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1. Purpose 
 

1. The University recognises that all staff have a right to work in an environment in which 

the dignity of individuals is respected and which is free from harassment and bullying. 

 

2. It is committed to eliminating intimidation in any form and to promoting a safe, healthy 

and fair work environment. 

 

3. This policy relates to bullying and harassment which can be between two individuals or 

may involve groups of people. They might be obvious or might be insidious. They may 

relate to age, sex, trans status (including gender reassignment), race, ethnicity, 

nationality, disability, religion, belief or sexual orientation and may be persistent or 

isolated incidents. They can also occur in written communications, by phone, text or 

email not just face-to-face actions. Though the emphasis of this policy is bullying and 

harassment as they relate to the legislative framework that covers harassment and 

unlawful discrimination, the University will not tolerate bullying and harassment of any 

kind, whether it is covered by the law or not. 

 

4. Bullying and harassment breach the University’s Equality and Diversity Policy and are 

considered serious offences, which may result in disciplinary action which may lead to 

dismissal under the relevant disciplinary procedures. They may also result in the alleged 

perpetrator being held personally liable for compensation if the complainant takes legal 

action. Cases of serious harassment may result in criminal prosecution. 

 

5. The University will treat seriously any form of intimidatory behaviour and seeks to 

develop a culture in which harassment is known to be unacceptable and where 

individuals are confident enough to bring complaints without fear of ridicule or reprisal. 
 

 

2. Scope 
 

6. The policy applies to all staff of the University, both on and off the premises, including 

those working away from the University. It should also be noted that bullying or 

harassment of staff by visitors / contractors (third parties) at the University, or vice 

versa, as well as by students towards staff, will not be tolerated. 
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7. Allegations of harassment or bullying made by students about University staff will be 

dealt with in accordance the Students Complaints and University Disciplinary 

Procedures. 

3. Policy   
 
Definitions 

 
8 Bullying and harassment involve any unwanted behaviour that makes someone feel 

intimidated, degraded, humiliated and/or offended. It is not necessarily always 

obvious or apparent to others, so it can happen in the workplace without University 

line management being aware.  There is a fine line between bullying and 

harassment; each can be a form of the other.  

9 Bullying and harassment can take many forms and may be directed in particular 

against women and ethnic minorities or towards people because of their trans status, 

age, sexual orientation, religion or belief, disability, or some other characteristic. They 

may involve unreasonable action, behaviour, comment or physical contact which is 

found objectionable or which causes offence or distress; they can result in the 

recipient feeling threatened, humiliated or patronised and it can create an intimidating 

environment. They may also involve conduct of this nature which, whilst not explicitly 

about the individual’s sex, sexual orientation, race or disability or other diversity 

status, singles them out for this reason.  For staff this may, for instance, include 

unfair allocation of work or pressure about the speed and/or quality of their work in a 

way that differs from the treatment of other comparable employees.  

10 Bullying and harassment are not necessarily conducted face-to-face but may be by 

written communications, electronic e-mail, phone, etc, and may also take place over 

a long or short period of time. They can also happen after employment has ended for 

example in the provision of references.  Extra care should be taken when sending or 

forwarding messages to consider the impact of the message or any attachment on 

the recipient/s. If as a sender of an e-mail, you are in any doubt, either amend the 

message or do not send it at all. Further details can be found in the University IT 

Policies. Wherever possible staff should use language which promotes equality. 



Page 4 

   

 

 Bullying 
 

11 Bullying is the intimidation or belittling of someone through the misuse of power or 

position, which leaves the recipient feeling hurt, upset, vulnerable or helpless. It is 

often inextricably linked to the areas of harassment described below. 

12 The following are examples of bullying, however, this list is not exhaustive:- 

• Unjustified criticism of an individual’s personal or professional performance, 

shouting at an individual , criticising an individual in front of others; 

• Spreading malicious rumours or making malicious allegations; 

• Intimidation or ridicule of individuals with disabilities and/or learning difficulties; 

• Unreasonably ignoring or excluding an individual from the team/group. 

 

13 Anyone can be the victim of bullying, which may occur at any point in the University 

hierarchy. For example, staff can bully their managers, as well as colleagues and 

peers. 

14 Legitimate, constructive and fair criticism of a member of staff’s capability, 

performance, attendance or behaviour will not normally be construed as bullying. 

 Harassment 
 
15 Harassment is generally described as ‘unwanted conduct which affects the dignity of 

women or men; it encompasses unwelcome physical, verbal or non-verbal behaviour 

which denigrates or ridicules or is intimidatory’. The essential characteristic of 

harassment is that the action(s) is unwanted by the recipient.  

16 The Equality Act 2010 outlines three types of harassment: 

• unwanted conduct that has the purpose or effect of creating an intimidating, 

hostile, degrading, humiliating or offensive environment for the complainant, or 

violating the complainant’s dignity (applicable to all the protected characteristics 

except pregnancy and maternity; marriage and civil partnership). All the protected 

characteristics under the Act are: age, disability, gender reassignment, sex, 
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religion or  belief, race, sexual orientation, marriage and civil partnership, 

pregnancy and maternity; 

•  unwanted conduct of a sexual nature (sexual harassment); 

• treating a person less favourably than another person because they have either 

submitted to, or did not submit to, sexual harassment or harassment related to 

sex or gender reassignment. 

