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Appendix to the decision of the Vice-Chancellor of 12 September 2011 
 

Guidelines to be applied where student harassment is suspected as 
described in the Discrimination Act (2008:567) 

 

1. Active measures and the ban on discrimination 
 

There are seven basic grounds for discrimination . 
 

The Discrimination Act (see also Section 3) was passed in order to combat discrimination 
on grounds of: 
- sex 
- transgender identity or expression 
- ethnic background 
- religion or other belief system 
- disability 
- sexual orientation 
- age 
 
Harassment is undesirable behaviour designed to offend other people. It can manifest 
itself in the use of humiliating or disparaging generalisations such as inappropriately 
assigning, for example, ‘female’, ‘homosexual’ or ‘Bosnian’ characteristics. It may also 
be calling somebody things such as ‘darky’, ‘mongo’, ‘nancy boy’, ‘slut’ etc. It may also 
be a matter of ignoring somebody or making them feel frozen out, whistling or staring at 
them or making offensive gestures towards them in ways associated with the above 
grounds for discrimination. Harassment may also be sexual in nature, so-called sexual 
harassment. This may take the form of inappropriate touching, ‘groping’, sex jokes, 
pornographic pictures, propositioning somebody, looking at them lewdly, making sexual 
allusions or using sex slang. Sexual harassment is different from ordinary flirtation in that 
it is unwanted and unwelcome1. 

                                                            
1 See the Equality Ombudsman website: www.do.se. 



 
The common factor in various forms of harassment is that it makes the victim feel 
insulted, threatened, abused or badly treated. Harassment is conduct that is unwelcome. 
It is the person subjected to harassment who decides what is abusive. The same kind 
of conduct may be considered harassment by one person while another is not at all 
affected. 

 
Comments by SLU 
 
The academic institution – SLU – is to take measures to prevent students or course 
applicants being subjected to discrimination or harassment. If SLU is informed that a 
student or applicant considers that he/she has been subjected to harassment or sexual 
harassment, SLU is obliged to investigate the circumstances surrounding the alleged 
harassment. They are also obliged to take any reasonable action required to prevent such 
harassment in future. Below are the guidelines setting out what applies at SLU. 
 
See also the SLU equal terms study Lika villkorsarbete (https://internt.slu.se/sv/utbildning-
forskningfoma/utbildning-pa-grund-och-avancerad-niva/studentstod-och-
kontakter/likabehandling/). 
 
 

SLU guidelines 
 

 

Any student who considers herself/himself harassed should first report this to the director 
of studies (or equivalent) responsible for the course programme the student is taking. The 
director of studies has a duty of confidentiality with regard to the student’s personal 
circumstances as set out in Chapter 23, Section 5 of the Public Access to Information 
and Secrecy Act (2009:400)2. If the student so requests, the student may turn the matter 
over to the head of department (or equivalent). The director of studies must always ask 
the student whether the matter is to be taken to the head of department and inform the 
student of the contents of the Discrimination Act.  
 
A student may also consult the study advice service for counselling and support. The 
study advice service knows how to deal with a report and pass it on in the appropriate 
manner.  
 
A student may also make a direct approach to the head of department (or equivalent). 
After interviewing the student and the person said to be harassing the student, the head of 
department is to decide whether it is a question of a minor conflict which can be dealt 
with directly by the department. If the head of department decides that the problem is 
more serious than this, he/she is to report the matter to the head of legal affairs and turn 
over the information so far known. A head of department may consult the head of legal 
affairs as to whether the problem is a minor one or not. 
 
In cases where the head of department is in any way suspected of being involved in 
harassment, the director of studies is to report the matter directly to the head of legal 
affairs for investigation. 
 
A student who considers that he/she is being harassed by the staff of the library, the 
university animal hospital or the university administration should report this directly to 
the head of the facility in question. The head of that facility is then to act in the same way 
as a head of department.  

 

                                                            
2 The Public Access to Information and Secrecy Act (2009:400). 



A student may also report cases of harassment directly to the head of legal affairs. 

The Discrimination Act also applies during work practice (or equivalent) and in dealings 
with external study supervisors. A student who considers that he/she is being harassed 
during such a phase of their course programme should report this to both the head of legal 
affairs and to the head of the facility the student is presently attending. 
 
If any employee of SLU finds out that a student considers herself/himself harassed, then 
this is to be reported to that student’s head of department (or equivalent) or to the head of 
legal affairs. Staff with a duty of confidentiality are not obliged to report suspected 
harassment but should inform the student that he/she has the right to report it. Staff 
members with a duty of confidentiality in matters that concern students’ personal 
circumstances are directors of studies, study advisors and staff consultants. 
 
