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& FOREWORD

With the MeToo' Movement awnkening the world to those who have
been affected by sexual volence and harassment, and the development
of the Cender and Sexual Harassment Policy by the Malawi National
Council af Higher Education (NCHE), the current climate presenis
KUHeS with an oppariunily to serisusly address sexunl harassment in
its community, A recent study found that students experienoe sexual
harassment in their educational institutions. Additienally, the former
University of Malaws (UNIMA] Gender Policy task force also found that
ntaf oo were being sexually haraswed on campus. Unfortunately, many
suffered in silenee and othera did not know whete to repart their cases.
KUHeS acknowledges thal sexual harassment ooours in every society
and thai the University is not an exception. The consequences ol sexual
harassment are far-reaching. Not only does it negatively affect and alier
the lives of ita victims, members of stafl, students, vimtors, vendors,
{omilies and communities, but it also has the potental (o make the
public question KUHeS's ability in ita pursui for excellence and
leadership in the healtheare sector in the country, KUHeS
acknowledges that the ability to climinate sexual h nt shall
require the participation of all regardiesa of their age, gender,
natiopality and political background mmmg athers, The Anti=Sexual
Harassment Policy is therefore designed to help KUHeS ereate, promote
and maintain an environment that has a sero-tolerance approach to all
forma of sexual harasament. The University asscrts that o sexual
harsssment gero-tolerance environment i & catalys: for the attainment
of its wision and mission and upholding of ita core values, [ firmly believe
that thie Policy shall enhance the intogrity of the University,

Professor Franeis Moto
Chairman of Couneil




7 PREFACE

This Policy has been developed through a consultative process mvolving
members of uﬂdﬂuﬂniwﬁly.ﬁe?hﬂnydeﬂiywdﬂulmn
procedures and mechanisms for dealing with sexual harassment; and
provides for development of comprehensive education and prevention
programa that iaferm the university communify about the nature and
forms of sexual misconduct, ita impact on individuals and the
University community. The Policy has also made use of vanous
materials fram  warious focal and  international h.{uhu' education
institutions. It responds to the global trends to stop, prevent, correct,
and, when necessary, discipline behaviour thit vial thia Palicy. The
University anticipales that all allegations of sexual harassment and
decisions made shall adhere 1o this Policy.

/o

Professar Macpherson Mallews
Vice Chancellor
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9 LIST OF ABEREVIATIONS AND ACRONYMS

NCHE:

Appeals Committes

Deputy Vice Chancellor

Kamuzu University af Health Seenees
Human Immunodeficiency Virus
Investigating Committes

National Council for Higher Education
Teaching and Learning Development Centre
Student Representative Counel

University of Malawi

Vice-Chancellor



10 DEFINITIONS
Confidentiality

Conflict of Interest

The principle upheld o ensure that
information provided under this Policy s anly
disclosed 10 those legitimately involved in
reaslving the complaint, providing support to a
complainmnt, or as reguired ey law.

‘Material' or personal biases that might affect
o might be reasanably thought to affect one’s
judgement or conduct in earrying aut his or
her dutiea,

Free and informed agreement.

o Consent and shall not be deemed to be
implicit in:
i. A person’s manner of dress,
il. - Accepiing n social innation
b, Consent shall not be effective when
ohtained from a person whose capacity
to consent in diminished becanss they
are anlecp, Uncoenscious o in an altered
mate of consciousness resolting from
the use of alcohol, medicines or drugl 1o
the extent that it sdversely affects their
judpgement.

c. Silence does not mean consent.

Any sexual intercourse uath a child under the
age of 18 years, whether the child consenta or
not.

The wuching- of the privare body paris of
another person for the purpose of sexual
gratification, without the consent of the wictim,



meluding  mmonces where the vicum ia
mcapable of gving consent because of ther
age or becnuse of thewr emporary or
permanent mental or physical incapoacity,

Incapacitation The state in which an individual’s perception
or judgement is so qnpnredlhulhz ndividual
Iecks the cognitive capacity (o make or act on
conacious decisions The use of drugs orf
alcohol  can cause  incapacitation. An
ndividual who s meapacitated s unable
consent 1o 4 ecxual actinty. Engaging in
sexual activity with an indmidual who is
incapaoitated  jand  therefore  unable to
comisett), where an indivicdun] knows or aught
reasonably to have understood that the
individual  is  incAaparitated, constinaies
University Sexual Misconduct as defined by
thin Pelicy.

igation p The 1 of any pliaint according to

the University policies, rules anid procedures.

A minority or minority group A subgroup of the population with
unique social, religious, ethnic, racial, andfor
other characteristics that differ from those of
a majority group, The term usually refers to
any group thai is subjected to oppression and
diserimnanon by those in more powerful
social positions, whether or not the group is a
numerical minonity.

Cmbodspersan A person who has expertise in law and sexual
wiolenee, 8 independent and external v the
University and is appointed by Councd to




“Parties”

investignte complunts of sexunl harassment
against the University,

Other prohibited behawiour Acts that mvolve the invasion of sexual
privacy. The charge of sexual privecy shall
include:

o

Without a person's consent, watching or
enabling others 1o wilch thal person’s
audity or sexual acts in a place where that
persann has o reasonable expectation of
privacy.

. Withoutr a person’s consent, making or

atternpting to make photographs fincluding
wvidcos] or audio recordings, or posfing
Transmittng or distributing such recorded
material, depiciing that person's nudity or
sexual acts in a place where that person
has a reasonahle expectation of privacy; or
Using depictions of nudity or sexual activity
o exrort something of value from o person.

. Bexual intercourse with a persan under the

age of 18,

, Exposing one's genitals in a public place for

sexual gratfication.

. Inappropriately touching a person's body in

a manner that makes them uncomfartalile.

Collectively the complanant and the alleged
perpetratar,

PP

Pr

fessional support far the paychological and

socal consequences of trauma,



The penetration, no maner how shight, of the
vagina or anus with any body part or object, or
oral penetration by a sex organ without the
cansent of the victim,

Attempted  or unwanted scxual | activity,

including but not limited te any of the

following, or threat or attempt o engage in any
of the following:

A, Any intentional and unconsented touching
of the following for the purpose of sexual
gratification:

L An intimaie body part of another person,
such as a sexual organ, burttocks ar
breast;

i Any body part of another person with a
weXuAl organ; or

it Any part of another person’s body with the

nrent of accomplishing a sexual act.

b, Vaginal or anal penetration of another
individunl, by body part or object, without
the other peraon's consenl; or

e Vaginal, anal, of oral sexual intercourse
with another individual without the other
peersin’s consent.

Unwelcome sexual advance and request for

sexual favours and other verbal or phymical

conduct of & sexunl nature which makes a

persan feel  offended. humiliated andfor

intimidated, where a reasonahle persan would
anticipate that ion in the ci

Sexual harasaméent in manifested in the
following forms:



m. Written, WVisual or Graphic Seaual
Harassment- displays of seoually exphicit
phetographs and pormographic matenals
including but not limited to:

L

Sending or Posting another person’s
intimate pictures fvideos taken without
Mmuﬂrﬁhﬂukﬂ#}mﬁm.
Displaying sexually explcit pictures,
photos on  deslwop, wallpapers  or
pornographic sites
Disploying sexually suggestive objects or
pictures, cartcons, calendars, books,
magaEines.

