Appendix No. 2 to the Terms and Conditions of Employment at BUT
Internal Anti-Mobbing Policy at Bialystok University of Technology

Chapter I
Definitions

§ 1  
The aim of establishing the Internal Anti-Mobbing Policy at Bialystok University of Technology is to prevent mobbing.
§ 2
Whenever the Internal Anti-Mobbing Policy refers to:
1) Mobbing – this is understood to mean actions or behaviour concerning the Employee,
or directed against the Employee, consisting of persistent and prolonged harassment
or intimidation of the Employee, causing them to underestimate their professional competence, resulting in or intended to humiliate or ridicule the Employee, or to isolate them or exclude them from the team of colleagues;
2) The Anti-Mobbing Committee – hereinafter referred to as the Committee – is defined as a collegial advisory body to the Rector, appointed by the Rector of Bialystok University of Technology to consider complaints of mobbing;
3) Interpersonal Relations Mediator – a person appointed by the Rector of Bialystok University of Technology, whose tasks include, amongst other things, taking action to resolve disputes and interpersonal conflicts between staff members of Bialystok University of Technology;
4) a person taking part in the proceedings – any person who attends a meeting of the Committee, including a party to the proceedings, a witness or any other person in whose presence the Committee conducts the proceedings;
5) Employer – this refers to Bialystok University of Technology, represented by the Rector or an authorised person;
6) Employee – this refers to a person employed at Bialystok University of Technology under an employment contract, by appointment, election or nomination;
7) Labour Law – this refers to the provisions of the Labour Code and other legal acts setting out the rights and obligations of Employees and Employers, including collective agreements, regulations and statutes defining the rights and obligations of the parties to the employment contract;
8) Internal Anti-Mobbing Policy – hereinafter referred to as the AMP – refers to the principles for combating mobbing at Bialystok University of Technology.
Chapter II
The Purpose of the Internal Anti-Mobbing Policy
§ 3
1. The primary aim of introducing AMP is to support initiatives that foster positive relationships amongst staff at Bialystok University of Technology.
2. The employer makes every effort to ensure that the working environment at Bialystok University of Technology is free from mobbing and other forms of psychological abuse, either by supervisors or by other staff members.
3. The employer does not tolerate mobbing or any other forms of psychological abuse.
4. It is the duty of each employee to take all reasonable steps to ensure that mobbing does not occur at Bialystok University of Technology.
5. Creating situations that encourage mobbing, or engaging in mobbing, constitutes a breach of fundamental employment obligations and may provide grounds for the Employer to impose the sanctions provided for in labour law, in particular disciplinary measures or the termination of the employment contract.
Chapter III
Taking action against mobbing

§ 4
1. Bialystok University of Technology actively combats mobbing in the workplace and in relation to work, in particular by:
1) taking the preventive measures set out in section 2 of this paragraph, aimed at preventing mobbing;
2) taking intervention measures aimed at bringing mobbing to an immediate halt.

2. Bialystok University of Technology undertakes preventive measures aimed at combating mobbing, consisting in particular of:
1) compulsory training for managerial staff on the issue of mobbing and measures to combat such practices;
2) organising regular, i.e. at least once every four years, lectures or anti-mobbing training sessions for the Employees.
3. Preventive measures may also be initiated by staff members. To this end, staff members are entitled, once per calendar year, for a period of 2 (two) hours, to organise a meeting at the workplace, at the expense of Bialystok University of Technology, on the subject of mobbing and ways of eliminating such behaviour should it occur at Bialystok University of Technology. The staff meeting referred to in the first sentence may take place during working hours, subject to the Rector’s approval.
4. Creating situations that encourage mobbing or engaging in mobbing may be regarded as breach of fundamental employment obligations.
5. Engaging in mobbing by an academic teacher is regarded as conduct that undermines the dignity of the academic profession.
Chapter IV
Procedures applicable in the event of mobbing

