[image: ]

HR POLICY
Bullying and Harassment Policy
Employment Policies  |  White Cube Consulting

	ORGANISATION
	[Organisation Name]

	VERSION
	Version 1.0

	DATE ADOPTED
	[Date]

	REVIEW DATE
	[Date - recommend annual review]

	POLICY OWNER
	HR / Senior Management

	SCOPE
	All employees, workers, contractors and third parties



This policy template is provided for guidance purposes. It should be reviewed and adapted to reflect the specific circumstances and requirements of your organisation before adoption. We recommend taking HR and/or legal advice prior to implementation. This document does not constitute legal advice.
SECTION 01
Policy Statement

[Organisation Name] is committed to providing a working environment in which all individuals are treated with dignity, fairness and respect. Bullying and harassment in any form are unacceptable - whether they occur in the workplace, at work events, in online or digital environments, or in any context connected to work.
This policy reflects the organisation's obligations under the Equality Act 2010, the Worker Protection (Amendment of Equality Act 2010) Act 2023 (which introduced a new duty on employers to take reasonable steps to prevent sexual harassment), and the general duty of care to employees. It applies to all individuals regardless of their role, seniority or protected characteristic.
Any employee found to have engaged in bullying or harassment may be subject to disciplinary action, up to and including dismissal for gross misconduct.
Confidentiality will be respected as far as reasonably possible. However, complete confidentiality cannot always be guaranteed where disclosure is necessary to investigate concerns fairly or protect individuals.
Anonymous concerns may be investigated where possible, although this can sometimes limit the organisation’s ability to investigate fully or take formal action.
Complaints raised in good faith will always be taken seriously, even where concerns are not upheld. However, deliberately false or malicious allegations may themselves result in disciplinary action.
Bullying or harassment can occur in remote and hybrid working environments as well as in physical workplaces.
SECTION 02
Definitions

▪ Bullying
Bullying is offensive, intimidating, malicious or insulting behaviour that involves an abuse or misuse of power and leaves the recipient feeling hurt, threatened, humiliated or vulnerable. Bullying may be persistent or a single act of sufficient severity. It does not have to be deliberate or intended to cause harm.
Examples of bullying include:
-  Persistent criticism or belittling of an individual's work or personal qualities
-  Deliberately excluding, ignoring or marginalising an individual
-  Giving unreasonable workloads, impossible deadlines or unachievable targets
-  Constantly undermining, interrupting or overriding an individual's contributions
-  Humiliating an individual in front of their colleagues
-  Sending offensive messages, emails or social media posts
▪ Harassment
Harassment is unwanted conduct related to a relevant protected characteristic (age, disability, gender reassignment, race, religion or belief, sex, or sexual orientation) which has the purpose or effect of violating an individual's dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment.
Whether conduct constitutes harassment will consider the perception of the individual, the wider circumstances and whether it is reasonable for the conduct to have that effect. Impact matters - even if the conduct was not intended to harass, it may still constitute harassment if that was its effect. Examples of harassment include:
-  Derogatory jokes, comments or nicknames related to a protected characteristic
-  Displaying offensive material or sharing it digitally
-  Deliberately excluding someone on the basis of a protected characteristic
-  Intrusive questions or unwanted comments about a person's personal life or characteristics
-  Mimicking or making fun of a person's disability, accent, religious practice or other characteristic
A person’s intention does not determine whether behaviour is acceptable. The impact of the behaviour will always be considered.
▪ Sexual Harassment
Sexual harassment is unwanted conduct of a sexual nature. It includes unwanted sexual advances, touching, requests for sexual favours, sexual jokes, comments or innuendo, sharing sexually explicit material, and staring or leering. Sexual harassment may be committed by anyone - including colleagues, managers, clients, customers or other third parties.
Employer Duty to Prevent Sexual Harassment - Worker Protection Act 2023
From 26 October 2024, employers have a positive legal duty to take reasonable steps to prevent sexual harassment of their employees in the course of their employment. Failure to take such steps means that, where an Employment Tribunal finds that sexual harassment has occurred, it may uplift any compensation award by up to 25%. This organisation takes this duty seriously and is committed to creating an environment in which sexual harassment cannot occur or be tolerated.