Passing on pornographic material in
print or electronie form of passng
wnitten offensve mesnages of 4 sexual
nature (including  e-mails and text
messiges).

b. Psychological sexual harassment -
repeated unwanted proposals and taunis of
a sexual nature.

Persistent request for dobes and sexual
favours.

. Verbal Sexual Harnsament- Insulis, jokes,
or anecdotes that belitle or demean an
imdividual or o group's sexuslity or gender.

L

{18

Comments of a sexual nature about an
individunl's body, clothing, or scxual
CXperience.

Violating another person’s dignity, of
creating  on intmidatng,  hostile,



degrading, humimnng  or  offensive
environment for another person.

w Innuendoes, mcluding remarks or
inminuations about o person’s sex life ar
private life which has scxual overtones,

d. Physlcal Sexual Hammssment -
unwelcome of unnecessary physical
contact against a person's will,

i. Swnding urnecessarily closs

i. Touching, patting, stroking, squeesing,
hugging, or pinching

i Brushiig or rubbing one’s genitals

iv. Grabbirg of parts of the body

v. Kissing
€. Non-varbal or Gestural Sexual -

Suggeative gentures of o sexual nature and

sexually suggestive body langaage.

i Obacene gestures, indecent exposure.

b. Staring. leering, ogling, winking and

whistling of a sexual nanare.

iti. Blowing kisses, waggling the tongue or
licking lips.

. Making sexual expressive hand/finger
movement,

v. Imitating sexual suggestive acta
Specific forms of sexual harassment: In
addition to the definition of sexual harnssment
above, sexunl harassment may take several
particular conditions, includmg:

a. Special victimisation, which occurs when

a person s victimised or mtmidated for

reflusing to submit (o sexual uvances;



b. Greoming, involves an action or series of
actwns, which shall mitinlly appear to be
conducted within the context of the
academic project done with the overall aim
of befriending and establishing a
paychological or material connection with @
person 1o facilitate subsequent sexual
harassment, or sexual assanli, or o hinder
the reporting of various acts of harassment
ar asaatlt

. ‘Online grooming' which refers to
grooming using modern-day technology,
such as mobile phmﬂ and the internet:

Quid Pro Quo Harmszment of staff which
occurs when the alleged perpetrator influences
or atiempis W influence & person’s
employment circumstances by coercing or
attempting to coerce that person to engage in
unwelcome sexcual conduct; amd

Quid Pro Quo Hamssment of students,
which oeeurs when:

a. An  alleged  perpetrator  influences  or
attempts o influence the admission of o

stpdent 1o the Universitly of access o
opportunities withim the University, by
ChEfCInE OF AlEmplAg o eoeree  that
person to engage n unwelcome  sexual
conduct or offening special reatment in
elthnnae for undesirable sexual behaviour:
ar

b. An alleged perpetrator influences or
ariempts  to  infuence the prading,



evaluanion or profesalonal advancement of
the student by coeroing or attempting to
coeree them 1o engage in unwelcome sexual
conduct;

€ A student or junior member of stafl
influences or attempts to influenge the
grading or promotion belng conducted by a
senior member of stadfl.

Sexual Exploitation: Conduct m which a
person  takes non-  consensual - sexual
advantage of another indivadual for the benefin
of anyone other than the individual being
exploited. Examples of sexunl explojtation
include, bt are not limited to, the following:

a. Taking -andfor disseminating pictures,
viden, or audio recording of another person
engaged m sexual activity without the
consent of all mvolved in the actncy.

b, Expomng one'n genitals in non-consensual
circumstances, including wia  online
et munications.

e Sexual voyeuriwm, such as  watching
another engage in sexual activity ar
undressing without consent.

d. Disrobing another person without their
corsent.

e. Knowingly Iransmittng nexually
tranamitied infections {STI] or scxually
transmitted  discases [STD)  without
disclosing that one is infected with an STI
or ST,



Stafl A full nme or part tme employee of the

Universaty at any level,

Btudent An individun] enrolled in an undergraduate,
post-graduate, or non-award program with the
Univeraity including those on leave or studying
anline.
gar Members of the Executive Leaderahiap Tearm,
Vice Chancellors, Executive Deans, Directors
of Research Institutes. andd  Heads, of
departments and administrative support unita

Third-Party Providers For the purposes of this Policy, a Third-Party

Provider 19 deemed hyd::l:ln'n-:_nilymﬁd] into

ane of the following:

i Organisations or ndividaals contracted w
perform & servicefs for the Unlversity
including. but not limited to those engaged
ta celiver some or il of & course of study 10
Universiry  stydenta wia student
placements, internships. wudy tours,
student mobility programs, an indusery
placement,  research  degres  studeént
supervision or ‘twinning arrangements’ that
may be conducted on-shore or overseas
industry, institutional or  community
placements underiaken by siafl as part of
their wark for the Universay food outlet

up Line M

operators,  ch and  tradespeople,
contractors, consuliants and other vendors.
mdm":lirrn.

b. Organisations with which the Usniversity
malntaims a  #of-contraetual | but

L



University

continuing professonal or collaborative
relationship,
Kamiesi University of Health Scencen
Providers of goods andfor services to’ the
Univeraity.
A person against whom an act of sexual
harassment, scxual assault or rape has
altegedly been perpetrated.
An individual who is not a regtered student
ai the Universsty, nor o postdoctoral fellow, nor
an indindual with an academic of research
appointment at the University.



11 BACEKGROUND AND SCOPE

Sexual harassment in the institutions of higher learming is prevalent
and occurs agunst both males and females but predominantly against
wamen, female students and other marginalised groups, Women at the
loraer rungs fechelons within the University suffer more haransment of
a sexunl naure due o power iy ics. Research ducted at
Univeraity of Malowi showed &7% of students suffered sexual
harassment on campus and 12.6% of the students were raped [Phin,
2003}, Additionally, the recent situntion analysis in the University of
Malawi revealed that the trend is g Unfor Iy, inncid

or cases of sexual harassment on and off campus are rarely reporied to
autherities. In spite of the importance of sexial harasament in
institiitions of higher leaming, for many years thin issie was rarcly
addressed at policy level.

This Policy addresscs a gap in procedures and mechaniams to deal with
allegations of sexual harassment in the University and also responds 10
the global *“Me Too Movement®. KiTHeS is commitied 1o “gerostolerance”
for sexun! harassment and shall not wlerare conduct that may be
construed as sexual harasament. Such behwnour is contrary to the
wpirit of the Constitution of Malawi [1994), Malawa Labour Laws (20204,
the Gender Equality Ace (2013}, Malawi 2063 and any other related
Statutes and Policies. Stall, students and visilors responaible for such
behaviour or conduct may be subsject 10 appropriate administrative or
disciplinary measures.

