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Guidelines regarding unwanted sexual attention 
VID Specialized University 

 
Adopted by the board of VID Specialized University on 25 October 2016 

 

1 Introduction 

1.1 Guidelines regarding unwanted sexual attention 

The guidelines consist of two parts: preventive measures and problem-solving measures. The 
procedure for handling reports of unwanted sexual attention forms part of VID’s problem-
solving measures aimed at unwanted sexual attention. 
 

1.2 Legal basis 

Act relating to gender equality – Gender Equality Act: Section 8 Prohibition against harassment. 
 
Act relating to working environment, working hours and employment protection, etc. – 
Working Environment Act: Section 4-3 Requirements regarding the psychosocial working 
environment. 
 

1.3 Preventive measures aimed at unwanted sexual attention 

 

Preventive measures aimed at unwanted sexual attention at VID: 
 
A. HSE work at VID 

Prevention of unwanted sexual attention forms part of the preventive efforts in the HSE 
work at all faculties, departments and divisions.  
Reports of such behaviour must always be taken seriously.  
 
Responsible: Heads at all levels 
 

B. Ethical guidelines 
 
VID has drawn up Guidelines regarding unwanted sexual attention and Ethical guidelines 
for supervisors.  

Responsible: Rector 
 

https://lovdata.no/dokument/NL/lov/2013-06-21-59
https://lovdata.no/dokument/NL/lov/2005-06-17-62/KAPITTEL_4#§4-3
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C. Information 
The guidelines regarding unwanted sexual attention will be available on VID’s website, and 
in the electronic HSE manual and quality manual. Short and easy-to-understand information 
about dealing with such issues is currently being prepared for students and employees, and 
will be announced on the website and posted on the ‘itslearning’ platform. 
 
Responsible: Director of Human Resources and Director of Student Affairs 
 

D. Training 
Heads of units and dedicated administrative staff will be given training in handling cases of 
unwanted sexual attention. 
 
Responsible: Rector, Director of Human Resources, student priest and student deacon 
 

1.4 Problem-solving measures 

Problem-solving measures aimed at unwanted sexual attention at VID: 
 
A. Suspicion of unwanted sexual attention 

If an employee or student suspects that someone is being subjected to undesirable sexual 
attention, a dialogue may be opened with the person in question, with a view to them 
reporting the situation, see 2.5.1, and/or lodging a complaint about unwanted sexual 
attention to their immediate superior, see 2.6.1. A colleague or fellow student can also offer 
to assist a person who needs help with such matters. Suspected unwanted sexual attention 
can also be raised directly with the head of the unit in question. This is a sensitive subject 
that requires careful handling.  
 
Responsible: All employees and students 
 

B. Reporting and handling cases of unwanted sexual attention 
A procedure has been prepared for handling cases of unwanted sexual attention, see 
Section 2. 
 
Responsible: Rector 
 
There must always be room for discretionary assessments, even where 
guidelines/procedures are in place.  
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2 Procedure for handling cases of unwanted sexual attention 

2.1 Purpose 

The purpose of the procedure is to: 

• Provide guidance to employees and students on how to proceed in cases of unwanted 
sexual attention 

• Ensure that VID handles cases of unwanted sexual attention in an acceptable and 
responsible manner 

2.2 Responsibility for the procedure 

The Rector at VID has overall responsibility for the procedure, for facilitating the conditions for 
reporting/lodging a complaint about unwanted sexual attention and for following up 
unacceptable behaviour. The Rector is also the competent authority in such matters. 

2.3 Definitions 

The plan for measures and the procedure both use the term ‘sexual attention’, but are limited 
to dealing with unwanted sexual attention. It is the aggrieved party who defines the behaviour 
as unwanted. 
 
Unwanted sexual attention can be verbal, non-verbal and/or physical. 
 
The Gender Equality Act prohibits sexual harassment. The Equality and Anti-discrimination 
Ombudsman stipulates the following:  

Sexual attention becomes harassment when: 
• it is unwanted  
• it is undesirable  
• it continues after the recipient has told the person to stop  
• it has negative repercussions of a physical, mental or professional 

nature 
 
Other factors that play a role: 

• the severity of the behaviour  
• the time and place of the behaviour  
• whether the behaviour has taken place over a period of time  
• the balance of power between the harasser and the aggrieved party, 

and whether they have a relationship of dependence 
 
Examples of behaviour that may be considered sexual harassment: 

• unnecessary touching and ‘prodding’  
• intrusive comments about the person’s body, clothes or private life  
• sexual advances, suggestions and innuendos  
• showing pornographic images, whistling and body movements that 

have a sexual undertone  
 
Unwanted sexual attention can occur between employees, between students and employees, 
or between students. The problem must be taken seriously regardless of the status of the 
person affected. This plan covers unwanted sexual attention that affects employment/studies 
and/or is related to employment/studies. At VID, it is important to pay particular attention to 

http://www.ldo.no/forebygg/i-arbeidslivet/Arbeidsmiljo/Lover-og-regler/Seksuell-trakassering/
http://www.ldo.no/forebygg/i-arbeidslivet/Arbeidsmiljo/Lover-og-regler/Seksuell-trakassering/
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asymmetric relationships, such as student-supervisor relations (see also Ethical guidelines for 
supervisors).  

