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Alright, so my name is Paige Reed, I might stand, I don’t know. I tend not to be formal but just so I can 

see everyone…My name is Paige Reed and I am currently the Chief of Institutional Policy and 

Compliance, and to give you a little of my background, I know some of you because I’ve actually worked 

at UW-System Legal for a number of years, before I came here, so I just started here last May in this 

position. Thrilled to be here. A lot of the work that I have done in the past in Higher Ed has been in 

employment matters, policy drafting, student affairs, you name it, and so I do a lot of peripheral 

development work and training on issues related to all of those areas. When I came to Wisconsin of 

course which has now been since January 2010, there’s a lot of things about Wisconsin law that was 

different, so I was originally from Illinois, and one of the things that Wisconsin is a little bit different 

about is of course your public records laws, your open meetings and things like that. So some of those 

laws that are in place have helped sort of steer the conversations that we’ve had about issues and 

incidents that occur on campus. My background is actually – I graduated from Southern Illinois 

University and I went to law school there and went to become city attorney shortly after that, and then 

actually started at SIU as an attorney on Edwardsville’s campus for a few years before I came here.  

So, I really appreciate you giving me a chance to talk with you briefly today. From what I understand 

there have been some questions in regard to conversations that can be had at department meetings and 

I’m here to provide you with a general overview and then obviously answer any questions that you may 

have. I do want to share with you that, there is, this is an area as far as information and discussions and 

written information, it’s not always a very straightforward issue. If there’s anything about the law and at 

times about court decisions it’s that they’re sometimes very specific so in order to really have a 

straightforward direct answer on anything you would almost have to have a court decision to have that 

on a particular case. So I’m going to do the best I can to provide you with as much information as you 

believe is necessary to help you, and to share with you any information that you may be interested in 

receiving.  

So let’s talk about, first of all the department meeting setup. So as you know your department meetings 

thanks to Wisconsin law is considered an open meeting, and in these open meetings we would obviously 

treat them very similarly that we would to any other open meeting that would occur on campus. As a 

department you are acting as a subsidy of the actual university which means that the discussions that 

you have here are recorded, are kept as minutes, and are therefore also subject to the open records act 

and public records law to allow for the public to view anything that you look at. So because of that 

reason, these department meetings are almost considered like, again, I always compare it to my 

background which was being a city attorney. When you go to city council meetings everything that was 

discussed we would record and then the public would have access to that afterwards. So why does that 

then change and somehow implicate issues related to personnel decisions?  

Well, there’s two different approaches here. One is that, as a University, when we deal with any 

personnel matters involving any of our employees, we consider those confidential in nature. Any 

personnel matters is not something we would generally discuss with anyone other than those directly 

involved in the case. And the reason is that under the State law, an employee has the right to know that 

their personal information is going to be kept confidential unless the employee consents and agrees to 



the disclosure of that. Now, Wisconsin has an exception to when personal documentation can be 

disclosed and under the public records law one exception is any disciplinary information could be 

subjected to disclosure, but you would have to go through a notice procedure to the employee to allow 

them time to then go to court and ask the court to quash the request, so that they can actually say “I 

don’t want this information disclosed to the public”, and the court would get to make that decision. So 

that’s how serious your personnel records are to the University, and as the University, as Greg’s sitting 

here, as an administrator, we have to ensure that we are protecting your information to the utmost 

extent of the law, without…and knowing that we would not be violating your right to privacy and your 

personnel rights to those referring to your personnel records and the privacy of those without your 

consent to that disclosure. So that’s how we treat personnel records and when I think of those I think of 

HR. So how does that play into these department meetings? 

Well, as Greg’s probably described, as an administrator Greg should not and cannot discuss anything 

related to a personnel matter that would not be specifically relevant and/or disclosable to this group 

since we are sitting in an open meeting. In addition under any type of personnel process, any employee 

who’s going through a personnel matter would have a right to know that that process is being kept 

confidential and the only individuals involved in that process would be those that need to be involved. 

It’s similar to a court process except that with a court process many times the actual court proceeding is 

going to be in open court. Here it’s different for us. We consider any administrative proceeding to be…it 

could be open but many times we will close it and again to protect the privacy of those who are 

involved. So that’s sort of the University side to the personnel issues and things we may handle on 

campus, but then I want you to think about the individual piece.  

