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1. About this Policy 

We are committed to providing a stimulating and supportive working environment for our 
employees free from harassment and bullying and where all of our staff are treated with 
dignity and respect.  We accept that such an environment cannot be created or 
sustained if, individually or collectively, employees are subject to harassment, 
intimidation, or bullying.  Employees who feel persecuted, vulnerable and powerless will 
not be able to work successfully or enjoyably or to the best of their abilities.  We believe 
that the dignity of every person must be respected and that all employees are entitled to 
a working environment which respects their personal dignity and which is free from such 
objectionable conduct. The highest standards of conduct are required of everyone 
regardless of seniority. 

This policy covers bullying and harassment both in the workplace, and out of the 
workplace on business trips, social functions, and at work events.  It covers conduct by 
staff and also by all third parties such as contractors and customers. 

This policy does not form part of any employee’s contract of employment and we may 
amend it at any time. 

2. Harassment  

2.1 Harassment pollutes the working environment and can have a devastating effect on the 
health, confidence, morale and performance of those affected by it. It may also have a 
damaging effect on other employees not themselves the object of unwanted behaviour, 
who are witness to it or who have knowledge of the behaviour.  

2.2 Harassment is defined in law as any unwanted conduct whether physical, verbal or non-
verbal, which has the effect of creating an intimidating, hostile, degrading, humiliating or 
offensive environment for someone or violating their dignity.  A single incident can 
amount to harassment.  Harassment also includes treating someone less favourably 
because they have refused to submit, or have submitted to, such behaviour in the past. 
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2.3 We recognise that harassment may take many forms. It may be directed towards 
persons of either sex. It may be conduct of a sexual nature or it may relate to a person’s 
ethnic origin, race, colour, nationality, religion or belief, age, sex, pregnancy or 
maternity, sexual orientation, disability, gender reassignment, or martial and civil partner 
status. 

2.4 Harassment may involve action or inaction, behaviour, exclusion, comment or physical 
contact that the recipient finds objectionable or offensive.  A person can be harassed 
even if they are not the subject of the treatment, but are witness to it and that conduct 
creates an offensive environment for them. Condoning such conduct may be 
harassment in itself.  

2.5 What an employee may see as innocent remarks or jokes may constitute racial or 
sexual harassment if they make a colleague feel embarrassed or uncomfortable. 
Employees need to be careful not to cross this line in “office banter” and be sensitive to 
the feelings of colleagues. Employees need to avoid any comments which could be 
seen as sex or race specific or which make reference to a colleague’s disability or any 
other characteristic. Employees should not bring materials into the office which could be 
considered to be distasteful or may create an intimidating or hostile environment.   

3. Bullying 

3.1 Bullying is offensive, intimidating, malicious or insulting behaviour involving the misuse 
of power that can make a person feel vulnerable, upset, humiliated, undermined or 
threatened.  Power does not always mean being in a position of authority, but can 
include both personal strength and the power to coerce through fear or intimidation. It 
can be physical, verbal, and non-verbal, and can be positive action, as well as positive 
inaction (for instance ignoring someone).  

3.2 Legitimate, reasonable and constructive criticism of performance or behaviour, or 
reasonable instructions given to workers in the course of their employment, will not on 
their own amount to bullying. 

3.3 We do not tolerate bullying of any sort, either in the workplace or out of it, and all 
employees should aware of their own behaviour and of the effect that their behaviour 
can have on others.  All of our employees: 

a) have the right to work in a workplace free from bullying; 
b) have the right to be protected from bullying in the workplace; 
c) have the right to complain of bullying suffered in the workplace in confidence 

that they will not face any repercussions; and 
d) have the right to be free from false allegations of bullying. 

4. Action 

4.1 If you feel you are being harassed or bullied you should as a first step, if you are able, 
raise the matter with the person responsible on an informal basis. You should explain to 
the individual concerned that the behaviour is not welcome, that it offends or makes you 
uncomfortable, and that it interferes with your work.   

4.2 Anyone who has been subjected to harassing or bullying behaviour may seek 
confidential assistance from their manager. Where you find it too difficult or 
embarrassing to take up the matter yourself, you can ask your manager to approach the 
individual on your behalf. The informal stage will not result in any formal internal 
investigation or disciplinary action but is intended to enable employees to resolve the 
matter themselves in an informal manner. 
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4.3 Employees who witness any incidents of bullying or harassment are encouraged to 
report the matter to a manager. 

4.4 If informal action does not remedy the issue or are not appropriate, you are encouraged 
to raise a formal grievance under the Grievance Procedure.  

4.5 Any allegations will be investigated fully in a timely manner.  All allegations made will be 
treated as confidential, and disclosures will only be made about whom the complaint is 
by and against if necessary to carry out a proper investigation into the issue. The 
importance of confidentiality will be stressed to all those interviewed and everyone will 
be strictly required not to discuss the complaint with colleagues or friends. Breach of 
confidentiality may give rise to disciplinary action. Wherever possible, consideration will 
be given to ensuring that you and the alleged bully or harasser are not required to work 
together whilst the complaint is under investigation. 

4.6 Following investigation, you will be informed of the outcome. It may be appropriate for 
us to take disciplinary action against the bully or harasser if we find that your complaint 
is upheld. Where the harasser or bully is a third party, we will consider appropriate 
action to deal with the problem.  Whether or not your complaint is upheld, consideration 
will be given to effecting arrangements which will enable the parties not to continue to 
work together against the wishes of either party.  

5. Abuse or breach of this policy 

5.1 You will not suffer any poor treatment or retaliation as a result of raising a complaint of 
bullying or harassment in good faith.  We will seek to ensure that you are not in any way 
penalised whether directly or indirectly for bringing a complaint, and the situation will be 
monitored to ensure that the harassment or bullying has stopped.  Any person who is 
found to have retaliated against you for raising your complaint will be subject to 
disciplinary action.  

5.2 Where any person is found to have committed an act of bullying or harassment, they 
will be subject to disciplinary action up to and including dismissal.  

5.3 Any person found to have made false or malicious allegations of bullying or harassment 
under this policy in bad faith will be subject to disciplinary action.  

6. Monitoring and Review 

This policy was last updated on 5th August 2021 and will be reviewed and republished 
no longer than two years after this date. 

7. Related Policies  

 Disciplinary Procedure 

 Equal Opportunities Policy 

 Grievance Procedure 

 