2.4 Protection of privacy/duty of confidentiality 

The case processing must be handled with strict confidentiality. The aggrieved party should 
submit a complaint in writing, particularly in serious cases. 
 
There may be different procedures depending on whether employees or students are involved. 
Either way, the person’s privacy must be protected, and the management must decide how 
much detail should be disclosed to the parties involved. All personnel cases are subject to the 
duty of confidentiality, and the person reporting the matter will not always be informed of the 
progress in the case. 
 
Regardless of the nature of the matter, the management must ensure that all case processing 
at this level and beyond is carried out in written form. This is particularly important if the 
situation develops into a serious disciplinary matter. The case must therefore contain written 
documentation of the serious events, minutes of meetings and records of any witness 
statements. Any reprimands or warnings to an employee must be issued in writing. 
 
Where a suspected criminal offence has been committed, the case must be reported to the 
authorities. 

2.5 Who the matter can be reported to – contact persons: 

If it is difficult to raise the matter directly or if such an attempt has not produced a result, the 
aggrieved party can take the matter further in any of the following ways: 
 
Status of the aggrieved 
party: 

STUDENT  EMPLOYEE 

Alternative ways to raise 
the matter: 

▪ Raise the matter with the 
student representative in 
the SC 

▪ Raise the matter with a 
member of the academic 
staff at VID 

▪ Raise the matter with the 
relevant head of studies   

▪ Raise the matter with the 
dean of the relevant faculty 

▪ Raise the matter with the 
student priest or student 
deacon  

▪ Raise the matter with the 
Rector 

▪ Raise the matter with the 
immediate superior 

▪ Raise the matter with the 
employee representative 

▪ Raise the matter with the 
safety officer  

▪ Raise the matter with the 
Director of Human 
Resources 

▪ Raise the matter with the 
Rector 
 

 
 
 
 



5 
 

2.5.1 Guidelines for parties responsible for receiving reports (contact persons) 

Students may find it difficult to report unwanted sexual attention. It is important for students 
to have someone to contact. Here they can receive help to establish if there are grounds for 
proceeding with the case. The contact person can also help to highlight the problem. 
 
Those responsible for receiving reports of unwanted sexual attention (contact persons) shall 
provide support, guidance and assistance to students who have been subjected to such 
behaviour. Students must be able to have one-on-one contact with such persons, and must be 
met with knowledge and understanding within a confidential framework. 
 

1) The contact person shall listen to and counsel the aggrieved party in connection with 
the problem he/she presents.  

2) The contact person shall provide guidance in connection with lodging a complaint with 
the immediate superior/head of department or the accused. The aggrieved party will 
decide whether to lodge a complaint and/or if the case should be reported to the 
authorities. Where consideration is being given to reporting the case to the authorities, 
it is recommended that legal expertise/guidance is obtained.  

3) The contact person can assist the aggrieved party in meetings about the case.  

4) The contact person shall register the communication with the aggrieved party. Such 
communication shall be reported to the Director of Human Resources (see 2.6.2). The 
information reported to the Director of Human Resources shall be anonymized, unless 
otherwise agreed with the aggrieved party.  

5) The contact person can refer the aggrieved party to other assisting bodies.  

6) Contact persons who are not subject to the duty of confidentiality must sign a 
confidentiality agreement.  

 

2.5.2 Guidelines for VID employees who discover, or are notified of concerns, or receive reports 
of cases 

Pursuant to the Working Environment Act, employees who discover harassment, discrimination 
and mistakes or shortcomings that may pose a risk to life or health have a duty to notify their 
employer or the safety officer. This is done through the standard official channels. Where an 
employee has a complaint about his/her immediate superior, he/she can report the case to the 
next level. 
 
Students who experience unwanted sexual attention and who want to notify VID of this 
normally contact someone they trust. Academic staff and other employees who are contacted 
by a student must:  

1. Inform the student of who is responsible for receiving such information and who can 
give them further guidance. 

2. Inform the student that it is the dean of the relevant faculty who handles such cases, 
and that the student can contact the dean. The student will decide whether he/she 
wishes to pursue the matter.   

