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1 Introduction and Purpose

1.1. The University is committed to creating and sustaining a safe, supportive and inclusive working, learning and research environment where our employees and students can thrive.   

1.2    All members of our community have the right to work, learn and research in an 
   environment free from any form of bullying, discrimination, harassment, hate, 	  
   sexual misconduct, sexual and gender-based violence and victimisation    
  (referenced collectively in this Policy as ‘Unacceptable Behaviour’).  We do not 
  accept Unacceptable Behaviour by or against members of our community. Where it   
  occurs, we will respond in ways that prioritise the wellbeing of those affected, seek to   
  repair harm and ensure accountability through fair and transparent processes.

1.3   We all share responsibility for fostering a respectful, inclusive culture where everyone 
 feels safe to speak up about Unacceptable Behaviour and feel supported throughout     the appropriate process. Where appropriate, the University encourages early and informal resolution to Unacceptable Behaviour concerns through constructive dialogue and restorative approaches.

1.4  We are committed to providing support to all employees and students who have experienced, or been affected by Unacceptable Behaviour, as well as those who are the subject of a report of Unacceptable Behaviour. The support options available are outlined within the four supporting procedures referred to in Section 6 and include access to advice, wellbeing support, and guidance on possible resolution pathways that prioritise acknowledging harm, promoting understanding, and repairing relationships.

1.5 The purpose of this Policy and the supporting procedures (see section 6 below) is to:

· Promote an inclusive environment, that fosters individual accountability and where Unacceptable Behaviour is addressed appropriately and resolution is prioritised.

· Outline the behavioural expectations for all members of the University community to support and sustain a safe, accountable and inclusive environment and provide clear examples of Unacceptable Behaviour. 

· Signpost to clear and accessible procedures for raising reports of Unacceptable Behaviour
1.6 This Policy does not undermine or compromise the University’s commitment to freedom of speech and expression, and academic freedom. Employees and students must be able, within the law, to question and test received wisdom, express new ideas and explore controversial or unpopular topics and opinions that some may find offensive. Exposure to academic course material (including books/videos/recordings and pictures), statements or views expressed as part of teaching, research or academic discussions are unlikely to amount to Unacceptable Behaviour under this Policy.  We have a duty to allow those views to be expressed within the law as part of academic freedom and freedom of speech. Our Policy on Freedom of Speech and Academic Freedom and Code of Practice on Freedom of Speech provides further information about our commitment in these areas. 
1.7 This Policy does not form part of any employee’s contract of employment and may be amended at any time and, in relation to students, may be amended in line with the student terms and conditions.

2 Scope of the Policy

2.1 This Policy applies to all University employees[footnoteRef:2] and students[footnoteRef:3]:  [2:  For the purposes of this Policy, this is wider than the legal definition of employees, and is anyone who carries out work for the University, including academic and professional services employees, agency workers, apprentices, holders of honorary status (e.g. professor emeriti, NHS Staff), casual workers, contractors, mentors/mentees, volunteers, visiting lecturers/researchers and University students when they are carrying out the duties of the role they are employed to do by the University (such as Ph.D. students in the role of Graduate Teaching Assistants, Student Ambassadors, or those on casual contracts within hospitality).]  [3:  this includes all students registered with, or on placement/exchange with the University (whether part-time or full-time, undergraduate or post-graduate). 
] 


2.2 This Policy and the supporting procedures apply to all aspects of an employee’s and student’s membership of the University community including work, study, research or other University-related activities (such as sports and social events) and to conduct outside this scope that affects the University or members of our community. 

2.3 The University expects all third parties who interact with the University, our employees and students (such as those organisations we partner, contract and collaborate with) to adhere to the behavioural expectations and refrain from any Unacceptable Behaviour, identified in this Policy. 
	
3. Roles and responsibilities

3.1	As a community, all employees and students have an important role in fostering an inclusive University environment where everyone feels respected and Unacceptable Behaviour is not accepted. When concerns do arise, they should be addressed in a way that seeks to understand the impact, restore relationships, and repair any harm caused. Everyone has a role to play in this process, and we each hold specific responsibilities depending on our role within the University. You can review these responsibilities [here].
  