 

 

2.  Reporting harassment to the head of legal affairs 
 
SLU guidelines 

 

 

Harassment is to be reported to the head of legal affairs in writing. If this is not possible, 
the head of legal affairs is to take make notes during any report made verbally. If a head of 
department (or equivalent) is involved in the report, the dean of faculty is to be informed 
and in other cases the head of department where the student is studying is to be informed. 
Harassment reported by an employee may never be reported anonymously. 
 
There is always to be a full investigation into any cases reported to the head of legal 
affairs. 
 
The head of legal affairs may be made aware of possible suspected harassment by other 
means, for example, through information received anonymously. If so, the head of legal 
affairs is to initiate immediate measures to find out whether there is any substance to the 
suspicions and whether any person will be making a report. Such an initiative is to be 
handled as a separate case. If no harassment is reported after an investigation has been 
carried out, the case is to be closed.  
 
The investigation may show that there is probable cause to suspect harassment. If so, this 
may then result in the matter being reported to the Disciplinary Board, the Staff 
Disciplinary Board or to the Vice-Chancellor who will decide whether it should be passed 
on to the Government Disciplinary Board. The head of legal affairs may also propose 
other actions based upon what the investigation has revealed. 
 
If the investigation shows no probable cause to suspect harassment, the case is to be 
closed. The case is also to be closed if there is probable cause to suspect harassment but it 
is very trivial. The same applies if the person who considered himself/herself harassed 
withdraws their report of harassment or refuses to take part in the investigation. A 
withdrawn report of harassment, however, is not in itself always sufficient reason to close 
the case. 

 
 

3.   
  



The  DiscriminationAct (2008:567) 
 
Examples of discrimination:3 

 If you are not allowed to continue your studies after a break in studies due to 
pregnancy  

 If a teacher harasses you because you are a transvestite 
 If a university always holds its examinations during your religious holidays 
 If you are not allowed to attend classes because you have ADHD 
 If a teacher touches you inappropriately 
 If an educational association will not let you enrol for a course because you are 

visually impaired 
 If you are openly bisexual and a teacher on a course constantly makes comments 

of this kind to you: “Well, you bisexuals are always a bit indecisive, aren’t you?”  
 

The Discrimination Act makes it possible to claim compensation for discrimination. 
This compensation may serve as both compensation for the abuse suffered because 
of discrimination and as a deterrent to further discrimination. 
 
The present Discrimination Act came into force 1 January 2009. For any person 
who suffered discrimination prior to this, the now repealed older legislation applies4. 
 
What the Discrimination Act (2008:567) says: 
 
“Chapter 1, Section 1 
The purpose of this Act is to combat discrimination and in other ways promote 
equal rights and opportunities regardless of sex, transgender identity or expression, 
ethnicity, religion or other belief, disability, sexual orientation or age. 
 
Chapter 2, Section 5, Paragraph 1 
A natural or legal person conducting activities referred to in the Education Act 
(2010:800) or other educational activities (an education provider) may not 
discriminate against any child, pupil or student participating in or applying for the 
activities. Employees and contractors engaged in the activities shall be equated with 
the education provider when they are acting within the context of their employment 
or contract. 
 
Chapter 2, Section 7 
If an education provider becomes aware that a child, pupil or student participating in 
or applying for the provider’s activities considers that he or she has been subjected 
in connection with these activities to harassment or sexual harassment, the education 
provider is obliged to investigate the circumstances surrounding the alleged 
harassment and where appropriate take the measures that can reasonably be 
demanded to prevent harassment in the future. 

  

                                                            
3
 See the Equality Ombudsman website: www.do.se. 

4 The following acts were repealed when the Discrimination Act came into force: The Equal 
Opportunities Act (1991:433), the Act on Measures against Discrimination in Working Life  because of 
Ethnic Background, Religion or other Religious Belief (1999:130), the Prohibition of Discrimination in 
Working Life of People because of Disability Act (1999:132), the Prohibition of Discrimination in 
Working Life of because of Sexual Orientation (1999:133), the Equal Treatment of Students at 
Universities Act (2001:1286), the Prohibition of Discrimination Act (2003:307) and the Prohibition of 
Discrimination and Other Treatment that is Unfair to Children and Pupils Act (2006:67).  



 
Chapter 3, Section 14 
An education provider conducting education or other activities under the Education 
Act (2010:800), education under the Higher Education Act (1992:1434) or 
education that can lead to a qualification under the Act Concerning Authority to 
Award Certain Qualifications (1993:792) is to conduct goal-oriented work within 
the framework of these activities to actively promote equal rights and opportunities 
for the children, pupils or students participating in or applying for the activities, 
regardless of sex, ethnicity, religion or other belief, disability or sexual orientation. 
More detailed regulations on the obligations of education providers are provided in 
Sections 15 and 16. 
 
