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1.0 I ntroduction

The most important heritage of the University of Southern Cdifornia is our good name and
reputation, which has been created by our faculty, staff and students. Maintaining our good
name and reputation depend upon our willingness to adhere to the highest ethicd standardsin
our professond and business practices.

Toward that end, every faculty member and non-faculty employee must avoid both actud
conflicts of interest and the gppearance of conflicts of interest with the Universty. The
avoidance of such conflictsis important to academic integrity in research and in the classroom.
Its importance extends to the trust thet &l faculty members and non-faculty employees carry on
behdf of the public and our students, alumni, research sponsors and donors.

The objective of this document is to provide an inditutiond policy that protects academic
freedom and encourages the full professona development of USC's faculty members and nor+
faculty employees, while minimizing the risk of unacceptable behavior in potentid conflict
gtuations This palicy isintended to assst Universty faculty members and non-faculty
employeesin managing red or perceived conflicts of interest.

2.0 Scope

This palicy appliesto dl faculty members (including part-time and visting faculty), non-faculty
and other employees (such as postdoctora scholars), and students (including postdoctora
fellows and graduate students) employed or otherwise engaged by the Universty.

3.0 Definitions
31 Conflict of Interest

Theterm "conflict of interest” in this policy refers to Stuations in which financid or

other persona considerations compromise, or have the appearance of compromising, an
individud's professiond judgment and ability to perform his or her responsihilitiesto
USC. Faculty members and non-faculty employees should consder not only Stuations
that are unacceptable, but should also consider gray areas that might involve the



4.0

appearance of conflict. The mere appearance of a conflict may be just as serious and
potentidly damaging as an actud biasin professond judgment. For every Stuation
contemplated, there will be some variant that adds a new set of considerations.

3.2 Clos=Rdation

A “Close Relation” is defined as a spouse, mutud financid dependent, significant other,
or person in an intimate relaionship; a child, parent, sbling (induding in-laws and step-
relaions), grandparent or grandchild, niece or nephew, aunt, uncle or cousin,

3.3 Subgtantid Financid Interest

The ownership of an interest of more than 5% in a company is consdered a substantia
finandd interest. Any management role in a company, e.g., officer, crestes an
gppearance of conflict equivaent to owning a substantid financid interest.

34 Employee
Theterm “employee’ isused in this policy to include al those covered by its scope as

defined in Section 2.0.  The term “non-faculty employeg’ isused to include dl
employees who are not faculty members.

Principles

4.1 Conflict of Interest in Employment and Business Practices

University faculty members and non-faculty employees must not alow a persona or
outsde interest to interfere with their duties and responsibilities to the University. Even
the appearance of a conflict of interest should be avoided. Any arrangements or
relationships that may pose an actud or apparent conflict of interest should be disclosed
and managed pursuant to Section 5.0 of this palicy.

Although not an dl-inclusive list, examples of actua or apparent conflicts of interest in
business practices that should be disclosed under this policy include:

() Conducting businesswith an individua or entity in which you or your Close
Reation hes a persona, managerid or subgtantid financid interest;

(i) Maintaining an externd consulting or other business or employment relationship
(induding dl arrangements in which you are compensated in any way) with a
supplier, vendor or competitor of the University, which a reasonable person
would expect to impair, or which gppear to impair, your independence of
judgment in the performance of your University duties;

(@ii)  Competing with the University, or competing with other externd vendors for
Universty business, whether as an individua, as an employee of another



(iv)

v)

(vi)

organization, or through a separate entity owned or operated by you or your Close
Relation that exigts outsde of your professond obligations to the Universty;

Accepting persona gifts or specia favors fromindividuas or entities that

provide, or seek to provide, services or suppliesto the Univergity. This does not
indude occasiond gifts of nomind or modest vaue (less than $50.00 in vaue or
isolated invitations to lunch or dinner);

Endorsing or authorizing the endorsement of any product or service on behdf of
the University. Asdescribed in Section 5.2, such arrangements require the
explicit prior written gpprova from the President, Provost and Senior Vice
President for Academic Affairs or Senior Vice Presdent for Adminigtration;

Making use of any University assets (including the University's name, trademark
or service mark), resources or supplies (except for incidental use) outside the
scope of hisor her employment.