 
4. Behaviour expectations

4.1 	All employees and students are responsible for their interactions with other members of the University community and for understanding how their language and behaviour may affect others.   Although not an exhaustive list, we expect all employees and students to: 
· Treat each other with respect, fairly, compassionately, and without bias.

· Value differences and the contributions of others. 

· Foster a respectful and inclusive environment for work, learning and research.

· Always behave professionally and with integrity, honesty and openness. 

· Respect and uphold freedom of speech and expression, and academic freedom, within the law in line with our Policy on Freedom of Speech and Academic Freedom and related Code of Practice on Freedom of Speech, engaging in discussion and debate lawfully, considerately and respectfully. 

· Maintain appropriate and professional relationships with other members of the University community.
5.What is Unacceptable Behaviour?

5.1	For the purposes of this Policy Unacceptable Behaviour includes bullying, discrimination, harassment, hate, sexual misconduct, sexual and gender-based violence and victimisation.  This section includes definitions of each of these, and some non-exhaustive and illustrative examples of behaviours relevant to each definition are included in Appendix 1.

5.2    A number of the definitions refer to the ‘'Protected Characteristics'’ under the Equality Act 2010.The Protected Characteristics have equal protection; none holds greater importance than another. 

5.3	Unacceptable Behaviour can:

· Take place on or off the University’s property or campus (including fieldtrips, conferences and social events linked to work or study);

· Occur in person, in a virtual environment, in writing or remotely/online (for example, via email, video calls, online chat, text or WhatsApp (or equivalent), via social media, on the internet, through blogs, etc.);

· Be overt and easily recognisable, or more covert and difficult to detect;

· Be intentional or without intent;

· Be committed by an individual or a group;

· Consist of a pattern of behaviour or a one-off incident.

5.4	When considering reports of Unacceptable Behaviour a range of factors may be relevant depending on the circumstances. These may include the specific context, the impact of the behaviour (including whether that impact was reasonable in the circumstances), the intent of the individual concerned (noting intent is not always necessary or relevant – see the definitions and examples in this Policy) and the behavioural expectations identified in section 4 above.

5.5	In addition to freedom of speech and academic freedom (see section 1.5), the Equality Act 2010 and the European Convention on Human Rights protects the expression of an individual's religion or protected belief, subject to certain limitations.

5.6	If a report of Unacceptable Behaviour arises due to the impact of someone's expression of their religion or protected belief the University will assess whether the report is justifiable in the specific circumstances. This assessment will consider relevant factors which are clarified in the supporting procedures. 
5.7 Bullying    
5.8 For the purposes of this Policy, bullying is unwanted behaviour that is either:
· Intimidating, malicious, humiliating, threatening or insulting; or
· An abuse or misuse of power that undermines, humiliates, denigrates, or causes physical or emotional harm.
Bullying may constitute a regular pattern of behaviour or a one-off incident.
5.9 Bullying does not include the legitimate exercise of vigorous academic debate (e.g. exploring controversial or unpopular topics and/or opinions) or fulfilling managerial/supervisory responsibility (within a work or study context).  Managers and supervisors (including academics) have a duty, for example, to manage and provide feedback on performance/attainment, which may be critical, and to support improvement in performance/attainment where required.  However, these actions must be carried out in a supportive, respectful and appropriate manner.
5.10 Discrimination 
5.11 Discrimination under the Equality Act 2010 provides protection in relation to the Protected Characteristics. There are various forms of discrimination under the Act. Specifically, in relation to this Policy: 
5.12 Direct discrimination - this occurs where someone is treated less favourably than another person because of a Protected Characteristic. It can also happen against an individual because they associate with another person who has a Protected Characteristic (associative discrimination) or where it is wrongly perceived that the individual has a Protected Characteristic (perceptive discrimination). 
5.13 Indirect discrimination – this can occur where a condition, rule, policy or practice applies to everyone but particularly disadvantages people with a Protected Characteristic.[footnoteRef:4]. Indirect discrimination does not occur where it can be objectively justified as a proportionate means of achieving a legitimate aim. [4:  Under the Equality Act 2010 (and therefore under this Policy), indirect discrimination applies to all of the Protected Characteristics except pregnancy and maternity.] 

