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By order No. 10.8-837 of the Rector of Vilnius Gediminas Technical University on August 25, 2025 



EQUAL OPPORTUNITIES, VIOLENCE AND HARASSMENT PREVENTION POLICY
CHAPTER I
GENERAL PROVISIONS
1. The Equal Opportunities, Violence and Harassment Prevention Policy (hereinafter referred to as the Policy) establishes the principles of non-discrimination and equal opportunities applied by Vilnius Gediminas Technical University (hereinafter referred to as VILNIUS TECH), measures for the prevention of violence and harassment, and the procedure for their implementation, with a view to protecting members of the VILNIUS TECH community from possible discrimination, violence and harassment.
2. Policy objectives:
2.1. to ensure equal opportunities for all members of the VILNIUS TECH community and applicants for employment, as well as persons or groups of persons applying to study at VILNIUS TECH, regardless of gender, race, nationality, language, origin, social status, position, faith, beliefs or views, age, sexual orientation, disability, ethnicity, religion or citizenship in all areas of VILNIUS TECH's activities;
2.2. to ensure a safe working and study environment in which no person is subjected to hostile, unethical, humiliating, aggressive, abusive or offensive behaviour that infringes on the honour and dignity of a person or group of persons, physical or psychological integrity, or that seek to intimidate, belittle or push a person or group of persons into a defenceless and helpless position, alienate or even exclude them from the VILNIUS TECH community;
2.3. to help the VILNIUS TECH community recognise cases of violence and harassment, possible forms of violence and harassment, to familiarise them with measures for the prevention of violence and harassment, the procedure for reporting and investigating violence and harassment, protection measures and assistance provided to persons who have reported violence and harassment and/or persons who have experienced violence and/or harassment, recommended models of behaviour at work (work ethics) and other information related to the prevention of violence and harassment.
3. The policy has been developed on the basis of international human and civil rights documents applicable in the Republic of Lithuania, the Labour Code of the Republic of Lithuania, the Law on Equal Opportunities of the Republic of Lithuania, the Law on Equal Opportunities for Women and Men of the Republic of Lithuania and other legal acts, the Personnel Policy of Vilnius Gediminas Technical University, and the Academic Code of Ethics of Vilnius Gediminas Technical University.
4. Key terms used in the policy:
4.1.	Discrimination – direct and indirect discrimination, harassment, instruction to discriminate on the basis of gender, race, nationality, citizenship, language, origin, social status, faith, beliefs or views, age, sexual orientation, disability, ethnicity, or religion.
4.2.	Equal opportunities – the implementation of human rights regardless of gender, race, nationality, citizenship, language, origin, social status, religion, beliefs or views, age, sexual orientation, disability, ethnicity or faith.
4.3. Equal Opportunities Officer – a VILNIUS TECH employee who assists in the implementation of the provisions of the Policy and monitors compliance with them.
4.4. Indirect discrimination – an action or inaction, a legal norm or assessment criterion, an apparently neutral condition or practice which, although formally identical, in its implementation or application gives rise to or may give rise to a de facto restriction of the exercise of rights or the granting of privileges, priority or advantage, unless that action or inaction, legal norm or assessment criterion, condition or practice is justified by a legitimate aim and the means of achieving that aim are appropriate and necessary.
4.5. Victimisation – treating a person less favourably than others, including, but not limited to, cases where this occurs because the person has made, intended to make, or is making a report or complaint about discrimination, violence, harassment or sexual harassment. 
4.6. Sexual harassment – unwanted verbal, written or physical conduct of a sexual nature towards a person, where such conduct is motivated by selfish motives or the aim of undermining the dignity of the person, in particular by creating an intimidating, hostile, degrading or offensive environment. Sexual harassment may take the form of touching (e.g. patting, stroking, pinching, attempting to kiss, kissing when the person has expressed clear disagreement), stalking, seeking sexual relations or sexual relations when the person has expressed clear disagreement. Non-verbal acts of sexual harassment include showing, sending or giving sexually explicit videos, photos, drawings or other visual aids, or exposing one's genitals. Verbal acts of sexual harassment include sexual comments or insinuations that demean women and men or gender based on physical characteristics and mannerisms, sexual comments intended to ridicule another person. Sexual harassment also includes proposing, seeking or demanding dates, hugging or other intimate behaviour after the person has responded unequivocally negatively to previous behaviour of this nature.
