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Executive summary This paper provides a proposed set of revisions to NUS’ Code of Conduct.  These 

revisions are based on principles agreed by the NUS UK Board at its meeting in June 

2016.  The Board are asked to approve the revised Code of Conduct. 

 
Summary 
 

This paper outlines a number of proposed revisions to be made based on a set of principles and 

recommendations that were made to the NUS UK Board in June 2016.  The Code is scheduled to be 

reviewed every three years and 2016 is a review year.  We believe that the changes outlined below will 

improve the Code and address a number of current issues. 

 

The Board are asked to provide comment on the revisions outlined and are then asked to approve the 

report. 

 

Background 
 

The NUS Code of Conduct sets out the procedure to be followed in the case of misconduct or disciplinary 

action against an individual member of NUS (“the member”).  The existing Code can be found HERE.  

NUS’ Articles make the following reference to the Code of Conduct: 

 

“115. The Trustee Board shall produce a “code of conduct” that all Individual Members shall need to 

adhere to, including when Individual Members are on premises or at events that are administered or 

organised by the National Union.  116. The code of conduct may include a range of sanctions for breach of 

the code of conduct by an Individual Member, including the indefinite suspension of any or all of the rights 

and privileges of membership.” 

 

This paper proposes an updated version of the Code of Conduct to be found below (given the overall 

change in format a tracked changes version isn’t possible to follow).  The revisions have been 

incorporated based on the following agreed principles: 

 

1. Establishing the standards of conduct rather than just describing the process  

2. Greater clarity over the process at democratic events 

3. Greater clarity surround the breadth of scope  

4. Improving language surrounding informal v formal outcomes 

5. Better consistency in what may constitute breach of discipline v gross misconduct 

6. Simplifying the language throughout 

7. Amending timescales to ensure appropriate, consistent and realistic 

http://www.nusconnect.org.uk/shape-our-work/get-involved/attend-conferences/nus-code-of-conduct


 

 

Proposed New Code of Conduct 
 

NUS Code of Conduct 

 

1. Introduction 

 

1.1. This Code sets out the expectations and standards of behaviour of NUS Full Time Officers, 

committee members, NUS volunteers and members of Constituent Members.  It also sets out the 

procedure to be followed if those expectations and standards are not met and in the case that 

disciplinary action is required. 

 

2. Scope 

 

2.1.  This Code of Conduct applies to the following people, who are considered to be ‘representatives of 

NUS’ (referred to throughout as representatives of NUS): 

 

a. All NUS Committee Members and members of the National Executive Council; 

b. The Convenors of NUS Area Organisations; 

c. NUS Full Time Officers; 

d. Non-members acting in volunteer roles in NUS, for example board members. 

 

2.2. The Code also applies to the following, who are not necessarily representatives of NUS, but are 

expected to adhere to the Code in their interactions with NUS, for example attending meetings or 

events (referred to throughout as CM members): 

 

a. All sabbatical elected officers of Constituent Members (CMs); 

b. The students of a Constituent Member aged 16 or over. 

 

2.3. This Code does not apply to NUS staff who are subject to disciplinary procedures as agreed with 

the staff trade union. 

 

2.4. The Code applies to these people within the following contexts: 

 

a. When acting in the course of their duties as a representative of NUS; 

b. In the case of representatives of NUS, outside the course of their duties but when their conduct 

may impact on their role and/or the organisation; 

c. When on NUS premises; 

c. Whilst using NUS facilities or at an NUS event; or 

d. In relation to actions or incidents between two or more representatives of NUS in any or none 

of the settings above, or in relation to actions or incidents between NUS representatives and 

staff or stakeholder where the person is participating in an NUS activity, including online. 

 

3. Communication 

 

3.1. It is important that people know what standards of conduct and performance are expected of 

them. As a result full details of this Code of Conduct will be provided to all officers and volunteers 

before or during induction; it will also be available on NUS Connect and will be referenced at the 

start of all NUS events. 