Actud or apparent conflicts that cannot be adequately managed are not acceptable and
are prohibited under this policy. Examples of unacceptable stuations (unless
recommendations to manage the situation are implemented) include the following:

()

(i)

(iii)

(iv)

v)

(vi)

(vii)

Conditioning any actud or potentia business relaionship with the Univergty on a
charitable gift or contribution to the Universty;

Participating in any way in any negotiation or transaction between the University
and a business entity in which you or your Close Relation has a persond,
managerid or subgantia financid interest;

Directly supervisng or evauating the work of a Close Relation (See adso Section
4.3 of this policy);

Participating in any decison (such as decisons concerning initia gppointment,
retention, termination, promotion, saary, or leave of absence) that involves either
adirect benefit or a detriment to a Close Relation (See aso Section 4.3 of this

palicy);

Soliciting persond gifts or soecid favors from individuds or entities that provide,
or seek to provide, services or supplies to the University;

Unauthorized use of confidentid, privileged or proprietary information obtained
in connection with your University position, or use of such information for your
persond benefit or the persond benefit of another.

For faculty members who conduct clinica practice, faling to abide by their
respective faculty practice plan agreements.



This policy cannot regulete or diminate dl stuations of conflict of interest, but is

intended to enable faculty members and non-faculty employees to recognize Stuations
that raise an gppearance of impropriety and to ensure that such Situations are properly
reviewed and resolved. To thisend, al USC faculty members and non-faculty employees
must disclose actud or perceived conflicts so that they can be managed appropriately.
Disclosure will not necessarily redtrict or preclude an individud’ s activities. In most

cases, problems arise when the conflict is not disclosed, or when it is not assessed or
managed.

4.2 Conflict of Commitment

Each full-time faculty member and non-faculty employee owes professional loyalty to the
University and shdl be dert to the possibility that outsde obligations, financia interedts,
or employment can affect that commitment. Section 3-18 of the Faculty Handbook
dates that, "Faculty members have a binding obligation to discharge ingtructiond and
other regular duties, and performance of those duties may beimpaired by any private
activity requiring alarge portion of time" Any involvement by a Univeraty faculty
member or non-faculty employeein persona business ventures shall be conducted
outside the Universty work environment and not during times when he or sheis required
or expected to perform the duties and responsbilities of hisor her University
employment.

Faculty members and non-faculty employees must be careful that their work for others
than the University, including work during sabbaticas, other leaves or vacations, while
vigting other indtitutions and while consulting with industry, does not conflict with their
obligations and commitments to the University, especidly including potentid conflicts
concerning the ownership of intelectua property and the genera respongibilities of full-
time University employment. For gpplication of these palicies to faculty, refer to the
Faculty Handbook, Section 3-15 Outside Activities of Faculty Members. Faculty
Handbook Section 3-15(C) dtates, "It should dways be borne in mind that consulting isa
conditiond privilege granted by the University. Assuch, the Universty isthe find judge
of the gppropriateness of the outside activity and whether it unduly compromises the
faculty member's primary respongbilitiesimplicit in his or her contract of full-time
employment with the University.”

Faculty members who seek to be educators at other ingtitutions concurrent with their
halding afull-time USC gppointment (including teaching in corporate programs, or
preparing course content for another entity) must seek advance permission as provided in
Faculty Handbook Section 3-15(D). Such permission is granted either as part of
gpproving aleave of absence to teach elsawhere, or by a separate | etter from the dean.

Full-time faculty members may not hold subgtantialy full-time concurrent positions
elsewhere, except as part of an gpproved leave. All work by full-time faculty outsde the
University is governed by the provisons of the Faculty Handbook on outside consulting,
Section 3-15 (C), and outside teaching 3-15 (D).



Simultaneous appointments at another educationa ingtitution, or participation as a co-
principa investigator or paid staff member on sponsored projects a another ingtitution
requires prior written permission from the dean. A faculty member may not hold tenure
a two indtitutions without written permission from the Provost and Senior Vice President
for Academic Affairs.