4.7. Violence is considered to be the intentional physical, psychological, sexual or economic impact of a person's actions or inaction on another person (persons), as a result of which the person suffers or may suffer non-pecuniary or pecuniary damage.
4.8. Social situation – a person's situation determined by their family situation, education, qualifications or training and studies at educational and research institutions, property owned, income received, the need for state support as established by law and/or other factors related to the person's financial situation.
4.9. Direct discrimination – treating a person less favourably than another person is, has been or would be treated in a comparable situation on grounds of sex, race, nationality, citizenship, language, origin, social status, religion, beliefs or views, age, sexual orientation, disability, ethnicity, religion, less favourable conditions are applied to them than are, were or would be applied to another person in similar circumstances, except for the exceptions provided for by law. 
5. Other terms used in the Policy shall be understood as defined in the Law on Equal Opportunities of the Republic of Lithuania.
CHAPTER II
BASIC PRINCIPLES OF THE POLICY
6. VILNIUS TECH does not tolerate any form of direct or indirect discrimination, nor does it tolerate instructions to discriminate on the basis of gender, race, nationality, language, origin, social status, faith, beliefs or views, age, sexual orientation, disability, ethnicity or religion.
7. VILNIUS TECH also does not tolerate any form of violence, harassment, sexual harassment or persecution.
8. All members of the VILNIUS TECH community must respect the honour and dignity of others, foster a culture of respectful communication and cooperation, uphold values, and declare intolerance for manifestations of violence and harassment at work, clearly demonstrating that such actions are not tolerated.
9. Relationships between people working at VILNIUS TECH are based on the principles of understanding, tolerance, goodwill, mutual respect and other values that shape organisational behaviour. In performing their duties, VILNIUS TECH employees also follow the ethical principles set out in laws and other legal acts, including VILNIUS TECH's internal legal acts, and comply with the ethical requirements established for their activities.
10. Recommended standards of conduct for persons working and studying at VILNIUS TECH in order to prevent violence and harassment:
10.1. relationships with each other and with third parties must be based on politeness, honesty, respect, tolerance, trust and cooperation;
10.2. Persons working at VILNIUS TECH are prohibited from discriminating against, harassing, bullying or intimidating others, or instructing others to discriminate against persons working or studying at VILNIUS TECH on the basis of their gender, race, nationality, citizenship, language, origin, social status, faith, political beliefs or views, age, sexual orientation, disability, ethnicity, religion or other grounds.
11. Violence, harassment, sexual harassment or persecution may take the following forms:
11.1. unwanted physical contact;
11.2. verbal or written humiliation (jokes and pranks that insult a person or group of people, constant comments, hate speech, gossip, spreading rumours, slander, etc.);
11.3. displaying offensive pictures, notes or other material, offensive gestures;
11.4. deliberate isolation or non-communication, exclusion from social activities;
11.5. persistent attempts to communicate, following a person, gathering information about them when it is not related to the performance of work duties;
11.6. threats or other intimidating behaviour aimed at restricting a person's freedom of choice;
11.7. pressure on a person to engage in behaviour, services or sexual services unrelated to their studies or work functions;
11.8. unjustified deterioration of study, work or other conditions compared to other persons.
12.	Unwanted, humiliating or disruptive behaviour in the work or study environment may manifest itself in the following ways:
12.1. Overly familiar greetings in the work environment;
12.2. compliments unrelated to a person's professional qualities and functions;
12.3. comments about physical appearance or clothing, signs of a person's identity;
12.4. unethical comments about a person's views, weaknesses or strengths, or their private life;
12.5. unethical forms of address (e.g. abbreviations of names, nicknames, diminutive forms of address);
12.6. sexual, offensive or disrespectful jokes or pranks;
12.7. physical contact with a person, causing physical or psychological discomfort, not maintaining a respectful physical distance;
12.8. persistent attention, scrutiny of physical appearance;
12.9. tone of voice, sounds and movements that may offend, humiliate a person or evoke sexual associations;
12.10. use of visual aids that humiliate honour and dignity (e.g. posters, photographs, carricatures/cartoons, objects, etc.);
12.11. sending messages or texts that are offensive, humiliating, or unrelated to work duties;
12.12. provocative, indecent clothing;
12.13. intrusive interest in a person's private life or intimate relationships; 
12.14. influencing an employee in order to perform certain functions (services) not related to work.
