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1.0. PURPOSE OF THE POLICY 

 

The Professional Centre (PC) is committed to promoting the principles of responsible and respectful 

behaviour to ensure all staff can enjoy a productive teaching and learning environment, and their 

life as a member of staff, free from sexual harassment. 

 

The PC shall not tolerate sexual harassment and shall take all reasonable steps to prevent behaviour 

that does not conform to the institution’s acceptable behaviour standards.  The PC shall have 

structures in place to support and protect staff who are being sexually harassed. 

 

2.0. LEGAL CONTEXT OF THE POLICY 

 

It is ascertained at Section 16 of The Constitution of the Republic of Seychelles, 1995, that every 

Seychellois has the Right to dignity: “Every person has a right to be treated with dignity worthy of 

a human being and not to be subjected to torture, cruel, inhuman or degrading treatment or 

punishment”. 

 

3.0. POLICY SCOPE AND APPLICATION 

 

The Sexual Harassment Policy for Staff applies to all those who work at the Professional Centre. 

Sexual harassment is a discriminatory assertion of power that has no place within the Professional 

Centre.  Sexual harassment is essentially defined as ‘unwelcome sexual conduct’ and is unlawful 

under The Constitution of the Republic of Seychelles, 1995.  

 

In line with the Public Service Code of Ethics and Conduct (2003) and PC’s Code of Conduct 2019, 

sexual harassment is unethical and unprofessional and a threat to the integrity of the individual and 

the institution.  Such harassment may exist in one or a series of incidents, and all such matters shall 
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be dealt with because they erode the atmosphere of trust which is crucial for the proper functioning 

of the institution. 

 

This policy addresses sexual harassment that is behaviour of a sexual nature which is unwelcomed 

and which a reasonable person would anticipate in the circumstances that the person who was 

harassed would be offended, humiliated and/or intimidated. Specifically it focuses on allegation of 

sexual harassment of a staff by another member of staff and also of a staff by a learner. 

 

4.0. RATIONALE 

 

Sexual harassment undermines the mission of the Professional Centre, threatens the careers, 

educational and training experience, and well-being of individuals.  The PC shall not tolerate 

unwelcomed behaviour of a sexual nature toward its staff when that behaviour creates an 

intimidating or hostile environment for teaching and learning or participation in any activity. The PC 

recognizes that sexual harassment may occur between members of staff or/ and there may even be 

instances where learners may harass a member of staff.   

 

5.0. DEFINITION OF SEXUAL HARASSMENT  

 

The Professional Centre shall adopt the definition of sexual harassment cited on page 7 of The 

National Gender Policy, 2017;  

 

‘Any unwelcome sexual advance, request for sexual favour, verbal or physical conduct or gesture 

of a sexual nature, or any other behaviour of a sexual nature that might reasonably be expected or 

be perceived to cause offence or humiliation to another, whether or not such sexual advance or 

request arises out of unequal power relations’. 

 

Sexual harassment can be a single incident or a persistent pattern and can range from subtle 

behaviour to explicit demands for sexual activity.  

 

For the sake of this policy sexual harassment shall include but is not limited to the following: 

 

• inappropriate jokes or comments with sexual connotations 

• the unwanted display of sexually offensive material to another person  

• stares and leers or offensive hand or body gestures 

• comments and questions about another person’s sexual conduct and/or private 

relationships 

• persistent unwelcome invitations, conversations or inappropriate name calling 

• requests for sexual favours 
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• sexually offensive written, pictures, videos telephone or electronic mail or any other 

electronic means of communication (SMS, WhatsApp, Facebook, Twitter, email and 

other social networks) 

• unnecessary close physical proximity including persistently following a person 

 

When a case of sexual harassment is proven, it can constitute an offence.  All acts of sexual 

harassment which amount to a criminal offence should be referred to relevant authorities. 

 

The Institute will not tolerate any form of sexual harassment.  Management and all members of 

staff of the PC are duty bound to safeguard and uphold the principles presented in this Policy.  All 

persons who are working or studying at the PC shall be informed about this policy formally, and 

newly recruited staff and enrolled learners shall be informed through the induction programme. 

 

6.0. PRINCIPLES  

 

6.1. The Professional Centres (PC) will use educative approaches for the prevention of sexual 

harassment of staff, ensuring staff are aware of their rights and responsibilities, and to 

encourage reporting of behaviour that breaches this Policy. 

 

6.2. The PC recognises that sexual harassment can cause a range of issues including difficulty with 

work performance and a non-conducive teaching and learning environment.  Provision of 

dedicated support services for those who have experienced sexual harassment is integral to 

ensuring their wellbeing and continued participation in their work. 