 

4. Expectations and Standards 

 

4.1. All member students’ unions are entitled to a high level of quality in their engagement and 

interactions with NUS and representatives of the organisation have a key role in delivering this.  

Representatives are ambassadors for NUS and should seek to build a positive reputation. 



 

 

4.2. Representatives of NUS should expect the following in terms of support to enable them to thrive 

within their role(s): 

 

a. Clear instructions regarding the role which will include: attendance expectations, location, 

travel, and any other requirements; 

b. A detailed role profile; 

c. A detailed induction setting out expectations of the role and being clear about rules and 

standards; 

d. Training and development for the role; 

e. A healthy and safe environment; 

f. Appropriate supervision with a named contact and/or Manager within NUS. 

 

4.3. The following are expectations of all people who fall within the scope of this Code: 

 

a. Treat others with respect and dignity at all times; 

b. Contribute to and promote an inclusive and positive culture and environment; 

c. Respect the property, equipment and resources of NUS; 

d. Act with due regard for the law; 

e. Act with integrity, honesty and transparency; 

f. Act with due regard for the safety and wellbeing of others; 

g. Protect the reputation of NUS and don’t bring the organisation into disrepute; 

h. Take responsibility for own actions and for understanding required standards. 

 

4.4. Representatives of NUS are also expected to comply fully with the following policies and procedures.  

These are available on U-Learn and people are expected to ensure they are familiar with them in full: 

 

a. Equality and Diversity Policy; 

b. Dignity at Work Policy; 

c. IT Policy; 

d. Social Media Policy; 

e. Safeguarding Policy; 

f. Staff Protocol; 

g. Health and Safety Policy; 

h. Travel and Expenses Policy; 

i. Alcohol and Drugs Policy. 

 

4.5. Key messages and expectations from these policies will also be summarised for attendees and 

delegates at meetings and conferences or in other situations that CM members may come into 

contact with NUS. 

 

5. Supervision and Oversight 

 

5.1. The Trustee Board annually appoints a Lay Trustee to supervise the Code of Conduct.  The 

Supervising Trustee may also appoint a deputy who will be empowered to exercise any and all of their 

responsibilities.  The Supervising Trustee will annually report to the Trustee Board on the operation of 

this code. 

 

5.2. The Supervising Trustee will appoint a pool of people with suitable experience and qualifications from 

which to form a panel at disciplinary hearings. 

 

5.3. The Code of Conduct will be reviewed every three years with any amendments being approved by the 

Trustee Board. 

 

6. Complaints 

 



 

6.1. If it is believed that an individual or individuals have breached the standards and policies set out 

within this Code, a complaint can be initiated using the process outlined below. 

 
 
NUS Code of Conduct Complaints Procedure 

 

7. Overview 

 

7.1. Disciplinary issues arise when problems of conduct are raised and NUS seeks to address them through 

these procedures. 

 

7.2. NUS believes that rules and procedures are necessary for promoting orderly relations as well as 

fairness and consistency in the treatment of individuals. 

 

8. Complaints 

 

8.1. This procedure sets out the process by which alleged breaches and complaints in relation to the Code 

should be made, and handled, in the following three settings: 

 

a. Standard procedure (not within an event); 

b. At non-democratic events; 

c. At democratic events. 

 

9. Standard Procedure (Not at Events) 

 

9.1. In normal circumstances complaints and grievances will be made to the Supervising Trustee care of 

the Governance Team at NUS (governanceteam@nus.org.uk).  Members and elected officers should 

refer to the Governance Team Manager who will advise on this Code. 

 

Complaints / Raising Issues / Investigations 

9.2. In circumstances when; 

 

a. A disciplinary matter arises; or 

b. A complaint is made (by an individual or a Constituent Member); or 

c. A matter is referred to the Supervising Trustee. 