So individually you are all both serving in the capacity as employees, you’re also serving in the capacity 

as an individual. And so there’s nothing that can stop Greg or anyone else during these meetings from 

having any of you raise something that you want to discuss at the meeting. The risk though, to that, is 

that then you have provided something in your individual capacity that if it’s not relevant to the meeting 

can otherwise then be subject to a potential claim by the person if they believe that their rights to 

privacy have been violated. And the reason that it’s so important for Greg to ensure that everyone 

understands this is because if he is allowing that discussion to occur, then technically the University in 

my opinion would also be subjecting itself to a potential claim as well. So the rights to privacy, insuring 

that your personnel records, that personnel processes are being kept confidential. The person who is 

subjected to any type of disciplinary action or complaint process, they have a right to disclose and if they 

choose to disclose their information then that is their choice. That’s not something that we would do 

because, again, if I’m an employee and I say “You know what, I want to let everyone know what’s 

happening and even though it’s a personnel decision I’m going to share it with others,” that’s my 

personal decision. But the University cannot be the one either requiring them or be the one disclosing it 

without that individual’s consent.  

Messer: Could you restate that? I’m just wanting to make sure I understand the person targeted by…or 

subject…the person that is charged with some act…who is the person that has the right to distribute that 

information? 

Reed: Sure, so, and let’s back up there may be an easier way to describe it. So whenever there’s a 

personnel action, and for example let’s take…you know there’s either a complaint process or grievance 

processes that can be used currently on our campus, as far as the type of processes that would subject 



somebody to either discipline or further action. Under the complaint process if a complaint is filed 

against an individual, and say it’s a faculty member, and the faculty member then has a right to know 

that that process is going to be kept confidential, and that they have a right to due process. And both of 

those processes are something that the University has been required to ensure that occurs, and that’s 

why there’s written procedures for going through a process. The individuals involved in that, so say the 

complainant who files that, they may have personal information that they’re sharing, but once that 

information is started in that process, and the University gets that information, the University then holds 

that information confidential.  

White: Well, what if the person is in fact abusing the confidentiality right, like that’s what you’re doing. 

They are sending things around to everyone targeting other people? They have the right to 

confidentiality themselves, even though that’s the act they’re doing? 

Reed: So I’m not going to talk specifics, obviously, I can talk in general. That the fact, again, that if 

someone is the one subjected to a complaint, and so they’re now, I would describe as the respondent. 

So like in our student complaints it’s complainant and then the respondent, if the respondent is the one 

that’s been filed, then the respondent’s privacy is the one that’s protected under both federal and state 

and policy due process. Now the complainant’s information that’s provided to the University would also 

be considered private as well, meaning that nobody’s going to be sharing that complaint file or the 

personnel records of either party, to anyone publicly unless you would have the consent of either of 

those parties. And so again the file itself is something that we do not disclose. The information that 

comes through, for say for example the complaint’s filed, you’ve got something in writing or maybe 

verbally, it goes through…the process is started, a person requests a hearing. At the hearing that’s a 

time when everyone can come and talk about any information that’s relevant, for the hearing 

committee or the Chancellor, for example, to consider. And so that information is then shared, but again 

it’s shared under the auspice that that information is intended, because of the personnel matter, to be 

considered confidential in nature, and the privacy rights of that person who’s going to be subjected to 

potentially to discipline. So that’s the person that has the due process rights, to avoid any violation of 

their privacy rights without their consent. So, if I’m a respondent, and I have had a complaint filed 

against me, then I have a right to disclose any information that I may want to disclose because it’s 

technically my personnel matter that I’m dealing with. And the University can’t disclose it and generally 

we encourage the complainant not to disclose it, but even the complainant if they decide to go out and 

talk about it publicly, that’s something that in a business meeting, unless it has something relevant to 

the meeting at hand, that we would also discourage because you have for example at this meeting, an 

open meeting. That would be subject to open disclosure to any of the public members who may seek 

anything that you discussed at these meetings. And because it’s a personnel matter, you would say it’s 

not relevant to these proceedings, we can just discuss it outside of these proceedings to be sure that all 

parties have an opportunity to discuss it. And that’s how we normally do it. We don’t want to make it a 

department meeting, it’s intended to be a personnel matter. Does that help? 

Melton: I have a question. So if, you know in a case where something like that does come up, in a 

department meeting, what action should the person that is…whose information is being disclosed take, 

what are the recommended actions? 

