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1. TITLE:  DISCRIMINATION AND HARASSMENT  
 

2. PURPOSE:  

2.1. This policy of Imam Abdulrahman Bin Faisal University (IAU) ensures equal 
employment opportunity without discrimination or harassment on the basis of race, 
color, religion, sex, sexual orientation, gender identity or expression, age, 
disability, marital status, citizenship, national origin, genetic information, or any 
other characteristic protected by law.  

 
3. DEFINITIONS: 

3.1. Non-discriminatory or anti-discriminatory practice means working in a way 

which respects the views, rights and behaviour of people from minority groups 

and which celebrates their diversity. 

3.2. Direct discrimination 

This means treating one person worse than another person because of a protected 
characteristic. For example, a promotion comes up at work. The employer believes 
that people’s memories get worse as they get older so doesn’t tell one of his older 
employees about it, because he thinks the employee wouldn’t be able to do the job.  

3.3.  Indirect discrimination 

This can happen when an organization puts a rule or a policy or a way of doing 
things in place which has a worse impact on someone with a protected characteristic 
than someone without one. For example a local authority is planning to redevelop 
some of its housing. It decides to hold consultation events in the evening. Many of 
the female residents complain that they cannot attend these meetings because of 
childcare responsibilities.  

3.4. Harassment 

This means people cannot treat you in a way that violates your dignity, or creates a 
hostile, degrading, humiliating or offensive environment. This includes verbal, 
physical, written or published using social media. For example a man with Down’s 
syndrome is visiting a school with friends. The staff make derogatory and offensive 
comments about him, which upset and offend him.  

3.5. Victimisation 

This means people cannot treat you unfairly if you are taking action or if you are 
supporting someone else who is doing so. For example, an employee makes a 
complaint of sexual harassment at work and is dismissed as a consequence. 

3.6. A good faith report means that the employee believes that something inappropriate 
happened, even if the investigation determines no inappropriate behavior occurred. 

3.7. A bad faith complaint is one where the complainant knowingly lies or misrepresents 
the situation to accuse a co-worker, damage someone’s reputation, or to get 
personal gain 
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4. POLICY: 

4.1. Imam Abdulrahman bin Faisal University is an equal-opportunity institute that 
strongly prohibits all forms of discrimination based on gender, race, ethnicity, 
religion, nationality or disability. 

4.2. Every employee has the right to work in a professional environment where their 
knowledge, skills, and abilities are the critical factors in their success. IAU expects 
all employees to maintain standards of propriety, promote equal opportunity, treat 
everyone professionally, and act without bias. 

4.3. Services include, but not limited to, admission, registration, placement, scholarship, 
mentorship, recruitment, subscriptions, complaints, appeals, plus other similar 
categories. 

4.4. IAU has a zero-tolerance policy for sexual harassment or discrimination, racial 
harassment or discrimination, or any other form of harassment and discrimination 
(religious, language, sexual orientation, et cetera). 

4.5. Sexual harassment includes unwanted sexual or romantic overtures, inappropriate 
sexual jokes, or comments regarding sexual activities. Employees should never 
access pornography on company-owned equipment, even off company property. 
Using your personal device to access pornography while working or in the company 
of other employees is also forbidden. 

4.6. Romantic relationships between managers and anyone in their reporting line are 
strictly prohibited. 

4.7. IAU believes everyone has the right to work. An employee with a disability who 
can perform the core functions of the jobs, with or without reasonable 
accommodation, is entitled to the same protection and respect as other employees. 

4.8. IAU applies the same pay scale for both female and male faculty and nonacademic 
employees. Salaries and allowances are based on the description of the job and 
position irrespective of the gender. 

4.9. IAU prohibits retaliation against any person who files a complaint against 
harassment or discrimination. We encourage employees to come forward and 
participate in investigations. IAU will make all reasonable efforts to keep 
investigations confidential, and to protect people who make complaints. 

4.10. Any employee engaging in improper harassing behavior will be subject to 
disciplinary action, including the possible termination of employment. Not every 
instance of harassing behavior will warrant immediate termination, but some may. 

4.11. IAU will maintain confidentiality throughout the investigatory process to the extent 
consistent with adequate investigation and appropriate corrective action.  
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5. PROCEDURE 

5.1. Individuals who believe they have been the victims of conduct prohibited by this 
policy or believe they have witnessed such conduct should discuss their concerns 
with their immediate supervisor, human resources or any member of the personnel 
practices committee. Encouraging the prompt reporting of complaints or concerns 
so that rapid and constructive action can be taken before relationships become 
irreparably strained.  

5.2. Any reported allegations of harassment, discrimination or retaliation will be 
investigated promptly by IAU which may take a considerable amount of time, 
depending on the situation. IAU expects all employees to participate in the 
investigation and keep things confidential as allowed by law. At the end of the 
investigation, the investigating party (usually a Human Resources staff member, but 
occasionally someone else, or even an outside investigator) will issue a report and a 
recommendation. The employee who reported the incident will be informed that 
the investigation is finished. 

5.3. Any employee accused of inappropriate behavior will be treated with respect. If the 
accusation is serious and credible, the employee may be suspended, with or without 
pay, during the duration of the investigation. The accused employee will be told the 
outcome of the investigation. If the investigation reveals that the employee was at 
fault, the accused employee may be subject to discipline. This can include anything 
from a verbal reprimand to termination, depending on the situation and the severity 
of the issue.  

5.4. Either party is allowed to appeal the decision. You can appeal the decision by filing 
a written report with the head of Human Resources. 

 
6 RESPONSIBILITIES 

Committee 
 
7 ATTACHMENTS:  

 
8 DISTRIBUTION: 

8.1. All IAU Departments 

 
9 REFERENCES: 

9.1.  

 

 

 