Faculty members and non-faculty employeesinvolved in research activities dso should
refer to the Intellectua Property Policy and Conflict of Interest in Research Palicy.
These policies can be found at: www.usc.edu/palicies.

Staff employees are expected to share their skills and experience with the University
community and, in the spirit of collegidity, to serve as aresource for departments outside
their own. They aso should recognize the potentia conflict of commitment created when
opportunities for compensation occur within the University, but outside their home
department. Additional compensation beyond base sdary to aff exempt employees by a
second department is discouraged.  Such payments require review by the University
Compensation Office and gpprova in advance by the Dean or appropriate Vice President
of both the employee' s home department and the second department. Compensation for
such employment must comply with University policies and procedures concerning
compensation, overload payments, and overtime compensation for non-exempt
employees. An individud who performs both gtaff functions and teaching activitiesis
consdered afull-time staff employee with a concurrent part-time faculty appointment

and title, and is governed by al Staff Employment Policies and Procedures. Paymentsto
gaff employees for teaching activities cannot be made without the prior written gpprova
of the Senior Vice Presdent for Adminidration. Full-time faculty memberswith
adminidrative duties may receive an additiona stipend with gpprova of the Provost.

4.3 Persona Conflicts Of Interest

Any faculty member or non-faculty employee should take al reasonable stepsto avoid a
conflict of interest or the appearance of a corflict of interest in his or her University work
that could arise from afamily or intimate relationship with a Close Rdation employed by
the University or with whom the University has contracted to provide goods or services.
In particular, afaculty member or non-faculty employee shdl not participate in any
decison (such as decisons concerning initid gppointment, retention, termination,
promoation, salary, or leave of absence) that involves either adirect benefit or a detriment
to a Close Relation, as defined under this policy.

Faculty members and non-faculty employees shdl not supervise directly or evauate the
work of a Close Reaion. For example, aprincipa investigator shal not hire on agrant
or contract a person who is a Close Relations. In an unusud situation that would
otherwise call for a subordinate to report to a supervisor who is a Close Relation, the
written permission of the Provost and Senior Vice Presdent for Academic Affairsis
required to authorize specia arrangemerts for faculty members, such as having the
subordinate report to an unrelated third party. For non-faculty employees, such
arrangements require the written permission of the Senior Vice President for



5.0

Adminigtration. To protect privacy, faculty members and non-faculty employees who
choose to recuse themsalves from such decisons or supervisory responsbilities are not
required to state reasons.

If afaculty member or non-faculty employee isin doubt concerning the possibility of a
persond conflict of interest, it is recommended that the employee consult the appropriate
supervisor, chair or Dean. A supervisor, chair or Dean with smilar doubts should initiate
discussion with the faculty member or non-faculty employee; and any other employees
with such concerns should raise them with the supervisor, chair or Dean who should take
appropriate steps. For faculty, advice in these Situations should be sought from the Vice
Provost for Faculty Affairs or the President of the Faculty. Non-faculty employees dso
may consult their supervisor or, for employees on the University Park campus, the
Manager of Personnel Services, Policies and Procedures,; or, for those on the Hedlth
Sciences campus, the Director of Personnel Services. Such consultation may address
concerns about the potentia persond conflict of interest in their own Situation or those of
their colleagues. Confidentidity shal be protected to the full extent practicable.

4.4 Conflicts of Interest in Research

The Univerdty aso has policies and procedures for managing potentid conflicts of
interest in the conduct of research. These policies apply to faculty, non-faculty employees
and students who conduct research. Refer to the USC Web site (www.usc.edu/palicies).

Procedur e for Managing Potential Conflicts of | nterest

51 Generad Procedure

Full disclosure and consultation regarding potentia conflicts of interest isin the best
interest of both the University and its faculty members and non-faculty employees.
However, the University respects the privacy of its employees and does not wish them to
disclose financid or persona informetion that does not relate to a potentia conflict of
interest. Any faculty member or non-faculty employee who receives such financia or
persona information in the process of disclosure is responsible to take reasonable steps to
maintain the confidentidity of such information.