KUHeS aims to be a world-class university ted b0 professional
excellence and one that practices principlea that refmin from any form
of sexunl har i, discrimi . physical or wverbal abuse,
intimidation or favouritism. The University alwo believes in the
application of the KUHeS Conditions of Service nnd Code of Conduct
and all other related sratues and policies 1o t the building of a




posituve, respectiul, and mouvanng environment while advancing. a

harmonious institution.

Thas Policy applics to all KUHeS staff, sudenis, visitors, vendors, and
contraciual service providers. It alao covers both en and off campus
KUHeS-sponsored eventa and activities.

12 THE RATIONALE FOR THE POLICY

Members of the University community have the right to be free from: all
forms of sexual harasament and sexual misconduct The Unlversity
realises that sexual harassment subverts the Universitys mission and
threatens its reputation, careers of safl, educational experiences of
wtudents and general well-being of swff, students and visitors.
Protection against sexual harassment is important not only because it
threatens the freedom and conducivencss of the environment at
institutions of higher learning but also at & more fundamental level,
wmich o conduct is unacceptable because it violates personal dignity.

RUHeS i committed to zero-tolerance on sexual hamssment and
sexiinl misconduct. preventing ite: aecurfence and resocurrence and
remiedying its deleterious effecta. It is expected that all membsers of the
University community and its visitiors sct under the regulatory
requirements of the matmmon and conduct themaelves n a manner
that mantains an environment free from sexual harassment and sexual
misconduet. Therefore, this Poliey aims 1o define the expectations of the
Universaty community and establish procedures amnd mechanisms for
determining when those expectations have been violated.

13 KUUHeS VISION

A world class university and a centre of excellence in health education,
research and innovation.

14 KUH:S MISSION

To advance kmowledge, pfnle-nmn] competencies, skills and
innovations n health sciences through high quality student-centred

1



and mnevatve sducatson and research that respands to and miluences

the global/national policy. health and development needs in an
eilicient, susmainable and resuli-onented manner,

15 AIM OF THE POLICY

The aim of this Policy 1a 1o eli sextnl har and redress
complaints of sexunl horassment and matters related to it in the
Univeraity.

16 OBJECTIVES OF THE POLICY
The specific objectives of the Policy are toz
a. Provide an environment in which students, siafl members and
third parties study, work effectively and fully participate in
University life without any fear of being subjected to any form of
sexunl hirassment
b. Ensure that suppon mechaniims such as rehabditation and
counselling are made available to the complarmants, perpetrators
andfor those who witness incidents of sexual harassment.
¢ Ouiline protedures to investigate allegations of  sexual
harassment.
d. Make provison fof approprmale recourse 10 complanants who
report harassment and/ or to allow them to pursue justice.
e. Define roles and concepts conceming sexual harassment.
1. Esatablish appropriate mechanisms of assessing and monitening
the nature and extent of sexual harassment,
B Swaltly respond to reporis of sexual hamassment.

17 POLICY PRIORITY AREAS

Literature demonstrates that sexual harassment in institutions of
higher learning is reported by all groups (under praduate students, post
graduite students, all staff). However, students, vounger women,
women with msecure employment conditions and certain minoritics
{ethnicity and sexuality) are more exposed to sexual harasament than

other groups. Additionally, sexual harassment online is also on the rise.
1



Bexunl har among students and stall 8 also the focus of the
Model Gender Viclence and Sexual Harassment Policy for the
institutions of higher learning in Malowi. This Policy therefore, focuses
on:

. Sexual Horassment amang Students,

b, Sexunl Harnssment among Stall,

€. Sexual Horassment and Cyber space.

. Sexual Harassment: Male victims and Minorily groupa.

16.1 5 1 Ha at Student

16.1.1 Sexual Harassment by Fellow Students in off- Campus
Halls of Residents

The unique crcumstances of students living off=campus shall be

consddered in all sexual har related deciad titives and

puidelines.

. The University shall raise awareness on  sexual
harassment amongst students living off-campus.
b. The office of the Director of Students Affairs (D5A) shall

inform Property owners of off, pus dation of
the institutions Ant-Sexual Harassment Policy, an well as
reporting and compliaints systems,

c. The office of the DSA ahiall fummish property owners with
relevant contact details of the (natitution 1o tse in cases
of sexual haressment amongst and by their student-
Tenants.

d. The University shall foster relanonships with  bocal
community  palice services,  religous  groupings,
counsellors and gender advocates, particularly those in
areas where students live.

e. The University shall act as a link between property cwners
and srudents by having a database of pre-approved



16.1.2

accommodation which they have already reviewsd in
termn of safety.

f. The University shall have an annual review of security of
off~campus students’ accommodation by way of survey,
Data shall be collected from students, property owners,
and comumunity members.

&, 1 H ent of Stud

by Staff
This themnatic ares is meant o protect students fram all forms of
sexual harpssment by all staff of the University.

16.2 &

i Al studentn and stall shall comply with the University's
Anti-Sexual Harnssment Policy:

b All students and stafl of the University shall prevent
ntudent and staffl sexual harassment by establishing an
effective reporting and response  syslem 0 sexual
hargasmeny compladnts.

€. The University shall have guidelines for student-stafdl
relations supulatng explicitly what conduct 15 and is not
allowed.

d. The University shall be mandated to check prospective
employes's erimingl recordy on sexunl harassment related
olfenses,

e. Every wmtudent and wiafl member shall have a
responsibility o reportfwhistle blow verbally or in writing
\nﬁmumdhunulhnrumtmhmu@lmuhﬂr
attention  through anonymous reporting or following
whistle-blower procedure as outlined in the University's
Whistleblowing Policy.

1 H t Seaff

This thematic area is meant to protect both students and staffl from all
forma of sexunl harpssment m the University.



.

i

L

All seadl members shall be required 1o make a declaranon
on recruitment of their staius in relation to commitment of
any sexual offence including demanding sexual (avours
from students in exchange for grades,

Al staff shall maintain & harmonious working environment
for ather colleaguies by behaving in a manner which ia free
of intimidation, hostility, offence and any other form of
el harassment or abuse of suthonty.

. (Al staff shotl familiarise themselves with KUHeS policien,

ncluding an understanding of conduct which constitutes
sexunl harassment or abuse of authorty: and educate
themselves through mandatory as well as optional training
on sexual harassment and gender related policies.

All stafl and students ahall comply with the University's
Anti-Sexual Harassment Policy;

The Human respurce alficer shall inform stafl about the
various options and internal channels available to them for
nddressing sexual harassment or abuse of authority.

Al stafl shall refrain from all forms of retalinbion i & case
of sexual harassment has been raised against them,
Newly recruited stafl shall undergo vetting (o check their
history regarding scxual harasament.

All sl shall undergo annual wauning on  sexual
harassment.