Reed: So if, again, if there’s information being disclosed by someone who has not consented to that 

information being disclosed, then the administrator’s job is to say “This is not the place to discuss it. 



That sounds like a personnel issue and we would discuss it privately outside of an open meeting, like a 

department meeting.” And that discussion should happen then privately…either with Greg, with the 

Dean, or with HR. 

Wilk: What happens if the sharing [unintelligible] with Greg, acting as head of the department? 

Reed: You mean somebody sharing it at the meeting? 

Wilk: No, shares it outside of the meeting.  

Reed: Again if it’s their personnel information that they’re sharing willingly, then they have a right to 

disclose it. We don’t have the right to disclose it. 

Messer: So I thought I understood you to say that it had to be, that there was consensus between 

respondent to distribute what you’re talking about. 

Reed: No, there doesn’t have to be consensus. We would protect both…anything that goes into the 

personnel process, the University’s going to protect it. And if it’s something that it becomes the 

respondent’s personnel record. So because the respondent has the due process protections, to insure 

that they are not…that nothing’s being disclosed without their consent, then that record is something 

that the University would not disclose, without the consent, unless it’s subjected to the open records 

act. And there’s additional exceptions beyond that as well.  

Messer: I guess I’m a little bit confused then. So who, if the University is protecting it, but someone else 

is sharing it, the complainant is sharing that document, without the respondent’s knowledge. How does 

the University, how is the University protecting the respondent. 

Reed: So if the complainant is sharing information that they have as far as personal information? 

Messer: Um-hmm. Or a personnel action. 

Reed: If it’s their complaint, it shouldn’t be shared in this type of meeting but if it is, then the University 

is…we’re just going to say that that needs to be not discussed openly at an open meeting. So that’s why 

I… 

Wilk: What if that’s shared outside the meeting? Does the University say, what if it’s shared outside the 

meeting? 

Reed: The University’s main obligation is to ensure that nobody’s privacy rights are violated. But that 

also means that you have to have a right to begin with. So the rights that we protect are personnel 

records of employees. And if a complaint is filed we the process during which a personnel action is filed. 

So that process becomes the right of the respondent, in general and again we would not be disclosing 

any information that’s connected to that personnel process. If it’s shared either by the respondent or 

the complainant, clearly we don’t condone that because in our opinion it actually impacts the actual 

process, meaning that it could impact the investigation. It could impact the overall outcome. And so we 

have to then take additional steps to insure that it doesn’t. But legally, can we stop either party, and this 

isn’t a criminal matter, it’s technically a civil matter, but we’re just attempting to protect the process 

and the privacy. And if we are unable to do that, because the parties are sharing it, then they have now 

subjected themselves, individually, to potential privacy issues because of what they’re sharing to each 



other, or sharing about each other. Publicly. But as long as…it can’t be done by us and there’s nothing 

that prohibits a complainant from sharing information publicly either.  

Cook: Can they share the whole complaint? Can they share everything that’s involved in the complaint? 

Reed: Technically, yes. But where we start to obviously discourage that is when we’re actually trying to 

go through a process in order to allow the procedural protections to occur for both parties so that the 

investigation can be one that is neutral [un…] fair and unbiased. And if everybody’s talking about or 

sharing it clearly that can impact that fair and neutral investigation. So for example, if I file a complaint 

against Greg, and then I decide I’m going to go talk to a number of you outside about all the things I fell 

Greg did wrong to me, well then when the investigator comes in to investigate, and they start to talk to 

all of us, some of you now may have already heard from me and chare my perspective, and Greg has not 

had a chance to share his perspective. And it would have to be during the investigation or during the 

hearing that Greg would have the opportunity to do that. And vice versa. So it’s not about me or Greg, 

it’s about insuring that if you’re going to file a complaint, that the process is protected to the point that 

it can actually do what it’s supposed to do, and that is to insure that relevant, credible information is 

used to determine whether or not a violation occurred, and if so, what’s the appropriate remedy going 

forward? 

I guess I just went a whole very complicated way around to say that that is really the main goal. Any time 

we have a personnel issue or a dispute among employees and it’s the same with students as well, but 

the goal is to address whatever the alleged wrong is, and address it in a way that you as faculty have 

actually created this process to say if it’s a complaint, under your Chapter VI personnel rules, you have a 

process that you’ve agreed to that you want to occur. And we, then, as the stewards of that process, are 

there to ensure that the policy is followed, and that it’s followed to the point that it protects again the 

rights of the parties that are involved. 

