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INTRODUCTION: 

Bishop Stuart University strives to be a “University for recreating a Society with Academic 
Excellence, Human Values and Entrepreneurship.” Therefore, it seeks to provide an 
environment that is free from sexual harassment and sexual assault.  Such conduct 
seriously undermines the atmosphere of trust and respect that is essential to a healthy 
work and academic environment.  Bishop Stuart University, being a Christian university, 
strongly advocates for rights of individuals, including the right not to be sexually harassed.   

Sexual Harassment will therefore not be tolerated at Bishop Stuart University as it causes 
discomfort and interferes with work and with academic performance. This applies to all 
members of the community. In a University setting like ours, most of the sexual 
harassment cases relate to male lecturers demanding for sex from the female students as 
well as female staff being asked for sexual favours in order for them to be promoted. 
Students also harass each other sexually. 

 
Persons found in violation of this shall be subjected to disciplinary action which may 
include, but is not limited to:  written warning, demotion, suspension, dismissal or 
termination of service. This policy seeks to protect the rights of all members of the 
university and other persons having dealings with the institution and to assure that 
everyone is treated with respect and dignity. The most effective way to avoid sexual 
harassment in the work place and influence the public’s state of mind is for the employer 
to adopt a clear policy prohibiting sexual harassment and to make this very clear to their 
employees. 
 
The ways to help minimize or stop sexual Harassment include, among others: 

• Sensitizing students on many issues pertaining to campus life. 
• Organizing student seminars on the challenges growing up and adolescence 
• Exposing issues pertaining to Sexual exploitation, bribery and corruption to the 

whole community of the University, i.e. staff and students. 
• Giving supportive and protective measures to the complainant when a complaint 

is lodged. 
• Guiding students/party concerned on the formal and informal procedures that 

can be adopted when sexual harassment has been reported. 
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CASES OF HARASSMENT 

1. Sexual Harassment 
a) Sexual harassment may involve the behaviour of a person of either sex 

against a person of the opposite or the same sex and it occurs when such 
behaviour constitutes unwelcome sexual advance, request for sexual 
favours, and other unwelcome verbal or physical behaviour of a sexual 
nature. 

b) Un-welcome Sexual proposition, invitation or sollicitation. 
c)   Threats or insinuations that a person’s employment, wages, academic 

grade, promotional opportunities, assignments or other conditions of 
employment or academic life may be affected by not submitting to these 
sexual advances. 

d)    Unwelcome verbal expressions of a sexual nature, including 
commentaries about a person’s body, dress, appearance, or sexual 
activities or the unwelcome use of sexual degrading language, jokes, 
insulting sounds or whistles, obscene phone calls and messages. 

e)   Sexually suggestive objects, pictures, videotapes, audio recordings, 
computer communications or literature placed in the work or study area 
that may embarrass or offend another individual. It is true that some 
courses or lectures may have some sex-related content, but used for 
educational purposes. This should be strictly related to the 
course/lecture being given. 

f)  Unwelcome and inappropriate touching, patting, pinching or obscene 
gestures. 

g)  Consensual sexual relationships where such relationships lead to 
favouritism of a student (sex for marks or grades) or subordinate 
employee with whom the superior or Lecturer is sexually involved. 
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1. Sexual Misconduct 
Sexual misconduct is defined as non-consensual physical contact of a sexual 
nature. It includes acts using force, threat, intimidation, or advantage 
gained by the offended individual's mental or physical incapacity or 
impairment of which the offender was aware or should have been aware.  

2. Sexual Assault 
This is also called Rape and involves sexual penetration by force or coercion. 
Lack of consent does not necessarily require physical resistance or verbal 
refusal; for instance, someone who is asleep or very drunk may be 
considered unable to give consent. It may also involve a minor. Sexual 
assault is also sexual contact, for example, the intentional touching of a 
person's genital area or buttocks, or a woman's breasts. 
 

In the event of an incident of sexual harassment, a victim has the following options: 
• If possible, resolve the issue with the individual whose action is being 

questioned. In many cases, the ‘harasser’ may not even realize that his or 
her actions are offensive. Be assertive and firm about your own rights. It’s 
advisable to take a friend along as an advocate, a witness or for support. 
This person can be asked later to serve as an eyewitness, if needed. For that 
reason, such a person is advised to keep a careful written record of the 
meeting. 

• If the offensive behaviour is not corrected, the incident(s) should be 
reported. It’s recommended that the victim resorts to the above-mentioned 
options for guidelines and policy information for processing a complaint. 