The Universaty shall develop guidelines and codes of
conduct for wal relapons and alwe  saff-soadent's
relations, clearly describing power dynamics in consensial
relationships, prohibating sexual i

16.3 Sexual Harsssment: Male Victims and Minority Groups

This thematic area is meant to protect men and other minority

groups

cluding those with bdlity fram all forma of sexual

MI in the University.

L]



a. The Universty shall caine owareness on maoles being
victims of sexual harassment

b. The University shall encourage holistic: understanding of
sexual  harassment, including  power dynamics  and
deconstruction of gender stereatypea,

. Male students and stall shall be given safe spaces to talk
about sexual harassment.

16.4 Minority groups snch as thoss with dizabilities shall be
ged and supp don 1 H. £h
Cyber Space
. To speak out against sexial harassment.

This thematic area is meant to protect students and stafl from all
forma of sexual harassment in the University via the Cyberapace.
. The institution shall raise awareness of the meaning of
cyber=harassment including the provisions of the Electronic
Transactions and Cyber Security Act, 20016,

B Al gender curnculs shall cyher.
c. Siafl, as well as the team desgnated to handle sexual
har ahall be d in eyber h el 1o enable

them to effectively deal with such cases.

d. The University shall have a regulatory framework for cyber-
harasment.

e, ICT personnel shall be onented and consulted in decisions
to o with cyber-harnssment.

L Vietima of cvber space harassmen! shall keep evidencs af
my eyber bullying and harassment jmcluding  screen
captures, bullies screen name, text and images| 1o assise in
tracking down the bully and as necessary reporting the
muitter to responsible alficers.



g The victim shall not respond o further messages/ postings
from the bully and if possible, block all channels of

communication with the bully.

18 IMPLEMENTATION GUIDELINES
mun:rgrnxynmuukzrﬂm‘ﬂemtocmandmﬁmm an
environment that is free from sexiioal harassment. The following shall
guide the Univeraity's efforts in creating such an environment:

17.1 The Office of the Deputy Vice Chancellor

The Deputy Vice-Chanecllor shall ‘cake the leading role in ensuring
compliance with the Anti-Sexual Harassment Policy and shall be

responaible (o
a. Ensuring that relevant frameworks are set for sffective
umplementation of the Policy.
b. Receiving reports of findings and recommendations of the
Anu-Sexual H Investigating © and
follovang up on recommended actions,

17.2 The Human Resource Officer

Thie human resource section shall;

8- Ensure that information about this Policy and procedures
are attched 1o the employment contract and are meluded
in all mduction processes for stafl, which shall be
mandatory (refer to the Traming and Development Policy):

b. Ensure thar informanon abour sexual harassment is

meluded in tratming provided 1o all members of the
Univerasty.

Ensure campuises are sdeguately i

Ensure the provision of night surveillance an campuses,
Install circuit camerss i sStrategic Spats on Camplises,
Provide adequiate security. in places of accommaodation and
at all apcial events.

BoA P



& Ensure thar all security stafl are trained on how 1o respond

o reporis and cases of sexual harassment.

17.3 The Executlve Deans

The exccutive deans shall foster a working and learning environment
free from any type of sexual viokence in their schools by ensuring that

they:
a,

Communicate the existence of this Policy and it salient
features to0 employees, students and third parties within
their Schools and sections

. Communicate with heads of department on the importance

of effective implemenmation of this Policy.

. Support awareness activities and mandatory tranng for

the staff in ther Schools.
Take annual sexal violence training activities spensoned
by the University,

. Receive reporis from the heads on the cases of sexual

violence they have dealt with in their depariments,

17.4 The Departmental/Section Heads

The departmental fsection heads shall;

di

I:mph-wu.h the termn m‘ this Fohey.

b. Communicaie the Policy to all employees, students and

third parties in their respective areas of responaibility.

. Sulbmit & report on sexual harassment casen deall with to

the Executive Dean on a hall yearly bams, using the
template aitached to this Policy.

Encourage staff 1o repart violations of the Policy.

Allocate rescurces (human and financial) ta ensure that
mwareness ratsing and training programs for employees on
sexcual harassment are implemented.,



f. Ensure implementanon of recommendations within five [5)
working days afier conclusion of mnvestigations of scxual
harmssment complants,

g Treatall L aas

F

h. Monitar continuous compliance with the Policy,

17.5 The Director of Students Affairs

Thie Director of Student Affairs shall;

i Communicate the seriousnces of the issue and the
existence of this Policy and s salient fealires to siudenta.

b. Monitor closely students' social weekends and other
sudenis’ secial evenis o prevent, guarantes or bring for
due punishment aganst any acts of sexual violence.

©. Cause 1o be provided health, paychologieal, counaelling and
other rehabilitative services for survivers of  soxual
harasament.

e, Ensure that new students are properly oriented in both
their rights and limits and vis-a-vis this Pelicy and sex
education matters.

e, - Establish programs that address ahared risk [aotors for
sexuil harassment e.g. drug and aleobol abuse prevention
und sexual reproductive health services.

f. Comduct awareness campaigns about sexuol harassment
during socinl evenis,

g Dstribute b0 students, and share on the matitutions
website, soctal media platforms, and i all places of
necommodation flyers on sexual harassment

h. Sensittar  students on  sexual  harassment,  and
corresponding regulations and policies with a focus on the
minority groups including people with disabilities

i. Ensure that a Complaints Form is accessible to all
sudents.



17.6 Stafl and Studenta
All Stafl and Students shall:

17.6.1

n. Familiarise themaelves with the Univernity's Anti-Sexual
Harassment Policy including the procedures for dealing
with allegations of sexual harassment.

b, Comply with the University's Anti-Sexual Harasament
Policy,

. Partcipate in sexual SUTVEYS 10 bie the
Universsty analvse thewr atiitudes and beliefs regardang
wexual harassment.

d. Repart inetd af sesunl b 1 that they wilness.

e. Offer support to anyone who is being harassed.

. Maintain confidentiality of information provided during an
investigation of & complain

¢ Participate in any anti sexiial harassment training
provided by the University

The Student's Representative Council (SRC)

The SRC are rz-pmuhh for h:l;-nﬁ 1o foster a leaming envimnment
free from any type of sexual viclence, The SRC shall:

b,

Collaborate with the [DSA by supporting awareness
Activitios.

Seck advice and support fram the DSA and ED 10 resalve
the sexual misconduct.

Entablish r_‘ndnr transformative, student<ded initiatives
such as clubs, societies and extra-curnicular programs that
engage in research, awareness and sexual harassment
advecacy

17.6.2 Staff Union [KUHeSS1)

The stafl unions shall play a magor role in outdawing sexual harassment
at work place, To do so they ahafl:



a. Display a declaranon demanding a safe environment for all
sindl at the workplace as well as ai mectings, activities and
evenian

b, Ensure that emplovers provide a counselling service for
victims,

. Carry oul swareness raising and training om  sexual
harasament which include the effect of sexual haragsment
en octupational health and safety and the general working
environment

d. Organise campaigns about sexunl harassment.

¢. Ensure there are anti-harassment decumenis at all union
fumetions.