 

The Supervising Trustee will first determine whether this procedure is appropriate for the issue(s) 

being raised. In making this decision they will be careful to ensure that genuine matters of 

misconduct are handled through this procedure, but that matters of political performance are 

referred to the appropriate accountability procedures.   

 

9.3. The Supervising Trustee will also consider (based on 2.1-2.4) whether responsibility and 

jurisdiction most appropriately lies with NUS, for example there may be situations that fall 

technically within the scope of the Code but where a Constituent Member is best placed to conduct 

the initial investigation.  In these cases, NUS may refer the complaint to another body and request 

to be informed of the outcome so that any future action can be considered at the appropriate time. 

 

9.4. If this procedure is used, the Supervising Trustee will appoint an impartial third party to investigate 

the matter. The investigation is to establish the facts and where appropriate obtain statements from 

any available witnesses. Having carried out an investigation, the investigator will make a report to the 

Supervising Trustee. 

 

9.5. At the start of the investigation, the complainant and respondent will receive a letter of notification 

detailing the complaint being investigated and the name and contact details of the person dealing with 

mailto:governanceteam@nus.org.uk


 

the investigation.  If appropriate the respondent’s students’ union will be informed that the 

investigation is taking place, and of the nature of the complaint. 

 

9.6. Respondents are encouraged to submit a written statement in response to the complaint.  The 

deadline for doing so is five working days after the date of formal notification of the 

investigation.  The statement should attach copies of any other documents on which the respondent 

wishes to rely. 

 

9.7. Should the respondent not respond to communications or refuse to engage with the investigation 

process, they will be deemed to have nothing to add to the investigation. 

 

9.8. The investigator will consider statements and any other documents received from the complainant and 

respondent as soon as practicable.  NUS aims to confirm the outcome within twenty working days of 

the date of the formal notification of the investigation, subject to having been able to contact all 

relevant parties within this time.  If it is not possible to comply with these deadlines they may be 

extended by discretion. 

 

9.9. Being the subject of a complaint can be difficult for an individual, and so NUS will undertake the 

investigation with appropriate discretion, care and consideration.  Any communications with the 

respondent’s students’ union will be addressed to the senior staff member or a representative of the 

trustee board.  NUS will try to ensure all steps in the process remain fair and proportionate. 

 

9.10. No representative of NUS should comment publicly on any incident that is being dealt with under this 

procedure.  Failure to observe this requirement will result in disciplinary action being taken under this 

code. 

 

Possible Outcomes and Disciplinary Action 

9.11. Upon receiving the investigation report and considering its recommendations the Supervising Trustee 

will determine the most appropriate course of action: 

 

a. Complaint or issue not upheld and no further action required; 

b. Complaint or issue can be resolved with action short of disciplinary hearing; 

c. Disciplinary hearing required to determine if behaviour constitutes misconduct and if so to 

determine sanctions. 

  

Action Short of Disciplinary Hearing 

9.12. Minor cases of misconduct and poor performance can be best addressed with appropriate measures 

short of disciplinary sanctions. The Supervising Trustee has the authority to issue the following (as per 

9.11.b.) without calling a disciplinary hearing: 

 

a. Verbal warning; 

b. Requirement to issue an apology; 

c. Requirement to attend training; 

d. Requirement to undertake coaching or counselling; 

e. Any other developmental intervention aimed at supporting the individual avoid future breaches of 

the Code. 

 

9.13. The Supervising Trustee will ensure that these areas are put in place with the objective of helping the 

respondent make appropriate improvements. At this stage the respondent will be made fully aware of 

what steps need to be taken to address the conduct issue.  They will also be told when this will be 

reviewed and what action will be taken if they fail to improve either their performance or conduct. 

  

Disciplinary Action 

9.14. Before a decision is reached or any disciplinary action taken there will be a disciplinary hearing at 

which the respondent will have an opportunity to state their case and answer the allegations that have 

been made. 