Disclosure

If afaculty member or non-faculty employee believes or suspects that a conflict

of interest may exigt, it should be disclosed to the faculty member’s chair or Dean,
or the non-faculty employee's supervisor, director, chair, Dean or Vice President
for further action. A Dean or Vice President may aso require annud or other
periodic reports of actud or gpparent conflicts of interest.

Review and Management

A chair or supervisor should take the necessary action to manage the actua or



gpparent conflict after obtaining gpprova from the Dean in case of afaculty
member, or the appropriate Vice Presdent in case of a non-faculty employee.
Permission required under Section 3-15 of the Faculty Handbook is granted only
by the Dean, in advance and in writing. Further, if gppropriate, the Dean or Vice
President should consult with the Office of the Provost or the Senior Vice
President for Adminigiration before gpproving any plan to manage an actud or
gpparent conflict.

Many conflicts can be managed, after an gppropriate evauation, in the following
manners. Situations will be found to be:

Permitted asis, because the disclosed persond information does not represent
an gpparent or actual conflict of interest or other possible source of
unreasonable bias or ingppropriate activity, or

Permitted contingent upon the implementation of one or more
recommendations to manage an gpparent or actud conflict or otherwise
preclude unreasonable levels of bias or ingppropriate activities, or

Unacceptable, and thus prohibited.
Management of an actud or gpparent conflict could include, anong other things:

Appropriate disclosure of the conflict to parties involved in the transaction;
Recusd from participating in certain negatiations, decisons, or transactions;
Recusd from managing or supervisng particular faculty members or non-
faculty employees,

Recusd from managing or overseeing certain business transactions;
Severance of outside relationships that pose conflicts;

Appropriate monitoring and overdgght by University management;
Obtaining gpprova required by the Faculty Handbook, Staff Employment
Policies and Procedures or other relevant University policies;

Conflicts that cannot be managed appropriately are unacceptable, and thus
prohibited under this policy.

The supervisor or chair should document the manner in which the conflict has
been managed and should monitor, as necessary, to ensure that the conflict
continues to be managed gppropriately. Such documentation should be included
in the affected employee's personnd file.

The faculty member should notify hisor her chair or Dean, and the non-faculty
employee should notify his or her supervisor if there is any significant changein
persond, financid or fiduciary status that reasonably would impact the actua or
gpparent conflict of interest.
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5.2 Procedures for Conflicts of Interest Involving Business Practices

In addition to the procedure set forth in Section 5.1, Purchasing Services a'so may
identify actua or apparent conflicts of interest or commitment in the course of
performing their duties. In the event that Purchasing Services identifies aStuation thet is
or gppearsto be aconflict of interest or commitment, they will request that a disclosure
be made under this policy and will coordinate with the relevant department, unit or
schoal to address and manage the conflict.  Depending upon the potentid magnitude of
the issue, Purchasing Services also may refer the issue to the Senior Vice President for
Adminidration or hisor her designee, for resolution.

Purchasing Services may suspend any further action on the request thet initiated the
disclosure until such time as the conflict is managed.

In addition to the procedures set forth above, a Univeraty faculty member or non-faculty
employee adso must obtain the prior written gpprova from the Provost and Senior Vice
President for Academic Affairs or Senior Vice Presdent for Administration before he or
she may endorse or authorize endorsement of any product or service on behalf of the
Universty.

Assgtance in managing potentid conflicts of interest for non-faculty employeesis

available from the Manager of Personnd Services, Policies and Procedures on the
University Park campus, or, for non-faculty employees on the Health Sciences campus,

the Director of Personnd Services. For faculty, assstance is available from the Vice
Provost for Faculty Affairsat (213) 740-6715. The Office of the Generad Counsdl at

(213) 740-7922 or the Office of Compliance at (213) 740-8258 aso may be consulted for
assigtance.

Remedial Action for Non-Compliance

Failure to disclose and manage actud or apparent conflicts of interest under this policy,
including the expectations detailed above about what an individua should or should not do, may
be cause for disciplinary action, which may result in termination. For faculty, such action shal
observe dl provisons of the policies published in the Faculty Handbook. Any disciplinary
action againgt afaculty member or non-faculty employee under this policy must take into
account the scale of the offense, the individud’ s intent, and the degree of wrongdoing.