 

6.3. Staff who have experienced sexual harassment are encouraged to report the incident(s) to 

initiate an internal investigation. 

 

6.4. The PC also recognises the possible effects on individuals who are accused of suspected 

sexual harassment, and shall ensure that they are afforded procedural fairness (natural 

justice) and provided with relevant support throughout any investigative procedures. 

 

7.0. PROCEDURES  

 

All cases of alleged sexual harassment shall undergo internal investigation. If upon investigation the 

case is assessed to require the intervention of the police the case shall be duly referred by the 

Director.  

 

7.1. Reports or Complaints  
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a) Staff who have experienced unwelcome sexual behaviour or sexual harassment are 

encouraged to report it, even if they are not certain whether a violation of this Policy has 

occurred.  

 

b) Staff in this situation should contact the Director, a member of the management team or a 

board member with whom they feel comfortable relating with.   

 

c) There is no specific time limit for making allegations; however, it may be difficult to 

substantiate the allegations if they are made after a significant time has passed.  Therefore, 

prompt reporting is strongly encouraged. 

 

d) When a formal complaint is made by a staff, the PC shall take timely and appropriate action 

to investigate allegations in accordance with the following legal, policy and procedural 

frameworks: 

 

i. In the case of a staff making an allegation against a member of staff of the Professional 

Centres – Public Service Code of Ethics, Professional Code of Ethics e.g. For Nurse, Social 

Worker, Teachers etc.., PC’s Gender Policy, Staff Handbook, The Decentralised Authority 

Framework for Professional Centres and the Employment Act. 

 

ii. In the case of a staff making an allegation against a learner – the Learner Code of Conduct, 

The Learner Rights and Responsibilities Policy, PC’s Gender Policy. 

 

e) Complaints shall be dealt with in a confidential manner. Staff need to be informed of the 

possibility of partial confidentiality in cases where 

 

i) The party(ies) involved are below 18 years old upon which the parent needs to be 

informed. 

ii) Upon investigation or assessment, the case is assessed to constitute elements of a 

criminal offense and from which therefore the case shall be referred to the relevant 

authorities. 

 

f) As part of the services offered for sexual harassment allegations, the complainant may be 

encouraged to seek counselling assistance from specialised agencies through referral by 

the Director.    

 

g) The Director and PC Board Chairperson shall be informed of all complaints of sexual 

harassment within the PC soon after the report has been made. 
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h) A member of the PC Management team shall assist staff who have come forward with 

complaints of sexual harassment. In instances where the complainant and/or harasser is a 

member of the management team, the assistance of Board members shall be solicited. The 

assistance provided should include determining the basis, if any, for a complaint of sexual 

harassment. The concerned PC Management or board member may also be required to 

record the complaint in writing and have the victim verify the content and then signing the 

written complaint. The complainant also needs to be made aware of the avenues for 

action. 

 

i) Following (h), the concerned PC Authority, upon consultation with the Director, may 

escalate the matter and contact outside support services/agencies where necessary. 

 

7.2. Dealing with Complaints of sexual harassment 

 

7.2.1. Internal Investigation 

 

All cases of alleged sexual harassment shall be investigated by the Professional Centre. The 

following steps shall be taken upon the receipt of a complaint: 

 

a) The member of the Management staff or Board that the complainant has reported to shall 

listen supportively to his/her account. 

 

b) The complainant can thereafter personally hand in a signed written complaint to the above 

mentioned persons. Otherwise, as indicated in 7.1. (h), the concerned PC Management or 

board member may assist the complainant. The written complaint should be signed within 

the next 24 hours of the complainant making the claim. In addition the written complaint 

should  provide details of the alleged sexual harassment, including dates, times, places, 

names of individuals involved in the incident(s), names of any witnesses and any other 

relevant information. 

 

c) The written complaint shall be documented in a confidential manner. 

 

d) The Director in consultation with the Governing Board Chairperson shall appoint a panel to 

investigate the issue. Membership of the panel may be from within and/or outside the PC, 

at the discretion of the Director and his/her Chairperson.  

 

e) Within five (5) working days of receiving the written complaint the panel shall investigate 

the complaint to determine whether it is justified.  
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f) The panel carrying out the investigation shall: 

1. Request for a signed written statement by the alleged harasser with regards to the 

alleged sexual harassment incident 

2. Interview the victim and the alleged harasser separately 

3. Interview other relevant parties separately  

4. Produce a report for the Director and Governing Board Chairperson, detailing the 

investigations, findings and recommendations for preventive measures and/ or for 

disciplinary action if deemed appropriate. 