 

 

9.15. Disciplinary panels will usually consist of three people and will always contain at least one student 

officer and one staff member from a students’ union.  Measures will be put into place to ensure a 

diverse membership of disciplinary panels. 

 

9.16. The respondent will be notified of a disciplinary hearing in advance and will be provided copies of 

statements given by any witnesses or other written evidence to be used. If possible hearings will be 

arranged at a mutually convenient time and place and the respondent will have the right to be 

accompanied by a colleague or representative of their choice. 

 

9.17. During a disciplinary hearing, the case against the respondent will be presented in detail by the 

appointed investigator.  If the respondent challenges the substance of the witness statements then 

witnesses may be called to the hearing where the respondent or their representative will have the 

opportunity to ask them questions. 

 

9.18. There are different types of action that can be taken that vary in their severity. The disciplinary 

hearing will decide the severity of the misconduct and the appropriate action.  These are: 

 

a. Verbal warning; 

b. Written warning; 

c. Termination or suspension of all membership entitlements or some act of partial suspension, 

which in the case of employed elected officers could result in contract termination. 

 

Verbal Warning 

9.19. This will occur in cases of minor infringements.  A note of the warning will be kept on file for six 

months but then disregarded for disciplinary purposes.  The warning will be given in the presence 

of the panel and the member will be entitled to have a colleague or representative present when 

the warning is given. 

 

Written Warning 

9.20. This will occur when the infringement is more serious or is a failure to improve behaviour during 

the currency of the previous warning.  A copy of the written warning will be kept on file for twelve 

months but then disregarded for disciplinary purposes. 

 

Suspension of Benefits or Other Sanction 

9.21. If the misconduct is sufficiently serious or reflects a repeat of unacceptable behaviour despite previous 

warnings, the final stage may be: 

 

a. Partial disciplinary suspension of entitlements; 

b. Temporary disciplinary suspension (without pay if applicable) of some or all entitlements.  Where a 

representative of NUS in a paid role, is suspended pending a hearing or whilst an investigation is 

carried out they will continue to be paid; 

c. Disciplinary termination of all membership entitlements. 

 

9.22. At any of the above stages the panel may resolve to require that the respondent should undergo 

training, coaching or counselling, where appropriate arranged through their students’ union.  The 

panel can also stipulate exclusion from some or all future NUS events. 

 

Termination of Entitlements 
9.23. In some circumstances a respondent’s entitlements may be terminated if it is established that there 

has been an act of gross misconduct, major breach of duty or conduct that brings the organisation 

into serious disrepute. 

 

9.24. Acts that may (without limitation) constitute gross misconduct are: 

 

a. Theft, fraud and deliberate falsification of records; 



 

b. Physical violence or assault; 

c. Threatening or harassing any other person, whether physically or verbally; 

d. Deliberate damage to organisational or personal property; 

e. Serious incapability whilst representing NUS through alcohol or use of illegal drugs; 

f. Misuse of NUS’ property or name; 

g. Bringing the organisation into serious disrepute; 

h. Serious infringement of health and safety rules or acting with disregard to the safety of others; 

i. Serious bullying or harassment; 

j. Sexual abuse, harassment or misconduct; 

k. Serious infringement of NUS’ policies and procedures. 

 

9.25. Because the ability to hold elected office in NUS is dependent upon membership status and one of the 

rights and privileges of membership, termination of all entitlements would represent a termination of 

that holding of office. In the case of employed elected officers, this would therefore represent a 

termination of contract. 

 

9.26. In issuing disciplinary outcomes, the panel should be mindful of NUS’ scope of power in 

relation to the respondent’s relationship with the organisation (see 2.1-2.4).  There is 

greater scope to impose disciplinary sanctions on representatives of NUS than there is 

CM members, where disciplinary action may be limited to attendance at events and 

ability to hold a role within NUS in the future. 

