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HARASSMENT POLICY
1. The University, in consultation with staff and student representatives, is committed to developing and maintaining an environment in which all staff and students can work and study free from any form of harassment, including racial or sexual harassment. Any incidents of harassment will be regarded extremely seriously and can be grounds for disciplinary action which may include dismissal or expulsion.
2. No student or member of staff should:

· be subjected to any form of harassment or bullying because of their race, disability, gender or sexual orientation;
· feel that such harassment has to be tolerated;
· feel that such harassment is his/her fault.
3. Staff or students who feel that they may be victims of harassment should pursue the issue either informally or formally by using the procedures described in paragraph 13 to 22.  When reported, formal complaints of harassment will be investigated and the University will take action as quickly as possible.
4. Appropriate members of staff are trained to deal sensitively and effectively with incidents concerning harassment, including racial and sexual harassment. The University will treat as confidential all records concerning allegations or complaints of harassment and will investigate complaints impartially.
5. If you feel that you are being subjected to harassment in any form, do not feel that it is your fault or that you have to tolerate it. Do not hesitate to contact someone even when an incident occurs only once, if you are concerned about it. NB: The University recognizes the potential for e-mail to be used as a vehicle for communication which may be regarded as harassment or intimidation. The issues set out in this policy statement therefore apply equally to electronic forms of communication within the University.

Definitions
6. Any difficulty in defining what constitutes harassment should not deter staff or students from complaining of behaviour which causes them distress. Nor should anyone be deterred from making a complaint because of embarrassment or fear of intimidation or publicity. The University will respect the particular sensitivity of harassment complaints and their consequences, as well as the need for the utmost confidentiality.
7. Harassment may occur where the harasser has a position of authority (for example, where a teacher, supervisor or administrator is able to affect another person’s job, career or grade).  However, harassment can also occur in other contexts (for example, by students of fellow students or of staff members). It is worth bearing in mind that certain types of harassment may constitute a criminal offence.
General Definition
8. It is very difficult to provide a complete definition of harassment because it can take many forms and may be directed at an individual or group of individuals. Common forms of harassment involve offensive conduct or behaviour directed at a person’s gender, racial origin, disability, sexual orientation, age, religious conviction or some other personal characteristic. It can also include the inappropriate use, or threat of use, of physical and mental power or authority more commonly known as bullying.
9. Differences of attitude or culture and the misinterpretation of social signals can mean that what is perceived as harassment by one person may not seem so to another. The defining features, however, are that the behaviour is offensive or intimidating to the recipient, and would be regarded as harassment by any reasonable person.

Types of Harassment
Racial Harassment
10. Racial harassment may be defined as any hostile or offensive act or expression by a person of one racial origin against a person of another, or incitement to commit such an act.  Such behaviour includes derogatory name-calling, insults and racist jokes, racist graffiti, verbal abuse and threats, physical attack, and ridicule of an individual for cultural differences. Racial harassment occurs when any such behaviour creates an intimidating, hostile or offensive environment for employment, for study or for social and private life.

Sexual Harassment
11. Sexual harassment always involves unwanted sexual attention which emphasises sexual status over that as an individual, colleague or student. It can be physical, and range from suggestive looks to rape, or verbal, and range from belittling or suggestive remarks and compromising invitations to aggressively foul language or unwanted demands for sex or displays of sexually suggestive or degrading pictures in the workplace. Sexual harassment of women by men is most often reported. However, sexual harassment between members of the same sex or of men by women also occurs. Sexual harassment occurs when any such behaviour creates an intimidating, hostile or offensive environment for employment, for study or for social life.

Bullying
12. Bullying usually involves any behaviour by one member of the university to another which is vindictive, cruel, malicious or humiliating. Bullying can occur when professional abrasiveness becomes tainted with personal vindictiveness, for example when criticism is clearly not constructive, is personal rather than related to the person’s performance, and publicly humiliates rather than privately corrects. However, these examples are by no means exhaustive, and in any given situation, the ‘reasonableness test’ referred to in paragraph 9, would be applied to the set of circumstances specific to that case. Bullying can range from extreme and obvious behaviour to behaviour which is much more subtle. Bullying occurs when any such behaviour creates an intimidating, hostile or offensive environment for employment, for study or for social life.
Procedures for dealing with harassment
13. Harassment complaints can be taken forward in the following 2 ways.
Informal approach
14. If you feel that you are being harassed, perhaps as a first step you could try to make it clear to the person causing the offence that such behaviour is unacceptable, unwelcome and should be stopped. This will often be sufficient to end the behaviour which is causing offence, because in some cases the person against whom the complaint is directed is unaware that their behaviour is inappropriate or their words or actions may have been misinterpreted. If this is the case, the misunderstanding needs to cleared up speedily.
15. If you need help or advice you can approach any of the following people:
· a trusted friend or sympathetic colleague

· a SUSA or staff representative
· your supervisor, manager or Head of Department
· Adviser of Studies
· a representative of Student Development and Support Services
· the Director of HR
· somebody who has been designated as an Informal Adviser and trained in Equal Opportunities issues. The names of these people are contained in the Annex to this policy statement, are displayed on notice boards throughout the University, and contained in each departmental office.
16. Any of the people mentioned could advise you on a course of action. They will be willing to discuss in an informal way incidents or problems, however large or small they may seem.  Any discussion will be confidential and further action will not be taken without your express permission.
17. At this stage the person you consult may go with you to speak to the alleged harasser, or go in your place, or help you to write to the alleged harasser with the specifics of your complaint. You should keep a copy of any correspondence.
18. It is very important to note that if:
· for any reason, you feel unable to approach one of the people listed above; or

· for any reason, you feel unable to approach the alleged harasser informally from the outset, or 

· after communicating with the alleged harasser, you are not satisfied with the outcome of that approach (including that the harassment has stopped or will now stop); or

· the nature of the harassment is sufficiently serious as to make it inappropriate to deal with informally as a first step;
you are encouraged to take forward your complaint using the formal procedures set out

below.
Formal approach
19. Formal complaints will be investigated, and acted upon by the University, as quickly as possible. Appropriate members of staff are trained to deal sensitively and effectively with complaints. The University will treat as confidential all documentation concerning allegations or complaints of harassment and will investigate complaints impartially.
20. Formal complaints against a member of staff should be made in writing to the Director of HR.
21. Formal complaints against a student should be made in writing to the Academic

Registrar.

22. The Person to whom the complaint has been made will be responsible for investigating the complaint, and in so doing may consult as appropriate. In taking forward the complaint, the investigating officer will normally arrange to meet separately with the complainant and the alleged harasser, together with representatives if required. If both parties agree, a joint meeting will be held. The purpose of these meetings will be to discuss the nature of the problem and to attempt to arrive at a resolution. If this is not possible, or if the nature of the allegation is such that this approach would not be appropriate, the investigating officer will formally advise the complainant and the alleged harasser that the matter is being pursued, and will provide information on the process and time scale for taking that forward. As soon as possible after the complaint has been formally investigated, the complainant and the alleged harasser will be informed in writing of the outcome. If the outcome involves disciplinary action, the appropriate procedure for the category of staff or student concerned will be used.
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23. The possibility that complaints may be made with mischievous or malicious intent, or in order to undermine reasonable working practices by managers or academic staff with which an individual may disagree, is also recognised by the University, and will be treated as a serious disciplinary matter.
24. The names of the Informal Advisers can be obtained from the HR Development Centre (ext. 7026).
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