 

g) The Director shall, after consultation with the Governing Board Chairperson, inform the 

complainant and respondent of the outcome of the investigation. In addition they need to 

ensure that the recommendations are implemented, that the behavior has stopped in 

cases where the allegation was assessed to be justified and that the victim is satisfied with 

the outcome. 

 

h) There shall be a right of appeal against the decision of the panel within ten (10) working 

days of receipt of the panel’s report.  Notice of intention to appeal shall be in writing and 

shall identify the procedural or substantive reasons for its basis.  Appeals need to be 

addressed to the chairperson of the Board who shall also notify the Director of such. The 

Governing Board Chairperson shall refer the issue to an Appeal Panel.  

 

i) The Appeal Panel shall write a report informing the PC’s Governing Board Chairperson of 

the outcome of the appeal within ten (10) working days of hearing the appeal.  The report 

shall include recommendations for preventive measures and/ or disciplinary action if 

appropriate. 

 

7.2.2. Referral 

 

If the sexual harassment involves elements which amount to sexual assault, the Director shall take 

the necessary steps to inform the Principal Secretary for Tertiary Education and Human Resource 

Development. The case shall be referred to the police for further investigation by the Director. The 

Director shall be available to provide any further reporting.  

 

8.0. CONFIDENTIALITY AND RECORDKEEPING  

 

All information associated with investigations and outcomes associated with allegations of sexual 

harassment shall be treated as confidential and not released to any third party or external agency 

unless  

1) required by law, 
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2) the part(ies) involved is under the age of 18 ( in which case the parents shall be informed), 

3) the action is an offense under law  

 

The Professional Centre shall respect confidentiality by disclosing only information necessary to 

consider and respond to a request for resolving a complaint. 

 

The Professional Centre shall ensure that all reports of alleged sexual assault are well documented 

and safely filed. 

 

The PC shall develop and implement measures to protect the complainant and facilitate his/her 

continued access to work and other activities. 

 

9.0. COMPLAINTS INVOLVING MINORS  

 

When a complaint involves a minor, in addition to the usual procedures, the Learner Support 

Officer shall also discuss the issue with his/her parents or legal guardians, and report the case to 

other authorities if necessary.   

10.0. ALTERNATIVE RECOURSE  

 

The provisions of this Policy does not preclude the complainant from pursuing other options or 

from seeking legal redress through criminal proceedings or a civil action for damages. 

 

11.0 PREVENTIVE STRATEGIES  

The Professional Center shall be committed to engage in preventive approaches for the prevention 

of sexual harassment and other forms of gender based violence. This should include but not be 

limited to regular sensitization and awareness sessions for staff and learners such as training, talks, 

and participation in related national activities  

 

The PC shall also ensure that it has support mechanisms in place to address cases of alleged sexual 

harassment in a competent manner. This can include but not be limited to counselling services, an 

effective referral system, close collaboration with other agencies, peer support, competent 

personnel to investigate cases, and the relevant mechanism in place e.g. appeal panel. 

 

12.0 DISCIPLINARY MEASURES IN SEXUAL HARASSMENT CASES 

 

Proven sexual harassment of a staff by another staff constitutes gross misconduct.  Where a lesser 

penalty is appropriate (such as a written warning), this shall be administered in tandem with the 

necessary action to ensure that the victim is able to work without undue embarrassment or anxiety.  

Appropriate disciplinary action for staff should be guided by the Public Service Code of Ethics, 
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Professional Code of Ethics e.g. For Nurse, Social Worker, Teachers etc.., PC’s Gender Policy, Staff 

Handbook, The Decentralised Authority Framework for Professional Centres and the Employment 

Act 

 

Appropriate disciplinary action in such instance as when there is proven sexual harassment of a staff 

by a learner should be guided by the Code of Conduct. 

 

13.0 MONITORING, EVALUATION AND REVIEW OF THE POLICY  

 

Monitoring and evaluation of this Policy shall be carried out by the Tertiary Education Commission. 

 

This Policy shall be reviewed every three (3) years to take into consideration any changes, new 

trends and relevant new/reviewed legislations.  

 

14.0 RESPONSIBILITY 

 

The Director and Administrative Manager shall have the responsibility of coordinating any support 

necessary and to ensure the Policy is properly applied in the event that there is a report of a 

complaint of sexual harassment by a member of staff. 

 

 

 

………………………………………………………………………………………………………………………………………………………………….

Professional Centre Statute approved by resolution of the Tertiary Education resolution in meeting of  

Thursday 13th June, 2019.  

 

 

Jean-Michel Domingue 
Chief Executive Officer 
Tertiary Education Commission 
…………………………………………………………………………………………………………………………………………………………………. 

 