Melton: So what if there’s a third party sharing information, and what is the University’s role in that?  

Reed: It depends on again, whether or not the person has the right to because the person…the way that 

they received it was actually disclosed at the consent of the party who technically has the privacy right 

of that information.  

Messer: So if I file a complaint against someone, I could share it with Maggie and she could distribute it 

to anybody, as long…as Maggie was… 

Reed: Technically, yes. And think to yourselves there’s really nothing that the University could or should 

do, in my opinion, to stop that, but understanding that once that information is shared, then the process 

in which we’ve created to ensure that the complaint is then processed appropriately and fairly and 

unbiasedly is then followed.  

Melton: Wouldn’t Maggie be responsible to … wouldn’t Maggie be better approaching this by following 

the established policies and procedures filing a complaint or grievance if she had an issue? 

Reed: Well all Maggie’s done is received information, right? 

Melton: But then she’s distributed it and you know, kind of gotten in the way of the process. 



Reed: Well getting in the way of the process and actually committing a violation of our policy or 

breaching privacy rights are two different things. And that’s why I said, this is not a very straightforward 

issue. Each and every one of you have a right to talk and discuss and share issues that are of concern to 

you. There’s nothing that we are going to do to stop that from occurring. If, in fact, the discussion arises 

to the level that now other individuals’ rights might be then violated, then we would address that. But 

the general discussion and sharing of information is really an individual issue. And we obviously, again, 

encourage that we allow the process to be used. So if I’m going to file a complaint, the goal is that my 

complaint’s going to be reviewed, investigated and addressed, and that if I feel like somebody has 

violated a policy or my rights, then they would – that process is there in place to ensure that appropriate 

remedies can be taken, if a violation is found to occur. 

Melton: That makes sense but I, I guess I feel like I’m hearing two contrasting ideas, in some respects. If 

the rights of the complainant and the respondent are protected and a third party is sharing that, and it’s 

causing harm, or disruption to business I don’t understand how then that third party sharing that 

wouldn’t be complicit in violating the rights of either party. 

Reed: Well technically it doesn’t matter if it’s a third party or not, Renée. So it’s not about who’s sharing 

it, it’s about whether or not the information itself is causing disruption. So take away the venue, for how 

it’s coming, the question is “is this particular act or behavior causing a disruption to the point that it 

could be a violation of a policy?” That’s the question that we have to ask. How it got there to me is really 

the private question for an individual to say…did they disclose it in a way that then violated somebody’s 

employment rights because of their personnel records, or their privacy rights because they didn’t have 

the authority to have it in the first place? 

Melton: But, I guess that I’m a little bit confused about is like, moving forward, as a department, if there 

is a concern that warrants the filing…that an individual believes warrants the filing of a complaint or 

grievance, it’s my understanding the University would prefer that that were followed rather than me 

just deciding right now that I’m going to ambush this meeting and talk about your complaint against 

Greg Cook.  

Reed: Well again, you know, there is a process in place and that’s what we would encourage all 

individuals to use, because that’s why it’s there. It’s there to ensure that there’s a standard set process 

in which whatever rights or issues or due process protections are in place for all individuals involved, 

that is being adhered to by the University, and to allow the process to get to a final decision that is 

based on relevant and credible evidence. And like I said, that doesn’t make these issues easy because 

obviously many times personnel matters and disputes have a very personal component to them, and I 

understand that more than any of you likely in this room because as a lawyer in Higher Ed and with the 

municipal government, it’s very, it’s very rare that we would have an issue comes forward that doesn’t 

have a personal attachment to it. Someone feels wronged and that’s very personal in nature. And so 

what we want to do is say “allow this process to work, let’s look at it and let’s be sure that we’re 

considering all of the appropriate evidence, and then let us go through this process to be sure that we’re 

reaching the correct outcome.” And again it’s based on relevant evidence and it’s only based on 

whether there’s sufficient evidence, so looking at, again, the final part of it, it’s that we are looking at 

really a preponderance of the evidence, you know it’s not like a court process where you’re looking at 

beyond reasonable doubt. But even if you look at the court proceedings, for some serious crimes, when 

somebody comes into court and, as a complainant or a witness or even as the prosecutor or a civil 



complainant, all that information becomes public record, except for anything that would be considered 

medical information or other information that’s technically not disclosed. With us we’ve tried very hard 

to say, even though it might be considered public, we want to obviously keep it to the point where it 

stays within this containment, so that we don’t have any outside issues impacting our ability to do a fair 

and impartial process.  