5.14 Additional forms of disability discrimination – may also include “discrimination arising from disability”, specifically unfavourable treatment linked to disability-related factors without objective justification, and failure to comply with the duty to make reasonable adjustments. 
5.15 Exceptions to discrimination - there are various exceptions under the Equality Act 2010. For example, discrimination does not occur in cases of positive action or, in the employment context, where there is an occupational requirement.   
5.16 Addressing allegations of discrimination - where allegations of discrimination are raised (particularly indirect discrimination or additional forms of disability discrimination), consideration will be given to whether they are best addressed under the Dignity and Respect Policy framework or whether an alternative University process (for example, the  Grievance Procedure  or the Student Complaints Procedure ) is more applicable.

5.17 Trade Union Membership and Activities 
5.18 Under the Trade Union and Labour Relations (Consolidation) Act 1992 (TULRCA), individuals are protected from detrimental treatment related to trade union membership, participation in union activities, or use of union services. Any such treatment will be considered a breach of this Policy.
5.19 Harassment definitions
5.20 For the purposes of this Policy, harassment includes harassment under the Protection from Harassment Act 1997 and harassment under the Equality Act 2010: 
5.21 Harassment under the Protection from Harassment Act 1997 - This applies when someone behaves in a manner that harasses another person – either twice towards one person or at least once towards two or more people. “Harasses” includes alarming the person or causing them distress and occurs where the person knows that the conduct amounts to harassment, or where a reasonable person in possession of the same information would consider it to do so. Unlike the Equality Act 2010 definition the Protection from Harassment Act 1997 need not relate to a Protected Characteristic.
5.22 Harassment under the Equality Act 2010 - This applies where there is unwanted conduct related to a Protected Characteristic, or conduct of a sexual nature, which has the purpose or the effect (where it is reasonable for it to have that effect) of violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment for them[footnoteRef:5].  [5: Under the Equality Act 2010, and for the purposes of this Policy, harassment applies to all protected characteristics except marriage and civil partnership, and pregnancy and maternity (which are covered under discrimination and victimisation). Although the Act does not cover harassment between students, this Policy extends the definition to include student-on-student harassment, in line with guidance from the Office for Students. ] 

Harassment:
· Can occur if the behaviour has one of the effects described above (where it is reasonable for it to have that effect), even if the effect was not intended.

· Can occur if the behaviour was intended to have one of the effects, even if it did not actually have that effect.

· Can be a serious one-off incident, or repeated behaviour, and can include for example spoken or written words, gestures, graffiti, imagery, jokes, mimicry, pranks and physical behaviour that affects the individual.

· Includes conduct that is related to a Protected Characteristic. This can cover conduct which:
· is by reason of a Protected Characteristic - for example, ignoring an individual because they are gay; because they are perceived to be gay; or because somebody else is gay;
· is otherwise related to a Protected Characteristic because of the form it takes - for example, engaging in racist or disablist banter that might offend colleagues regardless of their race or disability status.

· As with direct discrimination, also protects individuals based on someone else's Protected Characteristic (associative harassment) or based on the perception that they have a Protected Characteristic (perceptive harassment).
5.23 Harassment also includes treating someone less favourably because they have previously submitted or refused to submit to unwanted conduct of a sexual nature or to unwanted conduct that is related to sex or gender reassignment.
5.24 Hate Definitions: hate incidents and hate crimes
5.25 Hate incidents and hate crimes are terms used to describe acts of hostility, prejudice or violence directed at people because of who they are or who someone thinks they are.  They are motivated by hostility or prejudice based on a person's disability, race, religion, sexual orientation, or transgender identity[footnoteRef:6].   [6:  Government definition of hate crime. ] 

