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INTRODUCTION 

VID Specialized University (VID) endeavours to be an institution that is free from bullying, 

harassment, discrimination and other improper conduct.1 

 

These guidelines shall serve as a tool for VID staff and students to work together to actively 

prevent, counteract and eradicate bullying at VID and to change behaviour and actions that 

cause a person to feel bullied, harassed, discriminated or subjected to offensive or improper 

conduct in the learning environment.   

 

SCOPE 

The guidelines cover everyone who works or studies at VID. 

 

DEFINITION OF BULLYING 

‘It is bullying when a person is repeatedly, over time, subjected to negative treatment by one 

or more persons in such a way that he/she is unable to defend him/herself against these 

actions.’ (Norwegian Labour Inspection Authority). 

 

Bullying may involve harassment, pestering, ostracism, hurtful teasing, attempts to make 

someone feel invisible, removal of work tasks and the like. In such situations, the power 

imbalance between the parties involved often makes it difficult for the person who feels 

bullied to defend him/herself. 

 

Bullying can further be defined as follows: 

 

• Where actions are found to be deeply unfair and offensive to the person affected 

• Where negative actions are repeated over time or the consequences of such actions are 

long lasting 

• Where actions cannot reasonably be viewed as something that employees have to 

tolerate or as a foreseeable part of their job. 

 

DEFINITION OF DISCRIMINATION 

‘An unfair or unreasonable difference in the treatment of individuals based on their gender, 

religion, affiliation to ethnic groups, nationality or disability’ (Store norske leksikon, 2016).  

 

RESPONSIBILITY 

Students and staff at VID have a shared responsibility to ensure a good psychosocial working 

environment. Everyone has a duty to help prevent, counteract and eradicate bullying and 

                                                 
1 (See the procedure for preventing, counteracting and eradicating bullying at VID (applies to staff), 

whistleblowing routines for VID staff, and guidelines regarding unwanted sexual attention at VID) 
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discrimination through, for example, reporting situations where someone is being bullied, 

harassed, discriminated against or violated.  

 

Pursuant to the Act relating to universities and university colleges, the board of VID is 

responsible for facilitating a good learning environment and for taking steps to improve 

student welfare at the institution (section 4-3 of the Act relating to universities and university 

colleges). 

 

The Learning Environment Committee has a special responsibility for ensuring that efforts are 

made to create a safe and secure learning environment. 

 

Management at VID has a duty to initiate measures to follow up claims of bullying/ 

harassment/discrimination and any violations of the law. It also has overall responsibility for 

working systematically to ensure that no one suffers damage to their health as a result of 

bullying, harassment or other improper conduct at the institution. 

 

Issues must be treated with the necessary confidentiality. 

 

TAKING ACTION  

Bullying and discrimination can be a result of conflicts in the learning environment. Whether 

these are of a personal or an organizational nature is not particularly relevant in this context. 

VID must have a system in place that intercepts conflicts and helps resolve these before they 

have time and space to escalate. 

 

Students may find it difficult to report bullying and discrimination. It is important that 

students have someone they can contact and receive help from in order to establish whether 

there are grounds to take the matter further. Such requests could help to highlight the 

problem. 

 

Anyone who is subjected to bullying, harassment, discrimination, offensive or improper 

conduct may feel the need to talk with fellow students or staff in order to assess the events 

and their own reactions before deciding whether to take the matter further. Employees are 

subject to the duty of confidentiality. In the event that grave circumstances are uncovered, and 

the person affected does not have the strength to take the matter further, the person they have 

contacted can do so on their behalf and with their consent. 

 

Persons who are notified of bullying or discrimination must provide support, guidance and 

assistance. Students must be able to feel confident that they will be met with knowledge and 

understanding within a confidential framework.  

 

 

 

 

 

 

 

 

 

Alternative ways to raise the matter: ▪ Raise the matter with the employee 

representative/class council 
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▪ Raise the matter with the student council 

▪ Raise the matter with an academic member 

of staff at VID 

▪ Raise the matter with the relevant head of 

studies  

▪ Raise the matter with the dean of the 

relevant faculty  

▪ Contact the student priest or student deacon  

▪ Raise the matter with the Rector 

 

 

PROCEDURE 

Efforts should be made to resolve the case immediately, and at the lowest level possible. 

  

If this is not possible, the aggrieved party should submit a written complaint to VID. VID 

must endeavour to follow case processing rules in accordance with the Public Administration 

Act. Written documentation of the serious events, minutes of meetings and records of any 

witness statements must be submitted as part of the case. All documentation is kept on file. 

The relevant head of studies is responsible for processing the case provided that he/she is not 

personally involved in the said case. Where the head of studies is involved, the next in line 

will be responsible for processing the case.  

 

1. Unit heads must act objectively and initiate a joint meeting after both parties have 

given their account of the events. Either party may request the presence of a support 

person (e.g. student representative or other person as preferred) at the meeting. The 

meeting must be held without undue delay after the complaint has been made.  

2. If desired, a third person (student priest, deacon or someone else in a position of trust) 

may assist in the mediation process. Many matters can be solved through 

conversations where both parties are given the opportunity to understand the effects of 

what has taken place. Conversation serves as a gateway to conciliation. Mediation is 

best suited if the bullying issue is raised at an early stage.  

3. Minutes are taken of all meetings. These must include the issues at hand and 

conclusions. The parties sign the minutes at the end of the meeting. Any 

disagreements about the contents of the minutes must be documented in the minutes.  

 

Factual analysis 

If the matter is serious and/or the parties are showing a lack of willingness to find a 

constructive solution, a factual analysis must be conducted and an assessment given of further 

sanctions. The purpose of a factual analysis is to investigate the specific allegations of 

bullying, and witnesses are called to a meeting as part of the process. The gravity of the case 

is assessed with respect to the nature of the actions, how long they have been going on and the 

consequences of these. The balance of power and relative strengths between the parties is 

taken into account. An assessment is made of whether the actual actions are acceptable, ill-

advised or improper. The student priest or student deacon may assist with the factual analysis 

where necessary.  

 

 

 

POSSIBLE REPERCUSSIONS 
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Where a suspected criminal offence has been committed, the case must be reported to the 

authorities. 

 

Pursuant to section 4-8 (1) of the Act relating to universities and university colleges, students 

can be excluded for up to one year.  

 

Cases that involve staff must be dealt with as personnel cases in accordance with VID’s HR 

regulations.  

 

 

 

 