Cook: Just two clarifications. First I’ll just ask based off of Renée’s question a moment ago would it be 

true that the University would prefer that when there are disputes or concerns or disagreements that 

the parties try to work that out informally. That is we’re not saying that we are encouraging everyone to 

go straight to a formal complaint but that if that informal process isn’t satisfactory people will have 

comfort in knowing that there are procedures that you can go through that can [unintelligible] be looked 

at [unintelligible] possibly. Is that accurate? 

Reed: It is. I guess I’m much more of a procedural…I approach this very procedurally because I’m a policy 

person so I always like to rely on a policy and a procedure, to ensure that again we are addressing the 

issues. But we are all adults, we’re all 18 or over, I’m assuming, and in that process that means that 

obviously if you believe that you can work it out directly with another individual that clearly that’s 

something that we would obviously encourage. However, I also want to make clear that we would never 

encourage you to put yourself in a position where you feel as though that’s not capable or would just 

cause more harm and disruption, because, again, that’s one of the reasons that we have a formal 

complaint process. So just to make it clear that it’s really your own personal choice as which venue you 

want to use. 

White: Well we’re talking about the age of the internet here, so people are sending information out to 

lots of individuals, so if you say “you go work this out with this person”. They know. This person has sent 

all this information out to all these people, and so but we have this group of people here and we’re 

supposed to come together to work things out. I can’t be running down the hallways and working it out. 

That’s what we’ve been trying to do, work it out as a group and this is where we come together to 

communicate and meet face-to-face. So it’s just that the internet is involved it’s no longer just like two 

people having something going on. There’s other people that get information that may be correct or 

incorrect or and all of a sudden all kinds of people are involved. So what are we supposed to do then? 

Reed: Well, again I think that at the point that it becomes more of a formal process, or an informal 

process, as far as we’re concerned the department meetings aren’t intended to address personnel 

issues, there is another process for that. And we want to be sure that not, again opening up a personnel 

matter in a way that would or could potentially violate somebody’s privacy rights. And you might think 

it’s okay to discuss it today, and then suddenly three months from now go “I wish that had not been 

discussed because,” again once it’s in this venue then it raises it really to be open in ways that I think is 

hard to predict. So we would not encourage that. One of the reasons that Greg hasn’t been encouraging 

that and one of the reasons that I’m probably here today to talk to you about it, because again, I think if 

it’s a personal issue and it’s something that’s causing an individual to really have an impact on their 

work, then that should be a direct discussion that’s happening at Greg’s level, or with the Dean so that it 

can be properly addressed.  

Wilk: So does the policy or procedure allow for balancing privacy rights versus the employer’s 

responsibility to maintain a safe work environment? 



Reed: Yes. Which is why during any type of investigation or hearing that all relevant evidence can be 

considered. And that information then is shared with those who are making the decision. So they would 

be subject to information that might be considered private, or unique in nature, if it’s discovered, if it’s 

relevant to the case. Does that help? 

Wilk: And does the sharing of information the discussing of information does that ever create a situation 

that is not a safe work environment or infringe the rights of the body in this room to a safe work 

environment? 

Reed: Again that would be an individual decision for someone if they felt that there was a safety concern 

then obviously bringing those to us we would look to address it and be sure that we’re determining 

whether or not there’s an issue with safety or a violation of a policy, and we would be doing an 

investigation on that similar to the investigation for the original complaint, which is literally talking 

about it from the beginning to the end. If something comes out in the hearing process that information 

is obviously relevant as well, but the University considers that process as, again, a personnel action and 

so the final decision also only goes to the person who is subjected to the discipline and then the 

complainants are notified as well.  

Cook: Even when a complaint is finished we should [unintelligible] a department meeting announce this 

is finished, here’s the result…that kind of thing. 

Reed: No. 