• The university environment is a place for learning and growing-up and 
sexual harassment interferes with that process. When sexual harassment 
exists on the university campus, both the integrity and learning 
environment are threatened. Bishop Stuart University strives to create and 
maintain a safe environment where everyone can enjoy freedom from 
sexual harassment and intimidation. 

• No employee or student, either in the workplace or in the academic 
environment should therefore be subjected to unwelcome verbal or 
physical conduct that is sexual in nature. It’s expected that students and 
staff will treat one another with respect. 
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A. Policy applicability and sanctions  
• All students, faculty, staff, and other members of the university community are 

subject to this policy. Anyone who violates this policy is subject to discipline up 
to and including termination of service. 

• All employees shall be given a copy of this policy and the Director Human 
Resources office shall maintain a signed copy of each employee. New employees 
shall be give a copy of this policy at the time of appointment and the Director 
Human Resources shall maintain a signed copy of each employee. 

 

Types of Sexual Harassement 
 Quid Pro Quo Sexual Harassment: "Quid pro quo" means "this for that." An example of 
this form of sexual harassment occurs if a Lecturer (or any employee) stipulates that your 
grade (or participation on a team, in a committee, etc.) will be based on whether you 
submit to unwelcome sexual conduct. This abuse of authority is illegal regardless of 
whether you refuse sexual demands or submit to them.  
 
Hostile Environment  Sexual Harassment: Verbal, physical or visual forms of harassment 
that are sexual in nature, "sufficiently severe, persistent, or pervasive" fall under the 
category of Hostile Environment Sexual Harassment. A single, severe incident, such as a 
sexual assault, could create a hostile environment. More commonly, a "hostile 
environment" is created by a series of incidents like the following, among others: 

• Sexual comments about your body 
• Sexual advances/propositions/suggestions 
• Sexual touching 
• Sexual graffiti 
• Sexual gestures 
• Sexual "dirty" jokes 
• Spreading rumours about another person’s sexual activity 
• Touching oneself in a sexual fashion in front of others 
• Talking about one's own sexual activities in front of others 
• Showing offensive/sexual pictures, stories, objects, etc. 
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Sexual harassment may take many forms- subtle and indirect or blatant and overt, for 
example: 

• It might occur between individuals of the opposite sex or the same sex 
• It may occur between students, between peers and/or co-workers, or between 

individuals in an unequal power relationship. 
• It may be aimed at coercing an individual in an unwanted sexual relationship, or 

it may have the effect of causing an individual to change behaviour or work 
performance. 

• It may consist of repeated actions or may even arise from a single incident if 
sufficiently severe. 

• It may also rise to the level of a criminal offense, such as battery or sexual assault. 
 
Determining what constitutes sexual harassment under this policy will be accomplished 
on a case by case basis and depends on the specific facts and the context in which the 
conduct occurs. Some conduct may be inappropriate, unprofessional, and/or subject to 
disciplinary action, but would not fall under the definition of sexual harassment. The 
specific action taken, if any, in particular instance depends on the nature and gravity of 
the conduct reported and may include disciplinary processes as stated and provided for 
in the disciplinary rules.  
Examples of unwelcome conduct of a sexual nature that may constitute sexual 
harassment may, but do not necessarily include and are not limited to:  

• Physical assault. 
• Sexual explicit statements, comments, questions, jokes, or gestures. 
• Unnecessary touching, patting, hugging, or brushing against a person’s body or 

other inappropriate touching of an individual’s body. 
• Remarks of a sexual nature about a person’s clothing or body. 
• Use of electronic mail or computer dissemination of sexually oriented, sex-based 

communications; 
• Sexual advances, whether or not they involve physical touching; 
• Requests for sexual favours in exchange for actual or promised job or educational 

benefits, such as favourable reviews, salary increases, promotions, increased 
benefits, continued employment, grades, favourable assignments, letters of 
recommendation; 

• Displaying sexually suggestive objects, pictures, magazines, cartoons, or 
screensavers; 
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• Inquiries, remarks or discussions about an individual’s sexual experiences or 
activities and other written or oral references to sexual conduct. 
Even one incident, if it’s sufficiently serious, may constitute sexual harassment. 
One incident, however, does not usually constitute sexual harassment. 

 

A. Procedures for submitting a complaint 
1) The administrators designated to receive the complaints may include the following:  

a. The Director Human Resources  
b. Faculty Deans and Heads of Department 
c. Dean of Students 
d. Other persons designated by the Vice Chancellor. 
 