5.26 When hate incidents become criminal offences they are known as hate crimes. 
5.27 Sexual Misconduct and Sexual and Gender-based Violence 
5.28	Sexual misconduct means any unwanted or attempted unwanted conduct of a    	sexual nature and includes: 
· Sexual harassment: this can be in person, in a virtual environment, in writing or remotely/online and can include: unnecessary touching; physical assault; coercing sexual intercourse; physical threats; insulting or abusive behaviours or gestures; lewd comments; jokes; and/or sending inappropriate or sexually offensive images/videos.
· Sexual assault. 
· Intercourse without consent.

5.29 Importantly, it includes all the examples of sexual misconduct included in the non-   exhaustive list in Appendix 1. 

5.30	Sexual and Gender-based violence can include sexual, physical, mental and economic harm inflicted in public or in private that is directed against an individual based on their sex, gender, gender identity or perceived gender. It also includes threats of violence, coercion, manipulation domestic abuse and stalking.
 
5.31	Victimisation

5.32	Victimisation under the Equality Act 2010 occurs when an individual is subject to less favourable treatment because they have done (or it is believed that they have or will do) a ‘protected act’. A ‘protected act’ includes making a complaint or bringing a legal claim alleging a breach of the Equality Act 2010 (e.g. of discrimination/harassment) or being involved in such a complaint/claim raised by someone else (for example, by giving evidence or otherwise supporting them).  
6. What to do if you have experienced Unacceptable Behaviour - supporting procedures

6.1	We promote an inclusive environment that fosters accountability, where Unacceptable Behaviour is addressed fairly, sensitively and where resolution is prioritised. 

6.2	Four procedures support this policy framework, offering both informal and formal pathways for employees and students. They are designed to prioritise and foster the restoration of relationships and trust, and seek to repair harm:

· Procedure for Reporting Unacceptable Behaviour (Employee reporting Employee)

· Procedure for Reporting Unacceptable Behaviour (Student reporting Student) 

· Procedure for Reporting Unacceptable Behaviour (Student reporting Employee)

· Procedure for Reporting Unacceptable Behaviour (Employee reporting Student) 

6.3	Employees and students who fail to comply with, or breach this Policy, may face disciplinary action under the relevant disciplinary procedure.
 
6.4	Third party harassment has no place at the University and the procedures outlined above provide clear routes for reporting concerns and accessing support. Third parties working for or with the University who fail to comply with, or breach this Policy, may have their engagement with the University terminated.

6.5	Any member of the public, visitor or other third party who behaves in a way that breaches the expectations set out in this Policy may be removed from a meeting, event (including online meetings/events) or the University’s campus and have any right of access to campus or services or society (that might exist) revoked. 

7.What to do if you have witnessed Unacceptable Behaviour

7.1	If you have witnessed Unacceptable Behaviour by an employee or student (but where you are not the victim of that behaviour), we encourage you to seek advice and guidance via one of the options below:  

· If you are an employee, you can speak to a Dignity and Respect advisor via the Report and Support platform.  You can also contact a member of the People Directorate or EDI Directorate or speak with your line manager. 
· If you are a student, you can contact Advice and Response via the Report and Support platform or speak with your School Hub and/or the Students’ Union. 
· If you are a third party (i.e. not an employee or student), you may contact the University via the Report and Support platform. 

8. Malicious or vexatious reports 

8.1	If it is found that an employee or student has made a report that is malicious or vexatious, the University may instigate a disciplinary process against them. Such action will not be taken where a report is mistaken or otherwise ill-founded, but not malicious or vexatious. For the purposes of this Policy and the supporting procedures:

8.1.1 A malicious report is made with the intention to intimidate, lower the reputation of, or otherwise injure or harm another person, through knowingly providing false or misleading information or withholding information about an incident or issue.

8.1.2 A vexatious report is either one that is made with the sole or main intention to harass, annoy or subdue somebody, or one that is unreasonable, without foundation, frivolous, repetitive, deliberately burdensome or unwarranted.