3. Academic staff and other employees who are contacted by a student must inform the 
dean at the relevant faculty of the matter. The student must remain anonymous until 
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he/she decides whether to pursue the matter. It is important that as many facts as 
possible are provided in order for VID to have a clear understanding of the situation. 

 

2.6 Who is responsible for handling the matter 

2.6.1 Line responsibility 

The head of a faculty/department has a special responsibility for handling and resolving such 
matters. Such matters should be handled locally or at the level that is most natural according to 
the nature of the matter. 
 
The matter must be referred to a higher level in the event of the following: 

• The person accused of unwanted behaviour is the head of a faculty/department. 

• Where there is a strong bond of loyalty/close cooperation between the management of 
the relevant unit and the person accused of unwanted behaviour. 

• Where the local line management fails to act on the matter or does not take the 
complaint seriously. 

 

2.6.2 Guidelines for reporting and information 

The purpose of reporting the matter to the Rector is to provide the Rector with a basis for 
ensuring that VID’s ethical guidelines and procedures are followed in order to ensure that good 
routines are in place and to facilitate conditions for reporting unwanted sexual attention. 
 
The Rector shall inform the Chairman of the Board of reported cases of unwanted sexual 
attention.  

Onward reporting of anonymized communication 

The contact person (member of the contact group) must report registered enquiries to the 
Director of Human Resources. The reporting to the Director of Human Resources must be 
anonymized, unless otherwise agreed with the aggrieved party (see 2.6.2, 4)). 
 
On receiving a report of unwanted sexual attention, the Director of Human Resources must 
forward this to the Rector in writing and in an anonymized form. The aggrieved party must 
remain anonymous until he/she decides whether to pursue the matter. 

Information and onward reporting of cases  

Line management/deans who have received an enquiry and/or complaint must inform the 
Director of Human Resources about the matter. The Director of Human Resources must submit 
a written report to the Rector about cases where the aggrieved party has chosen to lodge a 
complaint. The identity of the aggrieved party must not be disclosed unless it is necessary.  
 

3 Case processing rules in connection with allegations of unwanted sexual attention 

1) Allegations of unwanted sexual attention can be submitted in writing or verbally to 
heads of units. The person making the allegation should be advised to submit a written 
complaint, particularly in the event of a serious matter.  
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2) The unit head must take all allegations of unwanted sexual attention seriously, and 

ensure proper handling of the case in accordance with the relevant procedure and case 
processing rules. He/she must also ensure that the facts of the matter are established 
and that documentation is provided. 

 
3) The unit head must contact the Director of Human Resources without delay in order to 

review the handling of the case. Where the level of severity of a case is high, the 
Director of Human Resources will attend meetings together with the unit head. 

 
4) The unit head will summon the parties to separate meetings, where they will be given 

the opportunity to comment. Both parties must have the opportunity to be assisted by a 
representative or other support person. Following each meeting, the unit head must 
conduct an analysis of the facts and submit a preliminary report on the case. The report 
must contain the manager’s conclusion and describe any repercussions and further 
follow-up of the case (see 3.5–3.8).  
 

5) The accused party’s legal rights and privacy must be protected, including the right to be 
informed of claims made against them and the opportunity to respond to them. During 
the meeting with the accused, the unit head must establish whether he/she is aware 
that the behaviour in question is perceived as unwanted and unpleasant. The accused’s 
perception of the situation should also be clarified.  

 
6) The accused must not only be willing to settle the case, he/she must also change his/her 

behaviour. If the accused is not willing to settle the case, he/she must be advised that 
the unit head will consider proceeding with the case and, if necessary, call a formal 
meeting. The accused will be given the opportunity to bring a representative or other 
support person to the formal meeting. 

 
7) The unit head must summon the parties to a formal joint meeting where they will have 

the opportunity to comment. Both parties must have the opportunity to be assisted by a 
representative or other support person. The aggrieved party is under no obligation to 
attend the meeting if he/she finds it too difficult. The aggrieved party should 
nevertheless be represented by a representative or other support person.  

 
8) Measures/sanctions must be proportional to the events. For example, in less serious 

cases between a supervisor and student/research fellow, the head of the relevant unit 
can decide that the supervisor relinquishes parts of his/her teaching or examiner work. 
The unit can, for example, ensure that a new supervisor is appointed for the student. 
 
Where a suspected criminal offence has been committed, the case must be reported to 
the authorities. 
 

9) The aggrieved party must always receive written feedback within a reasonable period of 
time on the handling and outcome of the case. If such information cannot be provided, 
for example, for reasons of privacy, the aggrieved party must be informed that the case 
has been dealt with. 
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10) Collection, storage and processing of personal data must comply with the requirements 
of the Personal Data Act. These rules protect both the accused and the aggrieved party. 

 
 
 
 
 