13.	If violence, harassment, sexual harassment or persecution has occurred against another person or there is a real threat of violence, harassment or sexual harassment, it is recommended to encourage them to speak up about it, to encourage them to address the person who committed these acts and to immediately inform them that such behaviour is unacceptable. It is advisable to record all acts (behaviour) of violence, harassment, sexual harassment or persecution that have occurred, noting the time, witnesses and other relevant circumstances.
14. Decisions related to studies, science, employment, career, promotion, training, remuneration for work and other payments, holidays and conduct at work shall be taken with respect for the dignity of each person, without discrimination and taking into account objective factors and criteria.
15. VILNIUS TECH strives, within its financial capabilities and resources, to create conditions for persons with disabilities to apply for vacant positions at VILNIUS TECH, to work, pursue a career or study. 
16. It should be noted that the following are not considered discrimination or a violation of equal opportunities:
16.1. special protection for women during pregnancy, childbirth and breastfeeding;
16.2. occupational health and safety requirements for employees, which are aimed at preserving health, taking into account physiological characteristics;
16.3. restrictions imposed by law on the basis of age, where this is justified by a legitimate aim and the means of achieving that aim are appropriate and necessary;
16.4. a requirement established by law to speak the official language;
16.5. different rights applicable to citizenship as established by law;
16.6. special measures laid down by law in the field of health protection, employee safety, employment and the labour market, with a view to creating and applying conditions and opportunities that guarantee and promote integration into the working environment;
16.7. where, due to the nature of specific types of professional activity or the conditions under which they are carried out, a particular characteristic of a person is an essential and decisive professional requirement, and this objective is legitimate and the requirement is proportionate;
16.8. granting advantages on the basis of age, disability and social status, where this is justified by a legitimate aim and the means of achieving that aim are appropriate and necessary.
17.	The policy applies to VILNIUS TECH in all areas related to employment and studies, in the work and study environment: 
17.1. when hiring, establishing working conditions, evaluating work, making decisions on career advancement, promotion, paying wages, providing opportunities for professional development, balancing family and work commitments, dismissing employees and in other cases related to employment relationships;
17.2. when admitting persons to study, in the study process, in non-formal education processes, when assessing knowledge, awarding scholarships, allocating dormitory places and in other cases related to studies or non-formal education.
18. The assessment of students' knowledge is carried out in accordance with the principles of equal opportunities, fairness and reasonableness, assessing only criteria related to students' achievements.
19.	The principles of non-discrimination and equal opportunities shall also apply to supervisors of students' graduation theses and doctoral students, taking into account their compliance with the qualification requirements for teaching staff and researchers.
CHAPTER IV
SUPERVISION OF POLICY IMPLEMENTATION
20. Supervision of policy implementation is carried out by the Equal Opportunities Officer, who, as necessary:
20.1. consults employees and students and provides recommendations on Policy issues;
20.2. periodically monitors compliance with the Policy and prepares conclusions for the management of VILNIUS TECH at least once a year;
20.3. organises training on equal opportunities, non-discrimination, harassment, violence, sexual harassment or persecution prevention;
20.4. initiates changes to the Policy.
21. In implementing equal opportunities for its employees, VILNIUS TECH ensures that: 
21.1. non-discriminatory selection conditions and criteria are applied when deciding on the transfer of employees to other positions and/or the promotion of employees;
21.2. non-discriminatory working conditions are created, including accessibility for persons with disabilities and/or individual needs (providing a workplace that meets the individual needs of the employee, the necessary work tools, a flexible work schedule, holidays, etc.);
21.3. non-discriminatory criteria for the evaluation of work performance are applied (work is evaluated objectively and impartially);
21.4. non-discriminatory criteria for the termination of employment relationships are applied;
21.5. non-discriminatory conditions are created for employees to improve their qualifications, pursue professional development, retrain, and gain practical work experience;
21.6. employees are paid equal wages for the same or equivalent work, and non-discriminatory criteria are applied when establishing the wage system.
CHAPTER V
SUBMISSION AND EXAMINATION OF REPORTS AND COMPLAINTS
22. VILNIUS TECH provides conditions for employees, job seekers and students to submit reports or complaints regarding violations of the Policy. Reports or complaints that the Policy has been violated in relation to an employee (job applicant) or student are investigated by the VILNIUS TECH Equal Opportunities, Violence and Harassment Prevention Commission, which is formed by the Senate and whose activities are regulated by the Commission's regulations      approved by VILNIUS TECH.      