9.Protection against retaliation/victimisation 

9.1	Employees and students who, in good faith, raise a report or who otherwise participate in any investigation (for example, as a witness) must not suffer any form of retaliation or victimisation as a result. Anyone found to have retaliated against or victimised someone in this way may be subject to disciplinary action under our disciplinary procedures. 

9.2	If you believe you have suffered any such treatment you should inform the University via Report and Support

10.Confidentiality and data protection 

10.1	We will implement this Policy and the supporting procedures in line with our confidentiality and data protection obligations and consistently with the data privacy notices. 
10.2	Confidentiality, and the requirement to maintain confidentiality, is an important part of this Policy and the supporting procedures detailed in Section 6.  Information relating to the parties involved and the report must only be disclosed on a "need to know" basis. Breach of confidentiality may result in disciplinary action under the University’s disciplinary procedures. 
10.3	The University may be required to disclose specific information to an external funder in accordance with the funders terms, conditions or policies.  This may apply to employees who are submitting a grant application, have an application under consideration, or are in receipt of a grant.   Employees will be informed if a disclosure is necessary and what specific information is required to be disclosed, which may include confirmation that a formal investigation has commenced and its outcome. 
10.4	When implementing this Policy and supporting procedures, the University may be   required to: 

10.4.1	share an employee’s or student’s personal data (and in some cases, 		special category data); and 
10.4.2	share information and evidence provided by other individuals (for 	
 example, witnesses, experts, etc.); 

for the purposes of considering, investigating and determining a report (and any appeal). This may involve sharing details of the report with the other party, with relevant witnesses (to enable them to provide evidence) and with employees who have a role in considering, investigating and making decisions under the supporting procedures. Similarly, evidence given by witnesses may be shared with the parties to the complaint and with employees who have a role in considering, investigating and making decisions under the supporting procedures. 

10.5	Information about a report by or about an employee or student may be placed on the employee's or student’s file, along with a record of the outcome and of any notes or other documents compiled during the process. These will be processed following the University’s privacy notices and our data retention periods. 

10.6	Where a report is upheld and is subsequently considered further under an employee 	or student disciplinary process, it may be appropriate for relevant information about 	the outcome of that process to be shared with affected individuals, including the 		reporting party. In such circumstances, the University will be guided by its obligations 	under data protection legislation and appropriate sector guidance[footnoteRef:7]. [7:  www.universitiesuk.ac.uk/what-we-do/policy-and-research/publications/features/tackling-harassment/changing-culture-sharing-personal-data ] 


11.Monitoring effectiveness

11.1	We will, periodically, review the data we hold concerning reports of Unacceptable 	Behaviour and assess whether we can enhance this Policy and the supporting 		procedures or introduce broader changes to ensure the commitments we describe in 	this Policy are met. 



Appendix 1

Non-exhaustive examples of Unacceptable Behaviour

This Appendix includes a non-exhaustive and illustrative list of some examples of bullying, discrimination, harassment, hate, sexual misconduct and sexual and gender-based violence and victimisation. Whether or not alleged behaviour meets the relevant definition will require careful consideration of the evidence in individual cases. 

1 Bullying 
Some illustrative examples of bullying include:

· Repeated, unwarranted, and unfair criticism of someone's work or research, including excessive negative feedback without constructive purpose

· Spreading malicious rumours about someone

· Repeatedly undermining or belittling someone during meetings or seminars

· Deliberately giving someone a heavier workload than everyone else

· Behaving in a way that excludes others - e.g. from team/programme social events, or in general

· Making comments directed at a person which are intimidating, malicious, humiliating, threatening or insulting whether in person or on social media/online

· Behaving in a violent, aggressive, intimidating or abusive manner 

Some illustrative examples of upward/subordinate bullying include:

· Showing continued disrespect

· Spreading rumours

·  Repeatedly undermining someone's authority

Some illustrative examples of cyber bullying include:
· Abusive, threatening or incessant communications

· Abusive or threating comments, pictures or video clips via SMS/WhatsApp or equivalent

