BISA Code of Conduct 

1) BISA is committed to maintaining and promoting a professional environment within which its members treat each other with dignity and respect. This code of conduct refers to relations between BISA members in the course of BISA activities. It does not relate to professional standards (for example, allegations of plagiarism) which should be dealt with by institutions. 
2) The Association recognises its  duty to ensure that members are not harassed or bullied on the basis of their race, gender, sexual orientation, gender reassignment, disability, age and religious belief.  It further recognises that this duty is of wider application and includes all members, regardless of status (full, postgraduate or retired)  or the period of time for which they have been members.  
3) Bullying may be characterised as offensive, intimidating, malicious or insulting behaviour, an abuse or misuse of power through means intended to undermine, humiliate, denigrate or injure the recipient. 

4) Harassment, in general terms, may be defined as unwanted conduct affecting the dignity of men and women. It may be related to age, sex, race, disability, religion, nationality or any personal characteristic of the individual, and may be persistent or an isolated incident. The key is that the actions or comments are viewed as demeaning and unacceptable to the recipient.
5) BISA undertakes to ensure that procedures are in place to enable allegations of harassment and bullying to be considered in a fair, timely and sensitive manner having regard to the need for such allegations to be dealt with in a way that ensures an impartial investigation and hearing for all parties.  However, where such incidents are identified in the context of an institution's normal activities (research, teaching or administration), BISA's responsibility initially extends only to ensuring that the institutions own procedures are enacted fully and correctly. Only where such measures have failed to produce a resolution to the issue will BISA then take independent action based on this code.
6) A distinction is made between on the one hand harassment, bullying or victimisation and on the other members’ legitimate, justifiable and appropriately conducted constructive criticism of other members as a consequence of professional duties and responsibilities. 

7) BISA is committed to ensuring that complaints brought under this procedure shall not lead to the victimisation of any individual. 

8) BISA recognises that members who feel that they have been treated with lack of respect, harassed or bullied within the meaning of this code of conduct are entitled to pursue their case in a safe and non threatening environment.

9) The Chair and Executive have a particular responsibility to promote a culture of mutual respect, professionalism and tolerance.  However, this should not detract from the personal obligations of all members to respect and promote dignity at work.

10)  Conscious of the need to avoid escalating disputes when seeking to resolve cases of an alleged breach of this policy, BISA is committed to achieving a fair and workable solution at the lowest level possible.  Parties to any dispute have an obligation to seek resolution at the lowest level possible that is compatible with the principles outlined in this policy.
11) In recognition of the potential seriousness of any prima facie breach of this policy, and having regard to the principle of proportionality, BISA may implement its disciplinary procedure in appropriate cases.
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Procedure
1) The Procedure for investigating allegations of a breach of this Code will normally commence with the Informal Procedure outlined under (2) below; however, in exceptional cases if the individual feels that the informal process is not workable in their situation the formal procedure may be used without exhausting the informal procedure.  This would normally be done upon the advice of the Chair of BISA in full consultation with the individual concerned.   
2) Informal Procedure
a) A member who considers that he or she is a victim of a breach of this Code should, if practicable, seek to resolve the matter informally with the person against whom the allegation is made.  
b) If an informal approach under 2(a) is unsuccessful or inappropriate, complainants should raise the matter with the Chair of the Association.  The Chair should,  within a reasonable time (and recognising that the Chair is a non-stipendiary post with other obligations), 
i) Discuss with the complainant the complaint (this may be done by e-mail, or by telephone, and a record should be kept);

ii) Contact the person against whom the complaint has been made and outline the nature of the complaint and ascertain that person’s response to the complaint;

iii) If appropriate, arrange a joint meeting with the parties to discuss the case;

iv) Make recommendations to the parties for resolving the matter (without necessarily attributing blame or responsibility)  in a way that seeks to establish and  promote a professional and respectful working relationship between the parties;

v) Keep a brief written record on file. 
c) If the BISA Chair is the person against whom the complaint is made, paragraph 2(b) shall be interpreted as referring to the BISA President. The same applies to the formal procedure under 3(b).
3) Formal Procedure
a) If the informal procedure fails to resolve the matter, or where because of the serious nature of the alleged behaviour the informal procedure is deemed to be inappropriate by virtue of para (1) above, the complainant may bring a formal complaint under this Policy.

b) A formal complaint should be made in writing to the Chair of BISA who will immediately send a copy of the complaint to the person(s) against whom the allegation is made.  

c) A written complaint should include the following information:

i) The name  of the person against whom the complaint is being made;

ii) The nature of the conduct about which a complaint is made, including where possible dates and times;

iii) The names of any people who may have witnessed the conduct complained of;

iv) Any action that may already have been taken (either under (2) above or otherwise) to resolve the matter.

d) The Chair of BISA will initiate an investigation of the complaint. 

i) An investigation shall be undertaken by a committee appointed by the Chair of BISA in consultation with the Executive Officers.
ii) The investigating committee may require the parties and any witnesses (whether or not identified by either party) to present evidence within  a reasonable time of the request being made.  All evidence will be given in writing (including e-mail). Individuals may also be called to present an oral statement from their written statement. Those who provide evidence should be reminded at the outset that it will be used in order to resolve the matter. 

e) The investigating committee will prepare a report which will review the evidence and:

i) recommend that on the basis of the evidence the complaint is dismissed;

ii) OR make recommendations for informally resolving the matter (without necessarily attributing blame or responsibility)  in a way that seeks to establish and  promote a professional and respectful working relationship between the parties using any mediation services that may be available;

iii) OR decide that there is a prima facie case to answer and recommend that the matter be dealt with by members of the BISA Executive.  

f) The Executive has the following disciplinary powers:

(i) to write a formal letter of censure;

(ii) to temporarily suspend membership;

(iii) to suspend membership permanently and advise the membership of this decision.

g) An appeal may be made against the outcome of the investigation, either by the complainant or by the person against whom a complaint has been made; any appeal should be made in writing to the BISA Chair (or, if the complaint is against the Chair, the BISA President). An appeal can be made only on grounds of procedural irregularity or where the outcome of the investigation is seen to be manifestly unreasonable. 
4) General
a) A party or witness acting under any stage of this Procedure who knowingly makes a statement that is untrue, malicious, frivolous or in bad faith may be subject to the disciplinary powers of the Executive detailed under 3(f). The investigating committee should investigate any such action and make recommendations as part of its report.
b) At all stages of this Procedure the complainant, person against whom the complaint has been made or witness may be accompanied by a colleague. 

c) All information gathered under this Procedure will be treated  in confidence.
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