17.7 The Vietim

The individual who thinks that they have been, or are being sexually
haransed can take the following measures:

u Sgrnknrnnmdi:mtymmnnllmﬁpupummrmrm“
them that the behaviour is offensive and 1 P and
request that it stops immediately; or

b Seck advice from thetr supervisor or line manager on
poanibie strategies to resolve the issue

o Keep confidential records about the harssment

d. Keep a record of incidents noting:

1. what happened.
il. when and where the harasaing occurred.

m, the namefs of witnessfes,

17.8 The Investigating Committes

This is an adhoc commitice constituted by the University 1o hear,

i gate and r d appropriate action|s) to address issues of
comj i8] of sexual har Peraons reaponsaible for




investignnng and resalving complamts have a duty not 1o be affected
by buas or conflict of interest, and must act furly and impartially.

B

b.

The registry shall serve as the central coordinating office
to the Investigating Cammirtee,

The in ing C ittee i responsible for conducting
formal investigations of complaints against stucdenis,
stafl, visitors and any individual conducting business with
the University,

Suppose o complaint is directed against an individusl who
would otherwise play o role in investigating and
attempting 10 resalve the complaing; in that case, the
function assigned to 1that person by these procedures shall
be delegated 1o o senior pernon.

. Where a complaint is laid against the DVC, the University

registrar shall report directly to VC, who shall appotnt
independent Ombudsperson to oversee the process,
Where a complaant 18 laid against the VO, the University
Registrar shall report directly te Council, who shall appaint
an independent Ombudsperson (o oversee the process,

18. MECHANISMS TO RESPOND TO SEXUAL HARASSMENT
CASES

The University in commitied 1 ensure that complaints related to sexual
harasament are treated serlously, nvestigated prompily, impartially
and confidentially, If a complaint is substantiated, action shall be taken
against the alleged perpetrator.

There are four stages in responding to sexual harpssment cases,

18.1 Lodging a Complaint

A complaint can be lodged informally or formally. Informal complaint
emphasises on scolving the problem while a formal complaint focises on

whether

i veri afl a P cnh b profen.



a. Informal Procedure

I. Where the complamant foels that he or she s being or
has been sexually hamssed, such a member may
attempt to resolve the matter directly with the alleged
perpetrator,

4. Explain to the alleged perpetrator that the behaviour in
Gquestion isnot Mm_mmnmmgmmphmm
or makes him/her uncomfortable andfor it also
interferes with hin/her school or work.

i, Choose to ask another person whom he o ahe trusta 1o
itervene on their belall,

. I the latnant is not satisfed with the autcames of
the informal approach, hefahe may then follow a formal
procedure,

b. Formal Procedurs
i The complamant can take the ophon of formal
procecdings to resolve a sexual harassment complasnt
if the harasament could not be resolved through an
informal procedure or choose to resolve the complaing
through this process without firstly using the informal
route, Formal complaints of sexual harassment:

1. May be made in person, in writing (including
through  elevironic  communications], or hy
telephone to the line r 4 or o d
officers to recenve complaints.

2. Can be made by victims or by any person with
knowledge of possible sexiial har

3. Are not subject to dendlines and may be made
ansnymously, although the anemymity of reparta
and/or the passage of time may result m the repont
being more difficult o investigate and pursur
through internal disciplinary procesdings.

bt




4. Should, 1o the extent poasible, describe specific
wcidents) of possible sexual harassment with
details, includmg dates, locations, and identifinng
the alleged offender, victim and any witnesses.

. The bne managers should prompily acknowledge
recript with nn explanation of the next steps (0 the
process, including whether the complatnant shall be
mefvined of the outcome of the assessment and
information on SUpport pathwaye.

e The kine managers should immediately or within 24
hours forward the complaint te the investgating

ittee for L

¢. Complalats by Staff
i. Stall who experience sexual harassment must lodge

their complaint with the line manager;

i1, Written complamts abould be submutted using the
Srarerment of Grievance form appended in this Policy;

. Complaints, should include in the statement, the
reasonable outcome fresolution sought to consider the
situation resobved;

w. If the line monager is the alleged perpetrator. the
complainant can  bodge the complaint with the
immediate supervisor of the line manager.

4. ¢ laints by Student

Students who experience sexual harassment must

immediately report this o the Director of Students

Affairs.

li. Te initiate the frsz formal stage of the grievance
procedure, students should pur the eomplaint (o
writing usng the Student Complaints form and send it
wr the Registrar,




oi. Complamis, should melude n the statement, the
reasonable outcome) resolution sought te consider the
situation resolved;

iw. If an aggrieved student brings to the attention of the
University any instances of sexual harassment where
the alleged perpetrator in oot an employee or other
Mfidunhtun‘edundﬂrthdlty_ﬁuUnmry
shall help the aggricved student,

v If the DSA is the alleged perpetrator, the students ean
lodge the complalnt with the Registrar,

e, Complaints Agninst & member of any Committee or

Line Manager

Hicmplnmlhmndgqﬁnunmembﬂﬂmymmmjuﬂ

under this Policy or line manager, the member or the line

manager ahall:

5. Not be part of any of the processes relating to the
investigation and resalving of the complant,

i, Be replaced with a more senior and competent stall 1o
procerd with handbing of the complaint.

i If proved guilty, shall immediately relinguish their
responsibility in  handling  sexusl  harassment
complamts.

f. Complaints by Third Partles

i. Where the aggrieved individual is unable to make the
complaint on account of his/her physical or menatal
incapacity or  death  or  otherwise,  hisjher
representative, may make o complaint;

i Where the case of sexual harassment has been reported
by a whistle hlower, bystander or a third-pany prowder,
procedures stipulated in the Polcy or on Whistle
biowing shall be fallowed.



18.2 [Initial Complaint Assessment

. On receipt of a formal complaint of sexual harassment, the

gating shall appomt a focal point 1o serve

as & contact point for the victim and the alleged ollender

throughout the formal process to provide information on
the process and relevant time frames;

b. The complaint shall be 1 by the investigating

COMMItTEE 1o determine:

. Whether of pot issues raised In ot are withm the
Universiry's control andfor meet the critena set oul in
this Palicy.

i Whether or not the complaint contains cnough
information upon which an investigation could
COMMEnce.

il The reliabality of the source of the complaint
[ananymous/known, infermation directly or indirectly
perceived by the source, supporting documents of
facts).

v. Whether or not there is evidence that the complaint is
based on intentionally false or misieading information.

18.2.1 Outcomes of the Initial Assessment

i Investigation shall be conducted.

b. Investigation shall be closed, with or without managerial
or administrative action.

. Where it ia determined the issues are not within the
University's control and/or the complaint does not meet
the acceptance critetia, the investigating commities shall
write to the complainant and provide reasons.

d. When a complaint is accepted by the investigating
committee for inquiry under this Policy, it shall consider:

i Gravity,



d.  Health or safety concerms;

i, Effects;

iv. Riaks involved if attempted resolution of the
complaint is delayed:

v. Meed for external resources;

vi. The ity of the complainant and respondent to
engage in the process.