Cook: So this [unintelligible] a personnel privilege… 

Reed: It does. And if you think about it personally, you might think at times that it would be something 

that you’d want to share, and I guess, again, that’s your individual choice, but as far as the 

administration is concerned, I’m not sure that you would even be comfortable hearing about what I 

want to discuss if it’s related to me personally. Now, I guess that goes to the next point which is when it 

becomes a department issue, when you have a department discussion that you want to have, you can 

have those discussions. But you have to focus on the issues and not the individuals. Does that help? So 

thinking about how you can talk about “How do I feel? What’s the impact on me? What have I – how’s it 

been impacting my work?” Those are the types of things you can talk about because you’re talking 

about your own individual issues and you’re talking about issues themselves and you’re not directing it 

at an individual or an individual’s behavior. And I think when we talk about moving forward, that’s one 

of the things that we try to do is say “Okay. How can we address the issues that are currently in place, 

moving forward as a group?” rather than narrowing it down to an individual or an individual case. 

And like I said it’s not always easy. It’s not easy. And at the end of the day any disciplinary records are in 

fact subject to disclosure as well once the investigation is complete, if somebody requests them through 

an open records act or public records act request. So the University would redact that information and 

anything that’s considered confidential, but otherwise, again, we believe that we are here to protect the 

privacy of those involved in the process so that we don’t end up sharing information that’s otherwise 

not relevant or subject to disclosure. 

Cook: I’m sure there are probably many other questions but we do also need to move along with other 

items so I’ll just see if there’s anything, kind of final things pressing. I thank Paige for her time and … 



Melton: I just would like at some point at a department level a discussion on expectations. I understand 

the policies and procedures, but I’m a bit concerned about some of the things that came across today 

and their ability to impact…have an impact on operations, such as if I have a problem with Greg Cook 

myself should I air that right now and disrupt department operations and make that – force that in as a 

priority or should I be following a policy, policies and procedures and file a complaint or grievance? You 

know it’s – if it’s open, open-ended and it’s my choice, or anybody’s choice here, we’ll perhaps never get 

anything done, because we’ll continue to be disparaging one another rather than following these 

policies and procedures. Again I think that’s an important thing to have some guidance on as we move 

forward. 

Reed: Well, again, as a department meeting, the goal is to have these meetings to talk about 

department business. 

Melton: Right. 

Reed: Talking about personnel issues or individual grievances, there is another process for that. And so 

that, obviously, is what we would encourage and basically ask employees to utilize. Does it stop Greg 

from saying “Okay does anybody have anything else” and somebody making a comment? If he doesn’t 

know what’s going to be raised obviously he has to address it after the fact, but as far as what this 

department meeting is for, it’s for your department as a whole, in my opinion, not to air individual 

grievances. And if it’s being used that way, then technically it is going to continue to impact the ability to 

engage in the business necessary. 

But that sounds really easy, straightforward, right? That sounds easy. That’s the expectation. That’s the 

expectation and how do you continue to address issues that might still arise? I think at times we just 

have to all – I mean it might just be individual agreements between you all, because Greg is merely here 

to facilitate the business of the department. He’s not here to say “No one can say anything”. So we’ve 

got to have some fluidity so that everyone has an opportunity to participate in a way that will also 

ensure that it’s the department that’s being moved forward. And if it’s an individual grievance or 

complaint, that we would encourage that process to be used. And if it’s happening here, and Greg’s 

already…we’ve talked about this, it needs to actually be directed to the right place, to ensure that all 

parties involved have the right to due process, have a right to understand what the procedures will be, 

and have a right to allow that process to take place.  

So, again, like I said, it sounds very straightforward, right? It’s not always easy but that obviously would 

be the expectation and I’ve said that at other department meetings as well. That’s the goal. But I think 

that it really falls along each and every one of you to decide if that’s the goal, then how can you all agree 

to move forward in that way? Because Greg can only have the expectations but that’s all he’s doing. So, 

this is really your meeting. 

White: Alright, but we can’t say anything. That’s what you just said. 

Reed: That’s not what I said. I have to take issue with that. 

White: Well are we supposed to, like go outside of meetings and talk? 

Reed: If it’s about something individual, and individual grievance about someone else then..,I would 

agree with that. 



White: But it’s become bigger than an individual, and things are happening that affect the workings of 

the, you know, the committees. So the committees are trying to do the business, and this affects that, 

they’re like [flamed]. I just don’t understand how we’re supposed to, I mean seriously, are we supposed 

to email? I mean we’re trying to communicate to solve problems … how are we supposed to do it? 

