights and 

Investigations (OCRI), Internal Audit and Advisory Services (IAAS), Office of General 
Counsel (OGC), the Ogऒ�tse���,�`�%�R�ê��
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Timeline 
Depending on the scope of the review or fact-finding, it could take from several days to 
several weeks to complete. The Human Resources professional(s) assigned will stay in 
communication with leadership about the timeline and progress of the review or fact-
finding. 

Reports, Findings and Possible Outcomes 
At the conclusion of the review or fact-