18.3  Complaint Investigntion

The Investigating Computtce shall initiate o foemal investigation of a
sexual harassment allegaton if & complaint is complete, falls within
thencnpenl'ﬂ'u‘l Policy, and ardculates sufficient apecific fucts,
which, if determuned to be accurate, would support a linding by the
greater weight of the eredible evidenee that the Poliey was violnted.

18.3.1 The Investigation Guiding Principles
In investigating cases of sexual harassment, the following principles
must be considered:
i The alleged offender 1 mnoeent untll proven guity.
b. The victim must have the support of his/her employer
and not be afraid to lodge the complaint,
c. The receipt and investigation of the complatnt should be
treated with strict confidentinbity.
d. Investigation files/reports should be kept separately
fram employees’ personal fes.
e. The process of investigation must be transparent. Time
is important and therefore when a stalemate is reached,
o decisbon to move to the next step mus! be expeditiously
takoen; and
{. The wvictim muost be protected from  remafistion and
victimsation.



18.3.2 The Investigation Initial Steps
The investigation procedures shall include the following stepa:
i, Handling the victim.

i. Conduet & privale interview with the complainant and
articulate the allegations in writing.

. Inform the victim of the focal point person.

i, Inform the wictim that they may nominate & soppo
person who s not a witness throughout the entire
pereed of investigation.

w, Ask the support person to sign & confidentinliy
agreement,

v. Encourage the victim to preserve and send to the
investigators all information deemed relevant, jfor
example, text messages or e=maill, and to provide a list
of persons the victim considers relevant o the
complamnt, such as witnesses to the alleged sexual
harassment.

v, Inform the wictim that the complaint s wnder
investigation.

b. Handling of the alleged perpetrator

i. Convey the allegations, i full, w the alleged
perpetrator,

u. Frovide an opporunity for the alleged perpetrator to
respond and  defend himselffherssll against  the
allegationa

iid. Inform the alleged perpetrator of the focal padnt persan.

. Communication with manngement

Sharing information on the wellbeing of the victim(s) and

alleged offender ampong investigators, focal peints, and

cxecutive management is of inereased importance in

sexual har t nvestigations

L



18.3.3 Gathering of Evidence
n. Conducting interviews

Investigators shall:

i Interview all relevant persons with knowledge including
family & of the alleged sexual and
s impact on the victim.,

. Hold inrerview o privicy.

14, -Assure protection from retaliation.

w. Ensure genider balance m the committee.
b, Collecting other evidence

Other evidence may include:

. Digital evidence such as cmails, text) instant messagen.,
records of telephone calls, internet acceas, CCTV
footage, social media entries, and photos

. Medical and counselling records can be used to suppont
a victim's account of assault and for distreas. They can
also be used w0 cormoborate an alleged  offender’s
AeCounL

i, Decumentary evidence such o correspondence, forma
and all information that may be maintained on paper in
oflicial archives, s well as external material such as
personal letters, business records, etc.

18.4 Timelines of Handling Complaints
ﬁﬂmptmpnrﬂn;ﬂmdhmumm{hmﬂebﬂlmmudﬂl
parties and enables the heads of depariment /sections (o address and
correct  unacceptable behaviour and provide suppornt o the
camplainant,
i, Complainants ‘of sexual harassment are  therefore
encouraged to report the case as soon s it has ooourmed

b. Within 48 hours of receipt of a complaint, the Head of
Department | section shall send the complainant a briel

0



acknowled of the eompl satng that the
complaint - shall be evaluated, and advising  the
complainant{s) that he or she shall be contacted within
seven days. The acknowledgement letter shall include a
copy af these complaint procedures,

[ mﬂudnd‘nepnrmenl,ium has an obligation 1o
report any case of sexunl harassment o the Anti-Sexunl

Hi Investigating C within seven days
of recespt of the complaunt or becoming aware of the
incident,

d. The Head of Deépartment shall ensure that a reporied
sexital harassment complaint is investigated as prompily
an possibie and be resolved in most cases within 90
working daye of the date the request for formal
investigation was filed.

€. In the event that 90 days expire before the investigation
of the sexual harassment case i concluded, the Head of
Department shall consult the complainant through a
written request for an extension of up to a maamum of
45 dayn to conclude the cane.

18.4.1 Challenges to Meeting Timelines
Sexunl harassment investigations. are not always capable of swift
resolution, Completion can be frustrated by many other factors
inchuding:
a. The need (o obtatn and analyse digital evidence.
b, The addition of new allegations an the v
proceeds.
. The reluctance of witnesses to be interviewed.
d. The volume of relevant witness testimony, and dilficulties
interviewing parties, fof example on aceount of sick leave.

a
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e Accordingly, sexual harassment myestigalons cRnnol

work io & stnct tmeline. The tune lines set here are only
tentative and a itment o de that the
University is committed to timely resolution of sexual
harassment issiicn.

18.5 The Investigation Report

At the conclusion of the investigation, the investigating committee is
required to wnile A& repor The investgating Committes shall
determine, based on ther findings, whether there is & case to be
answered or not,

The investigating Committee ahall:

Upan

a. Document the mvestigation process.
b. Summarise the evidence obtained and accompanied by

supporting  documentation, including  records  of
intervicuws, wrilen -u:unm.ts,nﬂnttﬂewﬂﬂ:\m ar other
reproductions of any physical evidence.

& Submit a report 1o the DVC.

18.5.1 Post Investigation
g the report submitted by the lnvestgating Commintes,

the Executive Manngement sholl not impose sanctions or puanitive
measures againsi the alleged perpetrator but shall recomanend a maiter
1o be either taken up by the stafl or student Disciplnary Commines,

The Extcutive Management shall write to the complainant to address
the substance of their complaint and advise them o

&, The outcome of the complaint and any action taken or

agreed to be taken;

b, The reasan(s) for the outcome;
¢t Any remedy for them, or change to process that has been

pat in place as a result of the complaint.

B



19 SEXUAL HARASSMENT SANCTIONS

The disciplinary committee shali follow procedures set by the University
to institute o disciplnary hearing, However, 1o foster deterrence, it ia
necessary o establish benchmark sanctions. These benchmark
statements are intended to offer guidance to individusls and panels
1mpolmgmd recommending sanctionn, and to alert students and stall
of the serious nature of sexual harassment, They are o starting point
for determining the appropriate sanction. The setual sanctions onposed
are determined on o case-by-case basin and may be greater or lesger
than the benchmark sancitons. Hefer to Appendix 4.