· Posting abusive blogs/leaving comments on social networking sites 

· Propagating defamatory gossip on social networking sites and blogs

2 Discrimination

Some illustrative examples of direct discrimination because of a Protected Characteristic or perceived Protected Characteristic include: 
· Failure to consider/shortlist, employ or admit someone 

· Failure to provide the same promotion/training/development opportunities 

· Employing someone on less favourable terms 

· Making a less favourable decision on a student’s educational outcome 

· Dismissing someone 

· Unreasonable workplace or job segregation 

· Targeting someone in a restructure/redundancy situation 

· Treating colleagues less favourably in relation to absences from work/study 

· Moving a student to a different seminar group 

· Refusing to work with another student/employee

· Excluding a student/colleague from social events because they are close friends with someone with a protected characteristic (discrimination by association)

· Mistakenly drawing inferences about an individual’s religion because of their name and rejecting that individual for that reason (discrimination by perception).

Some illustrative examples of indirect discrimination include:

· Applying a dress code which results in individuals of certain religions being unable to wear religious symbols or dress, in circumstances where the dress code cannot otherwise be justified

· Applying selection criteria (for example, for attending a field trip) which places certain individuals (for example, individuals with a disability) at a particular disadvantage, in circumstances where the criteria cannot otherwise be justified

· Scheduling academic sessions/events at times which place individuals with a protected characteristic (for example, women) at a particular disadvantage, in circumstances where the scheduling cannot otherwise be justified

3 Harassment 

Some illustrative examples of harassment under the Equality Act 2010 due to age include: 
· Derogatory comments relating to age made to or about a colleague/student

· Ageist jokes 

· Negative assumptions about a person based on their age 

· Being dismissive towards a person because of their age 

· Excluding a person from work related/ academic related social events because of their age

· Banter relating to the decline of a person’s physical/mental abilities on account of age 

· Banter relating to the age of a person’s partner, such as an older or a younger partner

Some illustrative examples of harassment under the Equality Act 2010 on the grounds of disability include: 
· Asking intrusive/inappropriate questions about a person’s disability such as how it occurred and what it is like to be disabled

· Name calling, jokes, taunts and use of insulting language 

· Banter relating to the disability of a person, or mocking a person with a disability 

· Excluding a person because of their disability

· Using negative and or inappropriate words about, or being insulting when describing, a person’s disability, or when generally describing the person 

· Staring and/or uninvited touching 

· Speaking to others rather than to the disabled person directly 

Some illustrative examples of harassment under the Equality Act 2010 on the grounds of gender reassignment include:
· Transphobic comments, jokes and name-calling 

· Deliberately addressing a trans person by their birth name (deadnaming)

· Outing a person as transgender without their consent or spreading rumours 

· Inappropriate/intrusive questioning regarding their gender 

Some illustrative examples of harassment under the Equality Act 2010 on the grounds of race include: 
· Refusing to work or study with someone or isolating them because of their race, nationality, or ethnic origin

· Displaying racist material including graffiti, graphics, slogans or logos (this includes online material), unless that is used appropriately in the specific context of legitimate teaching, research, study or training

· Racist jokes, banter, insinuations, insults, and taunts 

· Verbal and physical abuse/attacks on individuals because of their race, nationality, or ethnic origin 

· Using language that is insulting or derogatory on the basis of race, or making racist remarks to or about a person

Some illustrative examples of harassment under the Equality Act 2010 on the grounds of religion or belief include:
· Mocking a person’s religious or protected beliefs 

· Making insulting or derogatory comments to a person about their religious dress or appearance 

· Gossiping about a person’s religious views or protected beliefs 

· Excluding a person or treating them differently because of their religious views or protected beliefs 

Some illustrative examples of harassment under the Equality Act 2010 on the grounds of sex include: 
· Failure to appoint or promote someone due to their sex 

· Making insulting or derogatory comments related to a person’s sex 

· Excluding a person from work related or study related social events because of their sex