 

9.27. Where disciplinary action is necessary the respondent will be informed of the decision. This will be in 

writing and will state: 

 

a. Detail of the misconduct that has resulted in the disciplinary action; 

b. The level of disciplinary action; 

c. Any recommendations/action required to prevent future disciplinary action; 

d. The consequence of failure; 

e. Details of the appeal mechanism; 

f. If appropriate the length of time the warning will last before it is disregarded. 

 

Suspension 

9.28. In certain circumstances for example cases involving gross misconduct, where relationships have 

broken down, where there are risks to evidence or NUS’ responsibilities to other parties, 

consideration will be given to a period of suspension whilst an investigation is conducted. 

 

9.29. Such a suspension should only be imposed by the Supervising Trustee after careful consideration 

and should be reviewed periodically to ensure that it is not unnecessarily protracted. 

 

9.30. Excluding a respondent from participation in NUS activities is not in itself a form of disciplinary 

action whilst the investigation is progressing. 

 

9.31. Because the ability to hold elected office in NUS is dependent upon membership status and one of 

the rights and privileges of membership, suspension of entitlements would represent a suspension 

of that holding of office. 

 

10. Non-Democratic Events 

 

10.1. Where an issue or complaint arises at a non-democratic NUS event, the following procedure shall 

apply. 

 

10.2. In advance of each event, NUS will nominate a Complaints Manager who will be responsible for 

managing complaints received at or about the event. This will usually be the lead tutor or event 

manager. 

 



 

10.3. For events with more than twenty-five delegates or residential events, the Complaints Manager 

may nominate a Designated Advisor.  This will usually be an NUS Full Time Officer(s) if any are in 

attendance. 

 

10.4. Delegates will be informed who the Complaints Manager is in their delegate information or at the 

start of the event. 

 

10.5. Delegates wishing to make a complaint at the event should do so to the Complaints Manager.  If a 

complaint is made to a member of staff or officer, they will explain the process and introduce the 

complainant to the Complaints Manager. 

 

10.6. The Complaints Manager will take a short statement from the complainant detailing the nature of 

the complaint and all relevant circumstances, which the complainant will be asked to sign and 

date.  Unless they can be resolved informally at the event to the satisfaction of all parties, all 

complaints received in writing will be investigated once the event has finished. 

 

10.7. The Complaints Manager (along with the Designated Advisor if applicable) will decide whether any 

action can or should be taken immediately at the event. 

 

10.8. If the Complaints Manager decides that immediate action cannot or should not be taken at the 

event, the complainant and the respondent(s) will be notified of this outcome as well as the 

procedure for investigation following the event (see 9.1-9.31 above). 

 

10.9. If the Complaints Manager decides that there is a potential risk to delegates, the safe or effective 

running of the event or NUS’ reputation they will immediately take such action as they deem 

appropriate to reduce that risk at the event.  This could include (without limitation): 

 

a. Appropriate measures, such as verbal warnings about behaviour and requests for apologies 

from delegates; 

b. Formal warnings about behaviour; 

c. Removal of individuals from all or part of the event. 

 

10.10. Such action, including removal of a delegate, will be without prejudice to the outcome of any 

subsequent investigation.  Removal will be immediate but will take into account circumstances 

such as the location of the event and personal travel safety for the individual involved in leaving.  

Should NUS have to provide transport or other costs associated with the removal of a delegate 

from an event, then a bill will subsequently be sent to the delegate’s students’ union.  Damage to 

property will also be billed to the delegate’s union. 

 

10.11. Should a delegate be removed from the event, their students’ union will be notified immediately of 

the fact of the removal and the nature of the complaint made against the delegate.  However, it 

will be made clear that this is without prejudice to any subsequent investigation into a 

complaint.  The students’ union will also be notified if a warning (or other sanction) is given. 

