Appendix No. 2
to Regulation No. 7/2021
of the Rector of the Maria Curie-Skłodowska University in Lublin
REGULATIONS OF THE INTERNAL ANTI-HARASSMENT POLICY
OF THE MARIA CURIE-SKŁODOWSKA UNIVERSITY
§ 1
The Regulations of the Internal Anti-Harassment Policy of the Maria Curie-Skłodowska University, hereinafter referred to as the "Regulations", establish the principles for counteracting harassment at the Maria Curie-Skłodowska University in Lublin.
§ 2
The Regulations are introduced with a view to promoting measures that foster positive relations between employees and to counteracting any manifestation of harassment.
§ 3
1. The provisions of these Regulations shall apply to the employees of the Maria Curie-Skłodowska University in Lublin. The employees of the Maria Curie-Skłodowska University shall be understood as persons who are employed by the University.
2. These Regulations shall not apply to persons employed under civil law contracts.
§ 4
Harassment is defined as actions or behaviour concerning an employee or directed against an employee, involving persistent and prolonged bullying or intimidation of the employee, causing the employee to have a low opinion of their professional suitability, causing or intended to humiliate or ridicule the employee, isolating them or eliminating them from their team of co-workers.
§ 5
1. Every employee is obliged to refrain from any action or behaviour that bears the hallmarks of harassment.
2. Any action or behaviour by University employees that is deemed to constitute harassment shall be treated as a breach of the Labour Law and the special provisions giving rise to disciplinary liability.
3. Liability for harassment under the provisions of the Regulations does not exclude liability for a criminal offence or misdemeanour, as well as liability for damages under any other legislation.
§ 6
1. Any employee who believes to have experienced harassment has the right to make a written complaint to the Deputy Chancellor with jurisdiction over the employee group or the Chancellor.
2. The competent Deputy Chancellor and the Chancellor are required in each case to examine the formal elements of the complaint, request the employee to complete them if necessary and submit the complaint to the Rector. A complaint with formal deficiencies shall be submitted to the Rector once the employee has remedied them.
3. The complaint should include:
1) a concise description of the facts, indicating, in particular, the time and place and the nature of the alleged harassment,
2) any evidence supporting the circumstances described,
3) the name of the alleged harasser(s).
A specimen of the complaint is attached as Appendix No. 1 hereto.
4. The employee should sign the complaint in their own hand and date it. Anonymous complaints shall be left unprocessed by the competent Deputy Chancellor or Chancellor and shall not be submitted to the Rector
5. If an anonymous complaint is received, the competent Deputy Chancellor and the Chancellor shall inform the Rector thereof.
§ 7
1. The Rector shall immediately order the service of the complaint on the alleged perpetrator and set a deadline for drafting a response to the complaint.
2. Upon receipt of a response to the complaint, the Rector shall appoint an Anti-Harassment Committee, hereinafter referred to as the Committee, the task of which is to clarify whether the complaint is justified.
1. § 8
2. The Committee shall be composed of equal numbers of persons appointed by the Rector and representatives of the trade union organisations operating at the Maria Curie-Skłodowska University, one from each union.
3. Members of the Committee, for the duration of their work on the Committee, shall be granted time off work with the right to remuneration by their employer.
4. A member of the Committee may not be a person who:
a)
 is identified in the complaint as the alleged harasser;
b)
 is the spouse of the complainant or the alleged harasser, their defence counsel, attorney or legal representative, or is cohabiting with one of these persons;
c)
 is a relative by consanguinity and a relative by secondary affinity up to the level between the children of siblings of the persons referred to in point (b) or is related to one of these persons by adoption, custody or guardianship;
d)
 has witnessed the action for which the case is pending or has been heard as a witness or acted as an expert or translator/interpreter in the same case;
e)
 has participated in disciplinary proceedings regarding the conduct being the subject of the complaint as a disciplinary proceedings representative or member of a disciplinary committee or has participated in mediation or conciliation proceedings between the complainant and the alleged harasser;
f)
 has a direct professional relationship with the complainant and with the alleged harasser.
5. The reasons for exclusion referred to in section 3 continue despite the cessation of the marriage, cohabitation, adoption, guardianship or custody justifying them.
6. A member of the Committee may also not be a person whose participation in the work of the Committee, due to the existence of certain circumstances, could give rise to a reasonable doubt as to their impartiality in a given case.
§ 9
1. When appointing the Committee, the Rector shall appoint the secretary of the Committee, who shall be an employee of the University's administrative unit responsible for human resources.
2. The Secretary of the Committee is not a member of the Committee.
3. The Secretary of the Committee shall provide administrative support to the Committee, take minutes of its meetings and store documentation related to the proceedings until their completion.
4. The Secretary of the Committee shall promptly serve copies of the complaint and the response to the complaint on the members of the Committee, and shall, in consultation with the members of the Committee, set the date of the first meeting of the Committee, no later than 14 days from the date of appointment of the Committee.
§ 10
1. At the first meeting of the Committee, the members of the Committee shall elect a chairperson from among themselves by simple majority. The chairperson should have education in law or experience in resolving labour disputes.
2. The chairperson shall convene subsequent meetings of the Committee, preside over its meetings, order the examination of evidence, conduct the hearing of the alleged harasser, witnesses and the complainant.
3. Employees of the University are obliged to make available, at the Committee's request, documents relevant to the proceedings to confirm the validity of a complaint concerning harassment and to provide the necessary information to establish the circumstances of the complaint under consideration.