23. Reports or complaints are investigated in accordance with confidentiality and data protection requirements.
24. The investigation of a report or complaint is based on the following principles:
24.1. promptness – the investigation is carried out as quickly as possible;
24.2. immediacy – the person who submitted the report or complaint, the person against whom the complaint is made, and the witness(es) shall be given every opportunity to provide explanations, their assessment of their actions and their version of events;
24.3. assistance – upon receipt of a complaint or report of a violation of the Policy, safe working or study conditions shall be provided to the person who submitted it;
24.4. application of active prevention measures – upon establishing a violation, appropriate preventive measures shall be applied to ensure safe working or studying conditions for persons that do not violate their dignity;
24.5. objectivity and impartiality – the investigation is conducted objectively, without any preconceptions regarding the assessment of the circumstances.
25.	Any persecution or hostile behaviour towards a member of the VILNIUS TECH community who has filed a complaint or report is prohibited and considered a gross violation of work discipline.
26.	The person who has filed a complaint or request, the person against whom the complaint is made, and the person conducting the investigation have the right to contact the Equal Opportunities Ombudsperson's Office or another competent authority at any stage of the investigation.
27. If it is established that a VILNIUS TECH employee or student has violated the Policy, depending on the nature of the violation, liability may be applied as provided for in the Labour Code of the Republic of Lithuania and other legal acts. Significant and gross violations, if committed by a VILNIUS TECH employee, shall in all cases be considered a gross violation of work discipline.
28. If signs of a possible crime are found, the investigation material shall be immediately forwarded to the competent law enforcement authorities. 
29. If it is determined that a complaint or report of a violation of the Policy was submitted with the intent to damage the reputation of another employee, such behaviour shall be considered a violation of work duties, for which disciplinary measures may be taken in accordance with the Labour Code of the Republic of Lithuania and other legal acts.
CHAPTER VI
PREVENTION PROCEDURE AND MEASURES TO ENSURE PROTECTION AND PREVENTION 
30. The prevention procedure shall be applied if the potentially aggrieved person indicates in the complaint that they only wish to discipline the person who may have violated the Policy and prevent such actions in the future, but does not wish to initiate a notification or complaint investigation procedure, or there are insufficient grounds to initiate a notification or complaint investigation procedure.
31. The purpose of the prevention procedure is to ensure a safe and respectful working or studying environment at VILNIUS TECH, even in the absence of obvious signs of a violation of the Policy.
32. During the prevention procedure, the Equal Opportunities Officer shall re-familiarise the person with the Policy, drawing attention to those points whose non-compliance led to the initiation of the prevention procedure. The prevention procedure shall take the form of a conversation, during which an attempt shall be made to resolve the disputes amicably.
33. Protective measures are intended to prevent possible violations of the Policy during the examination of a report or complaint. The Equal Opportunities Officer recommends that the Rector of VILNIUS TECH apply protective measures, which are implemented by the immediate or higher-level manager. Protective measures include:
33.1. permission to work remotely;
33.2. transfer of the employee to another workplace (without violating the provisions of the Labour Code);
33.3. temporary suspension of an employee from performing their job duties, while retaining their established salary;
33.4. suspension from duties (without violating the provisions of the Labour Code). 
34. Preventive measures shall be applied by the Equal Opportunities Officer on his/her own initiative or upon recommendation by the Commission:
34.1. repeated familiarisation with the Policy;
34.2. repeat thematic training sessions prepared for members of the VILNIUS TECH community.
CHAPTER VII
FINAL PROVISIONS
35.	Each member of the VILNIUS TECH community has the right to submit proposals regarding the Policy, its implementation, effectiveness, and amendments or additions. Proposals shall be submitted to the Equal Opportunities Officer via the VILNIUS TECH Document Management Information System. 
36. The Policy is periodically reviewed by the Equal Opportunities Officer and its effectiveness is assessed.
37.	The Policy shall be updated when there are changes in the legal requirements governing the legal relationships regulated by the Policy.
________________________








Prepared by
Equal Opportunities Officer
Raimonda Bublienė, tel. 274 4868
25 August 2025