Reasonable steps may include:
-  regular employee and manager training
-  clear reporting routes
-  prompt investigation of complaints
-  monitoring workplace culture
-  appropriate action where concerns arise
-  risk assessment of higher-risk working environments or activities
▪ Victimisation
Victimisation means subjecting a person to a detriment because they have raised a complaint about bullying or harassment, or because they have supported someone who has done so. Victimisation is itself a breach of the Equality Act 2010 and will be treated as a serious disciplinary matter.
▪ Third-Party Harassment
The organisation will also take reasonable steps to protect employees from harassment by clients, customers, suppliers and other third parties. Employees who experience harassment from a third party should report it promptly to their line manager or HR.
Where appropriate, the organisation may take steps including warning, restricting or terminating relationships with third parties who engage in harassment.
SECTION 03
Scope

This policy applies to all employees, workers, contractors and individuals acting on behalf of the organisation, in all work-related contexts, including:
-  The workplace and any client or supplier premises
-  Work-related social events, whether formal or informal. This includes conduct occurring during work-related social events where alcohol is consumed.
-  Business travel
-  Online and digital communications connected to work. Examples may include inappropriate behaviour during video meetings, messaging platforms, emails or social media interactions connected to work.
-  Social media activity that could reasonably be associated with the organisation or affects colleagues
SECTION 04
Our Commitment

-  We will treat all concerns about bullying and harassment seriously and investigate them fairly and promptly
-  We will take reasonable steps to prevent bullying and harassment before it occurs, including through training, awareness and clear leadership
-  We will provide appropriate support to both complainants and respondents throughout any process
-  We will protect individuals who raise concerns in good faith from victimisation or retaliation
-  We will take disciplinary action against anyone found to have engaged in bullying or harassment
SECTION 05
Raising a Concern - Informal Resolution

Where possible and where the individual feels able to do so, concerns about bullying or harassment may first be raised informally. This may involve:
-  Speaking directly to the person whose behaviour is of concern - if this feels safe to do
-  Speaking to your line manager, or a more senior manager if the concern involves your line manager
-  Speaking to HR in confidence
-  Speaking to a trained mediator where one is available
The organisation recognises that informal resolution will not be appropriate or comfortable in all cases, particularly where the behaviour is serious or the power imbalance significant. Employees are never required to resolve concerns informally and may move directly to the formal process.
The organisation recognises that concerns involving senior employees, managers or significant power imbalances may make informal resolution inappropriate.
SECTION 06
Formal Complaints

Where informal resolution is not appropriate or has not resolved the concern, a formal complaint may be raised under the Grievance Policy. The formal process will include an independent investigation, an opportunity for both parties to present their account, and a written outcome with a right of appeal. All formal complaints will be investigated promptly and in confidence. Both the complainant and the respondent will be kept informed of progress and the outcome, within the limits of confidentiality.
SECTION 07
Support for All Parties

The organisation recognises that a bullying or harassment complaint can be a distressing experience for everyone involved. The following support is available:
-  [Employee Assistance Programme - confidential support, counselling and advice available to all employees]
-  [Occupational Health referral where appropriate]
-  [Named HR contact throughout the process for both complainant and respondent]
-  [Right to be accompanied at all formal meetings by a work colleague or trade union representative]
SECTION 08
Responsibilities

▪ All employees
Every employee has a responsibility to: treat colleagues, clients and others with dignity and respect; challenge or report behaviour that constitutes bullying or harassment; and not engage in, encourage or condone such behaviour. Employees are encouraged, where appropriate and safe to do so, to challenge or report inappropriate behaviour they witness rather than assuming someone else will act. Employees are encouraged to keep a record of incidents, including dates, locations, witnesses and any supporting evidence where possible.
▪ Managers
Managers have an additional responsibility to: model respectful behaviour; address concerns about bullying or harassment promptly when they are brought to their attention; be alert to signs of bullying or harassment within their teams; and not ignore or dismiss concerns as trivial.
▪ HR and Senior Leadership
HR and senior leaders are responsible for: ensuring this policy is effectively implemented and communicated; providing training and awareness to employees and managers; reviewing the effectiveness of the policy and updating it as required; and ensuring a culture of dignity and respect is embedded throughout the organisation. Managers will receive appropriate training to help them recognise, prevent and respond to bullying and harassment concerns effectively.
SECTION 09
Consequences of Breach

Any employee found to have engaged in bullying, harassment or victimisation may be subject to disciplinary action under the Disciplinary and Dismissal Policy. Depending on the severity of the conduct, this may include a written warning, a final written warning or summary dismissal for gross misconduct.
SECTION 10
Policy Review

This policy will be reviewed annually or following any significant legislative change, including any further developments relating to the Worker Protection Act 2023. The policy owner is responsible for ensuring it remains current and effective. The organisation may monitor trends, themes or complaints data to help identify any workplace culture concerns and assess the effectiveness of preventative measures.
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