4. The meetings of the Committee shall be public. The meetings of the Committee may be held online via Microsoft Teams or Moodle (Virtual Campus) platform.
5. The meetings of the Committee are minuted. The minutes are signed by the chairperson of the Committee and the Secretary of the Committee.
§ 11
1. The Committee, after reviewing the material collected in the case, shall set a date for a conciliation meeting to which the complainant and the alleged harasser shall be summoned.
2. The conciliation meeting may conclude with an agreement, the minutes of which shall contain the content of its provisions. The minutes shall be signed by the members of the Committee, the complainant and the alleged harasser.
3. If there is a possibility for an amicable settlement of the case but the Committee sees the need for mediation, it shall refer the case to mediation. The complainant must agree to it. The chairperson of the Committee shall immediately inform the Rector, who shall appoint a mediator. The provisions of § 8, sections 3-5 (exclusion of the mediator) shall apply accordingly. A positive outcome of the mediation terminates the proceedings in the case. Minutes of the mediation shall be drawn up containing the content of the findings. The minutes shall be signed by the mediator, the complainant and the alleged harasser.
4. If the conciliation meeting or mediation has not resulted in an agreement, the Committee shall conduct an investigation.
5. The purpose of the investigation is to clarify all the circumstances of the case.
6. The initiation of the investigation by the Committee does not confirm the alleged harassment.
7. As part of the investigation, the Committee shall conduct evidentiary proceedings.
8. The Committee shall hear the complainant and the alleged harasser. The Committee may hear witnesses and summon the head of the institute, the dean of the faculty, the head of the department or team or the head of the unit employing a non-academic staff member to provide the documents necessary to resolve the case.
9. The Committee should, as far as possible, strive to hear the case at a single meeting. The proceedings should be completed within 1 month of the first meeting of the Committee, unless there are circumstances which make it impossible or difficult to conduct the proceedings. The proceedings may then be suspended until the circumstances which caused the suspension have ceased to exist.
10. The chairperson shall close the evidentiary proceedings and order the vote. Voting shall be open unless a secret ballot is requested by at least two members of the Committee. In the event of a tie, the chairperson shall have the casting vote.
11. The decision on the validity of the complaint and the statement of reasons shall be drawn up by the chairperson or by a member of the Committee designated by the chairperson. The decision shall be signed by all members of the Committee.
12. The Secretary of the Committee shall provide the Rector with a copy of the minutes and the Committee's decision immediately after they have been signed and shall notify the parties of the completion of the proceedings and the content of the decision.
13. In matters not regulated by these Regulations, the provisions of the Code of Criminal Procedure shall apply accordingly.
§ 12
In proceedings before the Committee, the parties may appoint attorneys. An attorney may be an employee of the Maria Curie-Skłodowska University or a person authorised to represent individuals before courts and administrative bodies.
§ 13
1. If the complaint is found justified, the employer may impose disciplinary penalties (warning, reprimand) on the harasser or other sanctions provided for by the Labour Code; in special cases, the employer may terminate the employment relationship with the harasser without notice, due to the fault of the employee.
2. The harasser may additionally be deprived of their rights under the labour law, which are conditional on not violating the employee's duties.
3. The Rector may transfer the aggrieved employee, at the employee's request or with the employee's consent, to another position as far as possible or otherwise prevent direct contact between the aggrieved employee and the harasser.
§ 14
1. The employer shall promote preventive measures to counteract harassment, involving:
1) taking care of an appropriate organisational culture in the workplace that supports cooperation between employees and reduces the possibility of abusive behaviour towards colleagues;
2) carrying out an awareness campaign among employees on harassment and forms of counteracting it, as part of periodic occupational health and safety training, by including thematic blocks in the training devoted to the application of anti-harassment regulations.
2. The employees of the University's administrative unit responsible for occupational health and safety are responsible for the proper preparation of occupational health and safety training, considering the issues referred to in section 1, point 2.
§ 15
1. All persons carrying out activities as part of the anti-harassment procedure are obliged to maintain confidentiality as to all facts learnt in the course thereof. The members of the Committee are not allowed to copy and distribute documents concerning the harassment case under consideration.
2. The data contained in the Committee's materials and documents are subject to the protection envisaged for personal data protection.
§ 16
1. Each employee is obliged to become familiar with these Regulations.
2. Familiarity with the Regulations is confirmed by a statement, a specimen of which constitutes Appendix No. 2 to these Regulations. The statement of familiarity with the Regulations submitted by the employee in writing or via the University's IT system shall be attached to their personal file.
§ 17
The Regulations shall enter into force two weeks from the date of announcement.
Appendix No. 1
to the Internal Regulations
of the Anti-Harassment Policy
SPECIMEN
HARASSMENT COMPLAINT
1. Place of harassment
……………………………………………………………………………………………….
2. Time of harassment
……………………………………………………………………………………………….
3. Alleged harasser(s)
……………………………………………………………………………………………….
4. Description of the actions or behaviour of the alleged harasser(s)
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
………………………………………………………………………………………………
5. Evidence of harassment
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………
 (date and signature)
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………………………………
                                                                                                                                           (place and date)
…………………………………………
                      (Employee's full name)
…………………………………………
                                 (job position)
…………………………………………
                    (organisational unit)
STATEMENT
on familiarity with the Regulations of the Internal Anti-Harassment Policy
of the Maria Curie-Skłodowska University in Lublin

I, the undersigned, state that I have read the Regulations of the Internal Anti-Harassment Policy of the Maria Curie-Skłodowska University in Lublin.
……………………………………….
          (Employee's signature)