 

10.12. Whilst the Complaints Manager will consider requests from complainants that their identities should 

not be revealed to respondents, respondents will normally be informed of the identity of 

complainants unless there is a compelling reason to maintain anonymity.  Statements of 

complaint, statements in response, and any other written statements, will normally be provided to 

the respondent. 

 

10.13. Where an incident involves a staff member, or if a staff member wishes to make a complaint, the 

staff protocol procedure must be used. 

 

10.14. Unless they can be dealt with at the event to the satisfaction of all parties, all written complaints 

about behaviour at a non-democratic event will be investigated using the standard procedure (see 

9.1-9.31). 



 

 

10.15. Complaints made after an event (including about incidents at the event) should be made using the 

standard procedure (see 9.1-9.31). 

 

10.16. In the event that a complaint is made or concern raised about any designated advisor or 

complaints manager, other officers or staff shall assume equivalent roles as appropriate. 

 

11. Democratic Meetings 

 

11.1. Where an issue arises at a Democratic Event, Democratic Procedures Committee or the delegated 

steering committee will operate a procedure that matches the above procedure (see 10.1-10.16) 

whilst safeguarding delegates’ right to participate and any constitutional requirements/rights. 

 

11.2. A member of DPC / steering committee will be appointed as Complaints Manager and will be 

advised and supported in this role by a member of NUS staff. 

 

11.3. An impartial person, such as a member of NUS staff, will always be appointed to carry out any 

investigation. 

 

11.4. Not all of DPC / steering committee shall be involved in the initial process, enabling others to be 

part of the appeals process if necessary. 

 

11.5. Where an issue concerns a member of DPC / steering committee, as either a complainant or a 

witness in the complaint, that member shall not take decisions on the complaint. 

 

11.6. Where an issue concerns a member of DPC / steering committee as the subject of a Code of 

Conduct complaint that member of steering will remove themselves from the democratic aspects of 

the conference while the investigation takes place. 

 

11.7. Where a disciplinary issue arises internally, a complaint will be drafted by the relevant senior 

manager or Full Time Officer that is making the referral or becomes aware of the issue. 

 

11.8. All members of DPC and steering committees will receive training on the Code of Conduct and will 

be expected to take responsibility for ensuring they are clear on how the process should be applied 

at democratic events. 

 

12. Criminal Acts 

 

12.1. Where an allegation is made under this Code that would constitute a criminal act, the Supervising 

Trustee (or Complaints Manager at an event) will give strong consideration as to the early 

involvement of the Police. 

 

12.2. Where the complaint involves an individual or group of people as a victim (as opposed to NUS 

generically or its property) they will be strongly encouraged to raise the matter with the Police, a 

process which may cause the Code of Conduct process to be paused and deadlines amended 

subject to resolution with the Police. 

 

12.3. If a victim does not wish to pursue a criminal case, or it becomes clear that the Police or CPS will 

not pursue, every complaint or incident will be considered on case by case basis as to whether it 

should be handled using NUS’ Code of Conduct procedure. 

 

13. Appeals 

 

13.1. A respondent will notify the Supervising Trustee (care of the Governance Team) of their intention 

to appeal against disciplinary action within ten working days of receipt of the confirmation letter. 

The appeal should be made in writing stating the grounds upon which the appeal is to be made. 



 

 

13.2. An appeal hearing will normally be held within twenty working days of receipt of the letter of 

appeal. An appeal will be heard by a panel who have previously had no involvement in the case. 

The panel will be made of the following: 

 

a. A Student Trustee (from any NUS Board); 

b. A Lay Trustee (from any NUS Board); 

c. A student officer from a students’ union. 

 

13.3. A respondent will have the right to be accompanied by a colleague or a representative of their 

choice. The respondent will be notified of the results of the appeal in writing within five working 

days of the hearing. 