Chapter 3, Section 15 
An education provider is to take measures to prevent and hinder any child, pupil or 
student who is participating in or applying for their activities from being subjected 
to harassment associated with sex, ethnicity, religion or other belief, disability or 
sexual orientation, or to sexual harassment.” 
 
What the Public Access to Information and Secrecy Act (2009:400) says: 
 
Chapter 23, Section 5, Paragraph 1 
“Confidentiality applies to other areas of education than those referred to in Sections 
1 and 3 for 
i) information relating to psychological assessment or treatment and 
ii) information regarding an individual’s personal circumstances held by a 
psychologist, social worker or study and career advisors 
unless it is clear that such information may be revealed without causing the 
individual or any person close to him/her to suffer in any way.”  
 
---------- 
Paragraph 3. For information contained in a public document, confidentiality may 
be maintained for a maximum of seventy years.” 
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Decision 
 
 
 
 
 
 
 
 
 
 
 
 
 

Background to the 
decision 

 
The decision of the Vice-Chancellor: 
 
to adopt Guidelines to be applied where student 
harassment is suspected as described in the 
Discrimination Act (2008:567) as appended to this 
decision,  
 
to rescind The decision of the Vice-Chancellor dated 
20 December 2004 regarding Routines for handling 
suspected student harassment as described in Sections 
4 and 6 of the Equal Treatment of Students at 
Universities Act (2001:1286), ref. no. SLU ua. 11.13-
3973/04. 
 
 
The regulations combating discrimination are set out 
in the Discrimination Act (2008:567) which came into 
force on 1 January 2009. Prior to this, Swedish anti-
discrimination legislation was covered by a number of 
different acts5 and the protection they provided against 
discrimination varied according to the particular 
grounds for discrimination. The Discrimination Act 
brought together the previous legislation into a single 
act. Two additional grounds for discrimination were 
also introduced6: age and transgender identity or 
expression. 
  

                                                            
5 The following acts were repealed when the Discrimination Act came into force: 
The Equal Opportunities Act (1991:433), the Act on Measures against 
Discrimination in Working Life  because of Ethnic Background, Religion or other 
Religious Belief (1999:130), the Prohibition of Discrimination in Working Life of 
People because of Disability Act (1999:132), the Prohibition of Discrimination in 
Working Life of because of Sexual Orientation (1999:133), the Equal Treatment of 
Students at Universities Act (2001:1286), the Prohibition of Discrimination Act 
(2003:307) and the Prohibition of Discrimination and Other Treatment that is 
Unfair to Children and Pupils Act (2006:67). 
 
6 The new law thus has seven grounds for discrimination. There were previously 
five grounds for discrimination used in civil anti‐discrimination legislation: 
gender, ethnic background, religion or other belief system, disability and sexual 
orientation. 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Reason for the 
decision 
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The repealed legislation still applies for discrimination 
and acts of reprisal committed prior to 1 January 2009. 
The duties and responsibilities which in the repealed 
legislation lay with various ombudsmen now lie with 
the Equality Ombudsman. The duties and 
responsibilities which in the repealed legislation lay 
with the Equality Board or the Anti-Discrimination 
Board now lie with the Anti-Discrimination Board. 
 
The Equality Ombudsman replaced the previous anti 
discrimination ombudsmen (the Discrimination 
Ombudsman, the Equality Ombudsman, 
the Ombudsman against Discrimination on the 
Grounds of Sexual Orientation and the Disability 
Ombudsman). The Equality Ombudsman investigates 
complaints of discrimination and harassment and 
examines how well employers, universities and 
schools comply with the demands of the 
Discrimination Act in implementing measures to 
prevent discrimination. 
 
 

The decision has been taken in order to bring relevant 
university regulations into line with aspects of 
discrimination and harassment taken up in the 
Discrimination Act and the terminology used to 
describe them since it came into force. 

 
The decision on this matter was taken by Vice-
Chancellor Lisa Sennerby Forsse in the presence of 
University Director Ulf Heyman following the 
submission made by Legal Officer Paulina Syrén. 
Academy Secretary Sune Lindh also took part in 
preparing the matter for a decision 
 
 

Lisa Sennerby Forsse 
 

Paulina Syrén 
 
 
Deans of faculty 
Heads of departments 
Heads of divisions (or the equivalent) within the university administration 
The head of human resources 
The head of legal affairs 
 
 
Head of theUniversity Animal Hospital 
Library director 
GUR secretary 
 