Factors to consider when determining sanctions may inclide:

A Mingating Factors

i The extent to which the hamsser could have
antcipated that such behaviour was unacceptable or
unwanted or behaviour wis by mistake or was
unintentional.

i. Prior instances where the alleged perpetrator's similar
advances wers welcome,

i, The complainant reduced sanciion request.

b. Aggravating Factors

i Harassment hos coused lengthyfextensve ar
irreparable deprivation of access, benefita, and
opporiunities.

ii, The perg has ed g of vi
another employee/student who has made & sexual
harassment allegation or who has served as o
witness in & sexual harasament mvesfigation.

ii. The behaviour conunued despite a mutual no
contact restriction.

iv. The complainant makes makicious or vexatious false
accusations;

n



v, Regquemt  for  enhanced sanctons  from  the
complainant.
¢ Compounding Factor
i Prior history of misconduct.

19.1 Right of Appeal

Enher party has the right to appeal if they do not accept the sutcome
of the complaint. They may mvoke the relevant grievanoe or complaint
procedure within the timelnes specificd in that procedure. Appeils
ahall be handied by the Appeals Committee of the University

a. Both the plai and the respond shall kave a
nght 1o appeal the decisson of the Executive Management
within a period of 10 days from the date of notification of
the decision,

b. No member of the IC shall concurrenily be & member of
the Appellate Cammittes (AC],

. In case the complaint had been made against one of the
members of the AC, that member shall be replaced by
anather [impartial member] for that particular case.

d. Some of the grounds for appealing agamst the decimon of
the lnvestigating Committee may include the following:

i The alleged conduct doen or does not fall within the
scope of this Policy;

il. The IC resched & decinion without consideration of
material information;

. The mmpossd penalty i3 unfair because it 08
disproportionate of matersally different feom  thar

poacd for simil duct; or
w. The adjudication process followed by the IC was
procedurally unfair;

v. The request for appeal must be o signed, written
document anticutating why the decision to dismiss the

complainl was o error
-1



vi. The AC may, on constderaton of the appeal and any
other relevant matenal, confirm, set aside, vary or
muntify the decision within 7 days in respect of which
such dappeal is made, and shall communicate the
decision to both the partics, the VO and the IC;

19.2 Outcomes of Appeal

o Uphold/Affiem the deter of the disciphnary
committes,

. Vacate and demand to the discplinary commiiies for
further proceedimgn

¢, Reverne the determunation of the disciplinary
COmmitiee,

19.3 Supportive Mechanism

Complamants of sexual harassment must have access to support from
responaible persons after an incdent. Supportive and protective
measurea to the complainant shall be provided regardless of whether ar
not disciplinary procesdings are instituted. Supportive measures may
inelede, but are nod Hmited ta: Ongoing peyeho-social supporn
throughout the process from paychologists; and access to free medical
services for advice and treatment through the University.

19.3.1 Initial Support
Instial emotional support shall be provded by the Head of
Department/Section whom the complainant first approaches,

19.3.2 Medium-Term Support

Upan receipt of the complaimt, the Head of Department/Section miust
assess the noed for counselling and ensure that psychological and
contnuous emotional suppon s provided 1o the complainants.



a. Internal  service providera  shall  provide firsy  lme
peychological and emotional support to both students and
stafl.

b, C ed pavchological and al support to stafl

plainants of har t ahall be provided by an
extemal service provider coordinated by the Heads of
Department { Sectian.

19.3.3 Additional Suppart for Rape
In addition to the processes and supportive and protective measures

outlined above, the following special procedures shall apply to victims
of rape:

a When an incident of rape is reporied 1o any person at the
University, the victim should be informed of the necensity
of mcdvtn; immediate medical attention, inchuding post-
exposure prophyladis (FEP) for HIV. All reasonable efforts
must be made prompily Lo transport the vietim (o the elinie
or any hospital close to the University,

b. When rape occurs, i must be reported to the Campus
Director Director of Studenrs Affars who must ensure that
it in reported as soon as possible to medical professionala.

c. Support the vicum to {ile o complaint with police for legal
redress,

19.3.4 Protective and Remedial Action
Retaliation fVictimisation is a matter of seriows concern, particularly in

cases where the alleged perpetrator is of superior rank. The University
ahounld:
a. Ensure confidentinlity during the investigation &nd protect
the complamant.
b, Persodically check up on the complainant to ensure that no
adverse actions have been taken.
¢ Restore sick or annual leave taken because of the sexual
harassment.



-

. Conmder granting addinonal ack leave mn cases of sexual

harassment where an employee andfor  perpetrator
requires paychological support and follow-up for resettling
in the workplace.

Review the treatment and employvment decistons affecting
the complainant and wimesses 1o ensure that such
treatment or decisions are nol retaliatory in nature,

. Compensate losses such as medical expensen.

Grant an appropriste remedy to the acoused person if there
has been any loss muffered by such person, where the
complaint i found to be unjustified.

5.59.5 Additional Protective Measures to Siudents
lrterim protective measures may include, but are not Umited toc

o

No=rontact orders, where appropriate.

. Change of University student residence, where appropriate.

Change of academic classes and academic concessions,
where applicable; of leave of absence where appropriate.
Any intimidating behaviour or secondary harasament by
the accused or orchestrated by the accused towards the
complainant shall itute o disciplinary offence.

20 RECORD KEEPING AND CONFIDENTIALITY

Records of sexunl harassment complidnts including records  af
investigationa, voluntary resolutions, and discplinary action shall
invariably contain highly sensitve and potentially damagmg personal
information, [t 8 therdore imperative thar they are protected by

SECUTTY r The University may have legal

chligatons to protect this data under relevant workplace regulations

a. The registry shall be primarily responsible for reconds related to
complaints against students and stafl;

b. Any files or reports associated with an investigation should be

beept in locked storage;



€. -Access should be restricted 1o authormed persannel only. Reconds
should not be placed on geneml or open access files;

. Care should also be taken to ensure the security of the
transmission of information by e-mall or facmimile, and the
storage of electronic information;

e This Policy prohibits any persoa including the investigating team
members from publishing, communicating or making known 1o
the public, press and media (including social media) in any
manner, contents of the complaint, the Wentity and addressss of
the aggrieved person, respondent and withesses, any infarmation
relating to  conclimiion  and  inguiry  procecdings.  or
recommendations of the vessgating team;

f Any person who kmowingly and intentionally makes an
unauthorised disclosyre of confidential information contained in
a complaint of othervase relnnng to the investigation of &
complunt under this Policy i sichjeet to disciplmary action.

21 EXPECTATIONS REGARDING RELATIONSHIFS BETWEEN
STUDENTS AND PERSONS IN AUTHORITY (STAFF AND

The University is aware that sexual harassment frequently takes
place in situations where there are unfhir power dynamics of work
or in the classmoom. Any sexund or romantic relationship between
& facufty member or stall member and a student are probibited
because they are potentially exploitntive and could at any moment
be seen as such due to the power imbalance that s inherent in the
supenos-sibordinare and staff-student rel ahip. Therefore, i1
is impoctant that all members of the University munt be aware that
these relaponships have the potenmial to put faculty, stail, and
stuclenta at tremendous persannl and professional nsk They also
frequently result in impaired judgment, compromised cholces, and
lowered mlq:l.nu morale. Any member of the Univernity who

participates in supervsory or admi ve o
-]




an emploves or student with whom he she has or has hod o sexual
or intimate relationship has a conflict of interest. Such a member
s prohibited from partcipating in sepervisory or administrative
| must 1 the hip and make alternative
arrangements a8 outlined in section 8.4, V of the KUHeS Code of
Conduct and Ethica. If any member chooses not to disclose the
relationahip or does not follow the guidance provided in the Code
of Conduct and Ethics; and an event eof a charge of scxual
harasament orising from such oroumstanees oceum, the
Univeraity ahall in general be unsympathetic to a defence based
upon consent.