 

13.4. An appeal is designed to remedy any defects in the disciplinary process rather than repeat the 

investigation of the disciplinary process. Therefore grounds for appeal are: 

 

a. Unfairness of judgement; 

b. The severity of the penalty; 

c. New evidence coming to light; 

d. Procedural irregularities; 

e. Extenuating circumstances; 

f. Bias of disciplining officer; 

g. Unfairness of the interview. 

 

13.5. Possible outcomes of an appeal are: 

 

a. The appeal is upheld and the disciplinary sanction reduced or removed; 

b. The appeal is upheld and there is a request for a re-investigation or rehearing; 

c. The appeal is denied and the original decision is upheld. 

 

14. Recording Discipline 

 

14.1. Accurate records will be kept detailing: 

 

a. Any breach of disciplinary rules or unsatisfactory performance; 

b. The respondent’s defence or mitigation; 

c. The action taken and the reasons for it; 

d. Whether an appeal was lodged, its outcome and any subsequent developments. 

 

14.2. These records are to be kept confidential and retained in line with the above procedure and the 

Data Protection Act 1998.  Copies of any meeting records will normally be given to the individual 

concerned (in certain circumstances information shall be withheld for example to protect a 

witness). 

  

 

Further Questions and Work 
 

The review and consultation about the updated Code of Conduct has also led to some interesting 

questions being raised, which cannot be answered here, but do merit further discussion.  The Board are 

invited to provide their initial thoughts to steer future work on the following questions: 

 

 Given the Code seeks to regulate the behaviour of ‘CM members’ at our events, should the 

behaviour of students’ union staff also be held to the same standards and expectations?  To be 

able to answer this question in full probably requires us to further potential work around some kind 

of membership contract or agreement with students’ unions that sets out mutual expectations. 

 



 

 The intention is clear that issues of conduct should be dealt with under this Code of Conduct, whilst 

issues of political performance should be addressed through the correct political accountability 

structures.  There is an unanswered question however about whether in the future we should 

publish outcomes from Code of Conduct cases involving elected officers – essentially do the 

electorate have a right to know about issues of misconduct when electing and holding to account 

their elected representatives? 

 

In addition to these questions there is also some further work that will underpin the ongoing application of 

the Code: 

 

 We know from our ongoing work on the strategic risk register that the risk of a breach of our 

safeguarding duty remains a concern and we are likely to need to undertake a substantial piece of 

work to address that and mitigate this risk to an acceptable level. 

 

 We need to undertake further work about how and when we share information with students’ 

unions regarding cases which involve their officers and students.  If we are to ensure that we are 

as effective as a student movement in addressing concerns about abuse and other serious forms of 

misconduct we need to ensure that we are able to share relevant information with member 

students’ unions effectively. 

 

 We have seen a concerning increase in recent years of reports of sexual assault taking place at our 

events.  There are now a number of incidents whereby we have used the Code to conduct our own 

investigation (and disciplinary action) in cases where either the victim and/or police do not wish to 

pursue criminal action.  This is an issue that is often challenging for NUS, and for students’ unions, 

and also represents an opportunity for us to establish some good practice (for us and SUs) in both 

prevention and effective handling of cases.  We will look to progress this and work with NUS’ 

women’s campaign as well as external partners to develop an effective approach.   

 

Conclusion 
 

This revision of our Code of Conduct is informed by learning from recent cases as well as discussion and 

consultation with a range of stakeholders.  There are a range of changes outlined that we believe will 

enhance the Code and improve our ability to uphold standards of excellent behaviour across the 

organisation. 

 

Recommendation 
 

The Board are: 

 Invited to discuss and share initial comments on the questions in the section titled ‘Further 

Questions and Work’ 

 Asked to approve the revised Code of Conduct. 

 
Impacts 
Financial impact No financial impact. 

Equality Impact 

Assessment 

No adverse equality impact of this paper. 

Which Nation does 

this impact? 

All. 

Resourcing 

implications 

No resourcing implications. 

Environmental 

impacts 

No environmental impact. 



 

 