Some illustrative examples of harassment under the Equality Act 2010 on the grounds of sexual orientation include: 
· Homophobic[footnoteRef:8] comments, jokes, banter and name-calling to or about a person based on their sexual orientation [8:  The term Homophobic refers to the irrational fear, dislike, or prejudice against individuals who identify as or are perceived to be lesbian, gay, or bisexual. ] 


· Spreading perceptions/rumours about a person’s sexual orientation, either actual or perceived 

· Outing a person without their consent or spreading rumours 

· Excluding a person from conversation and activities because of their sexual orientation
 
· Excluding a same sex partner when opposite sex partners are included 


Some illustrative examples of harassment under the Protection from Harassment Act 1997 include:

· Engaging in Unacceptable Behaviors on more than one occasion which cause a student or employee to feel alarmed or distressed, where such impact was either known or reasonably foreseeable.

· Using threatening language on more than one occasion results in a student or employee feeling alarmed or distressed, where such impact was either known or reasonably foreseeable.

4 Hate Incidents and Hate Crimes
Some illustrative examples of hate crimes and hate incidents can be found here: Report And Support

5 Sexual misconduct and Sexual and Gender-Based Violence 
Some illustrative examples of sexual misconduct and Sexual and Gender-Based Violence are included below. Please note that the University adopts the legal definition of sexual consent: a person consents if they agree by choice and have the freedom and capacity to make that choice.
· Verbal harassment of a sexual nature, including jokes referring to sexual acts or sexual orientation

· Unwanted touching or physical contact

· Intrusive questions about a person’s private life or physical appearance

· Inappropriate staring or leering

· Unwanted and unsolicited contact/advances of a sexual nature with another person by email, text message, social media or in any online or digital space including the use of emojis with sexual connotations

· Conduct of a sexual nature which creates (or could create) an intimidating, hostile, degrading, humiliating, or offensive environment for others including making unwanted remarks of a sexual nature, wolf-whistling, making sex-based noises

· Engaging in a sexual act with another individual without consent

· Attempting to engage in a sexual act with another individual without their consent

· Stealthing i.e. Removing a condom without consent

· Touching another person in what may be reasonably perceived as a sexual manner without their consent e.g. caressing someone’s lower back or leg

· Voyeurism i.e. watching others when they are getting undressed, naked or engaged in sexual activity without consent

· Flashing (including cyber-flashing) i.e. Showing genitals to another person without their consent
  
· Taking or recording intimate images (including AI generated images) of another person without their consent

· Sharing intimate images or recordings of another person without their consent

· Accessing or storing inappropriate material using University IT equipment or facilities, or accessing inappropriate material on campus using non-University IT equipment or facilities

· Controlling behaviour; controlling behaviour is an act or range of acts designed to make someone subordinate and dependent by controlling their sources of support, finances, movements, health, body, means needed for independence, resistance and escape

· Coercive behaviour; coercive behaviour is an act or pattern of acts which make someone feel dependent, isolated, punished, or frightened. Examples include isolating someone from their family or friends, monitoring someone’s activities or movements and threatening to harm someone

· Stalking; a pattern of unwanted, fixated, or obsessive behaviour that is intrusive and causes fear or distress. Stalking can occur both online and in person

· Non-fatal strangulation

· Intentional or negligent transmission of a sexual infection

· Spiking (adding drugs or alcohol to another person’s drink, food or similar item, without their consent) 

· Complicity is any act that knowingly helps, promotes, or encourages any form of Sexual Misconduct or Sexual and Gender-Based Violence by another individual

6 Victimisation
Some illustrative examples of victimisation include:
· Excluding someone from a group/project because they have previously raised a complaint of discrimination

· Rejecting an individual’s promotion application/holiday request (etc.) because they have previously given evidence in support of another individual’s complaint of discrimination

· Treating someone in a hostile manner / ignoring them because they have previously raised a complaint of harassment under the Equality Act 2010

· Rejecting a student’s request for an interruption from studies or an employee’s request for a research sabbatical because they have previously supported a fellow student/colleague raise a complaint of discrimination
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