22 MONITORING AND EVALUATION

a. Monitoring. and evaluation shall be conducted using provided
maonitoittig tools applicable ot dafferent levels within the University
to track and assess the level of compliance to this Palicy,

b, The Umversity shall regularly collect and assess reporting and
complaints data for trends, patterns and lessons and drive
contnuous improvement.

c. The institution shafl have an annual review of off-=campus
accommodation by way of survey. Data shall be coliected from
students, property owners, and community members.

d. The Univeraity shall annually evaluate the ellfectiveness of the
existing mechanisma for preventing and  handbing  sexual
harassment m KUHeS.

23 FINANCIAL IMPLICATIONS
Hexual harassment has o severe financal impact on the Universiey,
While 1t is cifficult to quanbitatively estimate the costs mncurned
because of allegations of sexual harnssment, it is worth statng what
mnmuwmmmmemqﬂqme
empioyee), and the organisation. The University budget shall
inchade. fume T pender and  ant-sexual

harassment in all ns activities. [t is envisaged that:
=




a. The finoncial mmpact of sexual assault or sexoal harassment
shall include emergency care. prevestative  medications,
mental health services, and legal costs.

b, Other expenses shall mclude training all salf in sexual
harassment and sexual assault as A commitment to
demonstrating  responsibility 1o the University and s
stakeholders,
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Appendix 1: Anti-Sexual Harassment Complaint Form

HAMUZY UNIYERITY
o R

Contact Number., i

Address Department fHall...

Btudent) Stafl Now,oo o imsemrrmmssssrrss s s SRR e AL FAE SRS

L e O S
Date {s) & Time (s} of Encidenim oo bl e

B. Alleged Perpetratar’s Profile
BRI ......oocoecoscn s sessmrenre nsscessssess s ssssmssnsrrnresses s Pl an cenmmc s sag s
Statun: Studentf S O, oot e s s b b e

Student ) Sinll Moo 8 Beved oo i i i i



with Alleged Perpetrator
C. Relationship

n



E. Confirmation
T confirm that the infarmation provided on this farm is true,
Sigrinture of Comp
Date:..




For offictal use ondy

F. Action taken
Medical attention

Palice repart
Professsonal counseliing




Appendix 2: Self-Declaration and Disclosure Form for New
Employees on History of 5 1 H nt of Children and

Adulis at Risk

RAMUZU UHIVERSITY
i e

In order to comply with the Anti-Sexual Harassment Policy, all stadfl who
may be recquined to be in contact with students are required to complete
and sign this form at the time of engagement and return it to the
Registrar before they engage with studenis. Flease note that disclosure
of sexual olfence shall not affect eligibility for employment.

Confidential: This declaranon shall be stored confidentially by the
Registrar, and shared with the appropriate commitiee which ahall be
responsible to assesa whether there is any risk or not in relation 1o
safeguarding students as a result of engaging the services of the
individionl named below. Any mich concerna ahafll be notified
confidentinlly to the Vice Chancellor for guidance on any action
recuired.

Herewith, | confirm that:

s | have never sexually abused o child or adult.

= | have never been found guilty of sexual harassment in a court of
law or place of worle

= | have no history of having harassed children or adulis (as defined
under Anti- Sesaual Harassment Policy or under applicable Lnws of
Malawi, including but not imited to sexual, physscal, emotional,
pavehological or verbal abuse, harassment and/or exploitation].



= | am not listed on any registry of sexoal child abusers or abusers
of adules [including those ar nsk),

= [ am pot the subject of an ongeng investigation refated to sexual
abuse of o childiren) or aduls),

* | am not the subpeer of o disqualificanon from worleng with
children and aduls {including those at risk),

= | understand that failure to disclose relevant information o Eving
false information may result n the University taking disciplinary
action against e and [ or tErminaling my
employment frelationship with the University.

I confiem that | have read and understood the above:

Full name

o e S A e
Institute fSehoolf DERRITIERT UM 1o e asssssine

O o R B e o R T i
L ———

Received and reviewed on behatfl of the University by:



A dix 3: 5 1 Hi t Sanctions

The Execuiive Management shall apply the appropriate sanctions on o
case-by-cise basia. The sanctions nelude but are not lmmited to:

i In cases in which the respondent is a saff, the following
sanctions may be nnpoud
i Offering formiil apology:
H. lssuing n wTitten waming or reprimand, probation;
fii.  Leave without pay;
tv. A transfer or reassignment of duties to the perpetratar;
v. Removal of management authority of duties;
In repeated cases!
i. Suspending or terminating employment;
H. Training or counseling the harasser;
b. In cases in which the respondent is a siudent, the following
nanctions may be imposed:
L In ease of minor wielations, the student may be issued a

warning or reprimand. These shall be conmidered during
adjudication.



. Examples of Sexual Assault Behaviour and
 Banctions

Penetraton by means of other than sex organs

Vaginal, anal or oral penetration by sex argan h

| Fondling of breast, grom, genitals or buttocks above L
| elothing

| Fondling of genitals or buttocks below clothing

Incest

Statutary rape

Examples of Sexual Exploitation Behaviour and |
Sanctions
(Engaging in sexual activity while knowingly infected |
Cwith ST1 warhout the other prm"-lmm




Frostituting another person R

 Indecent exposure

| Taking and/or disseminating pictures, video, or audio |
recarding of another person engaged in sexual pcivity
without the consent of all involved in the activity.

Exposing  one's  gentals  n non-consensual

| e stances, including via online

| Sexual voyeuriam, such aswatching another engage in
© mexutnl aenvity or undressing wathout consent,

. Disrobing another person without their consent,

:mﬂmmnﬂm L

| Thireats in retaliation for reporting sexual harassment

| Intimidation or physical abuse in rriabanon for |
| reporting sexual harmssment




| Examples of Stalking Behaviour and Sanctions L L

Repeated unsolicited phone calln, emails, texts, and for
: gifts to another person/ their family or household

| Repeatedly following another person or conducting
s surveillance of another person and) or their family or
. househald

qured unsabicited visits to another person’s home, |,
class, office, hostela ftheir family or houschold

| Repeated unsolicited contacts or atempis Lo confact L
| vin social media

| Ansuming another's identity in order to make contact
| with the complainant

4



| Sexual innuendos, jokes, remarks questions

| Sexmal gestures, and or gifts of sexual nature
Drisplay of sexually explicst material

| Unweelcome kissing or non-fondling sexual touching

Offering to trade an educational benefit for a date or |,
| sextial faveur