2) An individual filing a complaint of alleged sexual harassment shall have the opportunity 
to select an independent advisor for assistance, support and advice and shall be notified 
of this opportunity by the Human Resource Officer or the Dean of Students, or by their 
designated representative. It shall be the choice of the individual filing the complaint to 
utilize or not to utilize the independent advisor. The independent advisor may be brought 
into the process at any time at the request of the alleged victim. Each faculty, department, 
centre or unit shall determine the means and manner by which an independent advisor 
shall be made available. 

 
Supervisons’ Responsibilities  
Every supervisor has reasonable steps intended to prevent acts of sexual harassment, 
which include, but are not limited to: 

• Monitoring the work and campus environment for signs that harassment may be 
occurring; 

• Refraining from participation in or encouragement of actions that could be 
perceived as harassment (verbal or otherwise); 

• Stopping any observed acts that may be considered harassment, and taking 
appropriate steps to intervene, whether or not the involved individuals are within 
his/ her line of supervision; and 

• Taking immediate action to minimize or eliminate the work and/or contact 
between the two individuals where there has been a complaint of harassment, 
pending investigation. 
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• If a supervisor receives a complaint of alleged sexual harassment, or observes or 
becomes aware of conduct that may constitute sexual harassment, the supervisor 
must immediately contact one of the individuals identified above to forward the 
complaint to discuss it and/or to report the action taken. 

 
• Failure to take the above action to prevent the occurrence of or stop known 

harassment may be grounds for disciplinary action against the victim or alleged 
perpetrator  

 
• Complaints of sexual harassment must be filed within 60 days after the discovery 

of the alleged act of sexual harassment with the supervisor, department head, 
dean or one of the administrators listed above. 

 

3. Employees  
a. An employee who believes that he or she has been subjected to sexual harassment 

by any one is encouraged- but is neither necessary nor required promptly tell the 
person that the conduct is unwelcome and ask the person to stop it. A person who 
receives such a request must immediately comply with it and must not retaliate 
against the complainant for rejecting the conduct. 

b.  The employee may also choose to inform his or her immediate supervisor, who 
will in turn contact one of the officials listed above. 

c. If the employee feels uncomfortable about discussing the incident with the 
immediate supervisor, the employee is free to bypass the supervisor and present 
his or her grievances to any other supervisor. 

d. After receiving any employee’s complaint of alleged sexual harassment, be it in 
writing or otherwise, the supervisor will immediately contact any of the individuals 
listed above, to discuss and/or to report the action taken. The supervisor has 
responsibility to act even if the individuals involved are not directly supervised by 
that supervisor. 

 

4. Students  
A student who believes that he or she has been subjected to sexual harassment by 
anyone is encouraged-but it’s neither necessary nor required- to promptly tell the 
person that the conduct is unwelcome and ask for a halt of that conduct.  
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a. who receives such a request must immediately comply with it and must not 
retaliate against the student for rejecting the conduct. 

b. The student may also choose to complain to his or her major departmental head, 
who will in turn contact one of the officials listed above. 

c. If the student feels uncomfortable about discussing the incident with the 
department head, the student is free to bypass the head and complain to one of 
the above officials or to any head or dean, who will in turn immediately contact 
one of the officials listed above to forward the complaint, whether or not the 
complaint is in writing, to discuss it and/or to report the action taken. The Head of 
Department or Dean has a responsibility to act even if the individuals are not 
supervised by that Head or Dean. 
 

 

3. Investigation and resolution 
a) After receiving a complaint of the incident or behaviour, an investigation of one of 

the above listed officials will be initiated to gather information about the incident. 
Each section or unit may set guidelines for the manner in which an investigation 
shall be conducted. 

b) At the completion of the investigation, a recommendation will be made to the 
appropriate management regarding the resolution of the matter. The 
recommendation is advisory only. 

c) After the recommendation has been made, a decision will be made by 
Management regarding the resolution of the matter. 