Reed: I have…If you have an issue that you believe is affecting your ability to do work, then under 

Chapter VI you can review that and that makes it clear what the next step would be, you file a complaint 

through the Dean or the…and I understand that that’s all procedural and that may not be what you want 

to hear… 

White: No it’s just that we’re all going to go file complaints? Isn’t there something better than going and 

filing complaints against one another? Is that all we’re gonna do? That takes, that’s not… 

Reed: If somebody had a concern about you, and it related to some type of work that you’re doing, 

would you want them to raise it here? 

White: Maybe. I mean let’s talk about it. What’s the problem?  

Reed: But you don’t know yet. You don’t know yet until it’s aired. If you want to air it here, the point is 

that that conversation becomes about you, and the goal of this meeting is to talk about department 

business. And so I understand it’s easy right now to think this is a good thing to be able to air this at this 

meeting but each of us should think individually if you were the one that people were talking about, or 

raising issues about, wouldn’t you prefer that that be done in a process in a way that you can actually 

address it and know that it’s not on the department agenda? And that the chair isn’t letting others just 

share information that may now impact your ability to do your work? 

White: I don’t know, I mean usually we started off trusting one another that we would come to a 

meeting to work things out. I would not want to go and say that every problem we have let’s go file a 

complaint. I’d say let’s work it out. So that’s what I’m talking about. I’d talk about it, work it out, figure it 

out. 

Cook: I think one thing I’m hearing is that Paige is saying that it is appropriate for the department to talk 

about department issues. I think that where we’re drawing the line here, creating a boundary is that we 

don’t want to cross over into more private personnel issues. What we’re talking about when a complaint 

has been filed against someone, come into a department meeting in an open public meeting and discuss 

that, because that’s the private matter of the person who’s been complained against. 

White: Okay. 

Cook: So we’re just trying to draw some boundaries, but it doesn’t mean that… 

White: Yeah, I mean that makes sense but that’s not what we’re talking about, really. I mean I think… 

Messer: It’s also not what’s happened. I mean it’s almost like we’re operating in a bubble. And I’m sorry. 

Everybody must be exhausted from this subject matter, but we’re like dancing around this issue again. It 

seems kind of absurd. We’re talking about encouraging faculty but there are no limits, there are no 

policies to encourage us not to do this and not to do that but there really is no recourse. There are 

things that have been going on in personnel matters for over six years that have been – all of the 

channels have been followed and yet the outcome has been enormously damaging, not just personally 



to individuals but clearly to the department and I think what I’m hearing Max say is that it’s damaging – 

it’s department business that is not getting done and that’s a department issue.  

Max: Yeah. The work we’re trying to do.  

Melton: And that’s where I was coming from. Asking for some guidance moving forward. Because as 

someone who has had my personal information, some accurate and some…not…shared in department 

meetings, and outside of department meetings without my knowledge I would certainly prefer a 

complaint or grievance to come forward and yet at the same time when I have followed those policies 

and procedures I’ve been criticized for following them. So I feel like until we actually have an 

understanding in this group of how we are expected to move forward and know that everyone will be in 

agreement and comply it will be almost impossible to continue to operate. 

Cook: I really can’t even wrap my mind much around what you’re saying because you’re asking for 

expectations on how to move forward so, I think again I go back to what I was just saying, is that how we 

move forward is in an open public department meeting like this one we focus on the issues of running 

the department. What we don’t do is go over into more private personnel issues. That doesn’t mean 

that the department isn’t working on those private personnel issues. We are, but it’s happening in the 

forum and in the context that’s appropriate for that. So certainly if any of you have an issue with one 

another, you feel you’re being wronged or harmed or disparaged, or whatever, first I would encourage 

people that if you have an issue with someone first go talk with them, give each other a chance to work 

it out. Sometimes they’re just miscommunications that can be worked out in a friendly way. But if you 

feel like that’s not satisfying and it’s becoming harmful for you in terms of doing your work, then like 

Paige says there are some formal procedures you can go to. I would recommend you first come to the 

department chair, give us a chance to talk about it privately in the office. Give me a chance or whoever’s 

the chair and give the chair a chance to go talk to the person that you’re concerned about, you know 

and work it out. So there are ways of doing all of these things that I think you’re talking about but I think 

the topic for today is what’s appropriate in an open public meeting as opposed to what would be more 

appropriate to happen in a different context that has more privacy and more protection of 

confidentiality to it. Now I know that there’s concern here because you’re feeling like people have 

already violated confidentiality and those need to get addressed. So that’s where there can be 

complaints filed that confidentiality was broken and so forth and that will proceed and that will happen. 