§ 5
Reporting a complaint
1. Any member of staff who believes they have been subjected to mobbing may submit a written complaint addressed directly to the Rector. A template for the form ‘Reporting a complaint regarding an incident of mobbing at Bialystok University of Technology’ is attached to the AMP.
2. Before lodging a complaint, the Employee may attempt to clarify all the circumstances independently and seek an amicable resolution to the dispute, including with the assistance of the University’s appointed Mediator for interpersonal relations.
3. The complaint should include:
1) a statement of the facts, specifying which actions or behaviour the complainant considers to constitute mobbing, including the time and place of the incidents, the circumstances of those incidents, and any potential consequences of those incidents;
2) evidence corroborating the facts described in section 3 point 1, including, for example, documents, witnesses to the events and their potential consequences;
3) the full name and organisational unit of the perpetrator or perpetrators of mobbing;
4) the full name and organisational unit of the person lodging the complaint.
4. The complainant should sign the complaint in their own hand and date it.
5. Anonymous complaints will not be considered.
6. Once a complaint has been lodged, the information contained therein is classified as confidential in connection with the performance of professional duties and may only be disclosed to those involved in the proceedings.
§ 6
Anti-Mobbing Committee
1. Proceedings relating to a complaint concerning mobbing are conducted by a permanent Anti-Mobbing Committee, whose task is to determine whether the complaint is justified. The Committee is appointed by the Rector for the duration of his or her term of office.
2. The Committee consists of:
1) two staff representatives;
2) two representatives from among the managerial staff;
3) a representative of the trade union organisations operating at Bialystok University of Technology.
3. The members of the Anti-Mobbing Committee elect a chairperson from amongst themselves.
4. Only persons who meet the following criteria may be members of the Anti-Mobbing Committee:
1) those employed at Bialystok University of Technology;
2) those against whom no proceedings relating to mobbing are currently being conducted, or have ever been pursued.
5. A member of the Committee shall be excluded from its membership if:
1) a complaint of mobbing has been lodged against them, they are named as the perpetrator of mobbing;
2) they are in a direct subordinate relationship with both the complainant and the accused;
3) circumstances are established that may cast doubt on their impartiality.
6. Should the circumstances referred to in section 5 arise, the Employer shall appoint a member of the Committee.
7. Administrative support for the Committee's meetings is provided by the Rector's Office, which:
1) takes the minutes of the Committee's meetings;
2) keeps records relating to the proceedings for a period of 3 years;
3) retains the minutes of the Committee's meetings as well as the validity assessment of the complaint drawn up by the Committee and other written statements, for a period of 3 years.
8. Legal services for the Committee are provided by the Legal Advisers’ Office. The Chair of the Committee submits a request for a legal opinion in accordance with the University’s procedures.
9. The Anti-Mobbing Committee operates in accordance with the following principles:
1) promptness;
2) confidentiality;
3) impartiality;
4) a focus on a comprehensive investigation of the facts and the resolution of the problem.
10. Members of the Committee are authorised to examine the documents gathered in the case.
11. The Committee commences proceedings no later than 14 working days from the date on which the complaint is lodged.
12. Proceedings before the Committee are confidential – members of the Committee, as well as other persons taking part in the proceedings, are obliged to preserve the confidentiality of any information obtained in the course of the proceedings.
13. The right to inspect the proceedings’ documentation, including the complaint, at any stage of the proceedings, is reserved exclusively for the members of the Committee and the Rector of Bialystok University of Technology.
14. The Committee conducts proceedings with the participation of the Employees referred to in sections 7 and 8.
15. The Employer grants exemption from work duty while retaining the right to remuneration to members of the Anti-Mobbing Committee and individuals whose participation is required for the proceedings for the duration of the Committee’s work, as well as to the parties of the proceedings and witnesses during the time they provide evidence to the Anti-Mobbing Committee.
16. Meetings of the Anti-Mobbing Committee are recorded in minutes, which are signed by the committee members present at the meeting, subject to the second sentence. The parties and witnesses giving evidence or making statements at a given meeting sign the part of the minutes containing only their evidence or statements.
17. In the event of any doubt regarding assessment of a specific case, the Committee’s adjudicating panel may seek advice from external experts, whose fees shall be covered by the Employer.
18. After hearing the complainant, the person accused of mobbing and the witnesses, and after examining the evidence gathered in the case, the Committee, by a simple majority of votes, assesses the merits of the complaint and summarises its findings, and submits to the Employer a Final Report containing the aforementioned elements, so that the Employer may become familiar with the Committee's findings, and, where applicable, a separate document containing the Committee's recommendations.
19. When assessing the merits of a complaint, the Committee may find the complaint to be well-founded or unfounded. If the Committee finds the complaint to be unfounded, it may state that the incident referred to in the complaint, whilst not constituting mobbing, is a reprehensible act. A member of the Committee has the right to submit a dissenting opinion, which, together with its justification, is included in the Minutes.
20. Once the Employer has familiarised themselves with the Final Report, the Chair of the Committee presents the Final Report to the complainant and the person accused of mobbing for their information. The fact that they have familiarised themselves with the Final Report is documented by affixing a legible signature and the date to it.
§ 7
Liability for mobbing
1. If the complaint is found to be justified, the Employer may take the following measures against those responsible for mobbing:
1) transfer the Employee to another position;
2) impose a disciplinary penalty or, in the case of academic staff, initiate disciplinary proceedings;
3) terminate the employment relationship.
2. Notwithstanding the disciplinary action referred to in section 1, the Employer may report a potentially criminal offence in accordance with the applicable legislation, in particular the Criminal Code.
3. Where possible, the Employer may, at the request of or with the consent of the Employee lodging the complaint, transfer that Employee to another post or otherwise prevent direct contact between the complainant and the perpetrator of mobbing.
4. If the complaint is found to be justified, the Employer takes organisational measures aimed at eliminating the causes of the mobbing in question.

Chapter V
Final provisions

§ 8
Each Employee is required to familiarise themselves with the AMP.
§ 9
The Human Resources Department of Bialystok University of Technology is required to familiarise new staff members employed at the University with obligations under the AMP.
§ 10
Once a year, the employer carries out an assessment of the functioning and implementation of the AMP.