 

4. Prompt Attention 
Complaints of sexual harassment are taken seriously and will be dealt with promptly. 

5. Confidentiality 
Bishop Stuart University recognizes that confidentiality is important. However, 
confidentiality cannot be guaranteed in the case of sexual harassment. The administrators 
responsible for implementing this policy will respect the privacy of individuals reporting 
or accused of sexual harassment to the extent reasonably possible and will maintain 
confidentiality to the extent possible. 
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3. Retaliation 
Retaliation against an individual who in good faith complains of alleged sexual harassment 
or provides information in an investigation about behaviour that may violate this policy is 
against the university disciplinary guidelines, will not be tolerated, and may be grounds 
for disciplinary action. Retaliation in violation of this policy may result in discipline up to 
and including termination. Any employee or student bringing a sexual harassment 
complaint or assisting in the investigation of such a complaint will not be adversely 
affected in terms and conditions of employment and/or academic standing, nor 
discriminated against, expelled because of the complaint. Intentionally providing false 
information is also grounds for discipline. 
“Retaliation” may include, but is not limited to such conduct as: 

• The denial of adequate personnel to perform duties 
• Frequent replacement of members of the staff 
• Frequent and undesirable changes in the location of an office 
• The refusal to assign meaningful work 
• Unwarranted disciplinary action 
• Unfair work performance evaluation 
• A reduction in pay 
• The denial of a promotion 
• A dismissal 
• A transfer 
• Frequent changes in working hours or workdays 
• An unfair grade 
• An unfavourable reference letter 
• Refusal to counsel a student or to assist him/her in work 
• Making unfavourable comments on a student. 
 

I. Relationship to Freedom of Expression 
Bishop Stuart University is committed to the principles of free inquiry and free expression. 
Vigorous discussion and debate are fundamental rights and this policy is not intended to 
stifle teaching methods or freedom of expression. Sexual harassment, however, is neither 
legally protected expression nor the proper exercise of academic freedom; it 
compromises the integrity of the institution, the tradition of intellectual freedom and the 
trust placed in the institution by its members. 
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J. POLICY IMPLEMENTATION 
The overall responsibility for implementing this Sexual Harassment policy lies with the 
senior management of Bishop Stuart University, including the Vice Chancellor, members 
of the Senior Management Team, Deans of Faculties, Heads of Departments, Dean of 
Students and the Student Leadership. 
The University will appoint an officer who will be responsible for the policy coordination 
and oversight. This officer will chair an implementation committee, comprising of staff 
and students, the Dean of Students, the Director of Human Resources and will report 
directly to the Vice Chancellor.  The committee’s functions, among others, will include: 

• Disseminating and coordinating the Sexual Harassment committee with other 
related committees in the University; 

• Organizing regular consultative meetings with the University community about 
matters related to sexual Harassment; 

• Establishing and implementing a system of policy monitoring and evaluation 
• Collaborating with community and other tertiary institutions and stakeholders. 

 
The University will establish an appropriate budget for the implementation of this policy, 
and source additional funding from other stakeholders. A strategic work plan will guide 
the implementation of this policy. The policy will be subjected to regular review and 
appraisal every 2-3years. 
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K. Effects of sexual harassment and the (often) accompanying retaliation 
Common professional, academic, financial, and social effects of sexual harassment: 

• Decreased work or  performance; increased absenteeism 
• Loss of job or career, loss of income 
• Having to drop courses, change academic plans, or leave University Completely 

(loss of tuition) 
• Having one's personal life offered up for public scrutiny—the victim becomes the 

"accused," and his or her dress, lifestyle, and private life will often come under 
attack. 

• Being objectified and humiliated by scrutiny and gossip 
• Becoming publicly sexualized (i.e. groups of people "evaluate" the victim to 

establish if he or she is "worth" the sexual attention or the risk to the harasser's 
career) 

• Defamation of character and reputation 
• Loss of trust in environments similar to where the harassment occurred 
• Loss of trust in the types of people that occupy similar positions as the harasser or 

his or her colleagues 
• Extreme stress upon relationships with significant others, sometimes resulting in 

divorce; extreme stress on peer relationships, or relationships with colleagues 
• Weakening of support network, or being ostracized from professional or academic 

circles (friends, colleagues, or family may distance themselves from the victim, or 
shun him or her altogether) 

• Having to relocate to another city, another job, or another school 
• Loss of references/recommendations 
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L. Effects of sexual harassment on the Institution 

• Decreased productivity and increased team conflict; 
• Decrease in success at meeting financial goals (because of team conflict); 
• Decreased job satisfaction; 
• Loss of staff and expertise from resignations to avoid harassment or resignation 

/ firing of alleged harassers;  
• Increased absenteeism of staff and students experiencing harassment; 
• Increased health care costs and sick pay costs because of the health 

consequences of harassment; 
If sexual harassment is ignored, this can undermine ethical and moral values of the 
Institution 
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