So that’s how I see us going forward, is just to make sure that we remember this is an open and public 

meeting and there’s certain things appropriate for here and there’s certain things that are not 

appropriate for open meetings.  

Melton: I definitely don’t want to dominate and I know I’ve spoken a lot but a quick legal question for 

you, Paige. Our meetings are being recorded and we have had a practice within the department that 

that is done from minutes and then the minutes are voted on and that’s our recording process. And I 

understand the legality of recording and the one-party consent but I also understand that there is 

something that an organization can legally make a determination to bar the recordings, covert 

recordings, or unknown recordings within a department. Is that something that we can pursue as a 

public institution?  

Reed: Can you elaborate on what you believe is… 



Melton: I don’t…I do have the legal documentation somewhere, but I’m asking…and I can’t recall. I 

would have to send it to you, I’d have to dig it back up. But it’s my understanding that in the State of 

Wisconsin an organization can make its own rule against recordings that are unknown to the body, that 

it’s being recorded as a whole. And that is a separate issue from open recording law and one-party 

consent and I’m wondering if that is something that we could pursue, just as a department because 

when the department first became aware the covert recording was…that was viewed as a huge breach 

of trust by the vast majority of the department, and I just feel that it has silenced the department in 

meetings in many ways and that’s documented in the thoughts of department members. So I’m 

wondering if there’s a way that we can move forward and regain some trust by knowing that that isn’t 

happening and if that’s not possible, then I guess I would suggest to the chair, whoever the chair is, let’s 

just say “Here’s the recording device, we’re recording it [unintelligible]. 

Reed: Look, so first make the point, make sure I’m clear that I am not serving as your attorney. I am your 

policy person… 

Melton: Oh I’m not asking for me personally… 

Reed: No, no, even in…I’m not here in an attorney capacity, to talk to the department I’m here as a 

compliance and policy person. So I’m here really to talk about policies and procedures. I also believe 

that if there was, if there’s any indication of that that would lead to this department or the 

administration to want to seek further review as to what type of steps could be taken, that that should 

be directed to System Legal. They would be the attorneys to talk to about what rights there are, what 

legal protections and what laws are out there that might apply. So that would be my response to that. I 

do agree that the point of the meeting and the minutes is to ensure that everyone has an opportunity to 

speak freely knowing that the recording would be a sense of minutes, and not being recorded. So 

personally I would have an issue if this meeting was being recorded and in a way that I wasn’t aware of, 

because I’ve come to talk to you directly on the agenda about an issue. So that’s my response to that. 

But that’s something you’d want to talk about further. 

Melton: Okay. Thank you. 

Reed: Other than that, I just, again, like I said, there are processes in place. I understand, I hear the 

frustration, and I just want to let you know that there’s not always going to be a direct answer to these 

type of personnel matters, that our obligation is again to ensure that we have followed policies and 

procedures and that we’re ensuring that all are following the policies and procedures. When it comes to 

these type of issues, it can be very difficult because what may be very disturbing and upsetting to one 

may not be as much to another. And so we also have to factor in, of course, the reasonable person 

standard and whether or not a reasonable person would feel that a violation had occurred or the 

behaviors had in fact led to that type of disruption. So, it’s not always something that just from specific 

details can lead to the type of outcome that at times we may seek. Our job is to be sure that we are 

looking at all of the relevant evidence and ensuring that the process is followed and that appropriate 

remedies are taken if in fact a violation occurs. 

So, I know that’s just the standard answer and I apologize for having to be so standard, but that’s really 

the groundwork and outline under which we are required to process these. As far as individually 

working through issues I would strongly encourage you, with Max’s scenario, I would strongly encourage 

you to go work individually with those individuals who are…who may feel the same way you do or have 



others that…again, there’s nothing stopping you from talking to each other. You can talk, it doesn’t 

matter, it can be all of you going out privately and talking about these issues, but when it comes into this 

meeting it does change the nature of this, we have to ensure that this is related to business and if it’s an 

impact of one or more individuals causing an impact on the department’s business, that becomes a 

personnel issue and we’ve just got to be sure that that personnel issues stays over here and department 

business stays here.  

You can talk about issues, and again I encourage you not to talk about individual matters.  

I think I’ve probably exhausted your listening so I apologize for probably saying the same thing about ten 

times. Does anyone have any final questions other than why is it so freekin’ hot in here? 