 

17 As well as the introduction of a new term – ‘protected characteristics’ – to describe 

what were previously known as ‘equality strands’, the Equality Act 2010 also 

specifically outlaws harassment by third parties such as contractors and visitors to 

the University, and holds organisations responsible for this conduct in the event that 

they fail to take appropriate action to address the situation. 

18 With regards to general discriminatory conduct, the Equality Act 2010 also protects 

against behaviour which takes place due to the fact that a person can be associated 

with a protected characteristic or due to a perception that a person has a protected 

characteristic, even where they do not.  This policy also applies to these types of 

situations, where a person has been bullied or harassed because of their link with a 

protected characteristic or because of a perception that they have a protected 

characteristic. 

 Specific Examples of Bullying and Harassment 

19 The following interpretations and examples of harassment provide some guidance in 

determining whether harassment has taken place. It should be noted however, that if 

a member of staff complains they are being harassed or bullied then they have a 

grievance which must be taken seriously, and must be dealt with regardless of 

whether or not the complaint accords with the definitions contained within this policy. 

20 The following are examples of harassment and the list is by no means exhaustive or 

comprehensive. If you feel you are being harassed or bullied and your experiences 

do not fit these descriptions please contact one of the sources of support detailed 

later in this policy for further help and advice. 

• Racist, sexist, ageist or homophobic jokes and language 

• Making obscene gestures, phone calls 

• Behaviour of a sexual nature that is unwanted and intimidating 

• Display of offensive material such as posters, pornographic magazines, videos, 

dvds and graffiti 
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• Sending obscene emails, texts 

• Isolation, non-cooperation, exclusion from social activities 

• Coercion for sexual favours 

• Pressure to participate in political or religious groups 

• Intrusive or persistent questioning about personal characteristics for example a 

person’s racial/ethnic origin, their culture, religion, sexual orientation. 

  Sexual Harassment or Harassment Based On Sex 
 
21 This form of harassment may be of a sexual nature (sexual harassment), or may take 

the form of unwanted conduct towards another person because of the protected 

characteristics – sex or gender reassignment (harassment based on sex or gender 

reassignment). Though the law affords protection from harassment because of the 

protected characteristic – gender reassignment – the University takes a wider 

approach than the law within this, and related, policies, by covering trans staff in 

general as well. 

22 Sexual harassment can be defined as an uninvited, unreciprocated and unwelcome 

behaviour of a sexual nature, which is offensive to the recipient, and causes that 

person to feel threatened, humiliated or embarrassed. It can be physical, verbal or 

non-verbal conduct of a sexual nature, and it is for each individual to determine what 

behaviour is acceptable to them and what they regard as offensive. It is the unwanted 

nature of the conduct which distinguishes sexual harassment from friendly behaviour 

which is welcome and mutual.  

23 Examples of sexual harassment include:  

• Requests for sexual favours, including implied or overt promises of 

preferential treatment or threats concerning present or future status; 

• Offensive gestures, language or comments; 

• Sexually-orientated jibes, innuendo or jokes; 

• Unwanted physical contact; 

• The display of sexually offensive visual material such as calendars, 

photographs, books or videos. 

 

24 Sexual harassment and harassment based on sex or gender reassignment may be 

experienced by anyone as a result of the conduct of another individual. It applies 
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equally regardless of status and may also occur when dealing with external 

organisations, clients and/or members of the public. 

25 Harassment based on sex or gender reassignment is any uninvited and unwelcome 

behaviour resulting in the recipient feeling threatened or intimidated which takes 

place specifically because of those protected characteristics. 

 

 Racial Harassment 
 
26 Racial harassment may take the form of any offensive behaviour, verbal, physical or 

psychological, due to the protected characteristic – race – which includes ethnic or 

national origin, skin colour or other aspect of their cultural background. Examples 

include actual or threatened physical abuse, offensive jokes about a person’s accent, 

dress or physical characteristics., verbal abuse, patronising remarks, graffiti or 

literature of a racist  It may also include repeated exclusion of a person from a 

particular ethnic group  from conversations and work-related social activities. 

 Harassment Based on Age 

27 Hostile or offensive acts or comments made by an individual or group towards 

another individual or group in relation to their age can constitute harassment. This 

form of harassment affects both the younger worker as well as the older worker. 

Examples include ageist remarks, jokes, negative comments generalising about a 

specific age group to which an individual belongs. 

 

  Harassment Based on Disability 

28 Comments made about an individual’s disability, whether seen or unseen, have the 

impact of undermining their confidence and self-esteem. Harassment includes 

uninvited touching; an invasion of personal space, unwelcome discussion about the 

impact a disability has on an individual’s home or working life, offensive jokes, and 

unnecessary assistance with duties or prejudging of capabilities. 

29 The University is required by law to make reasonable adjustments to accommodate a 

disabled person which may have an impact on the person’s colleagues. The 

University will make every attempt to ensure that such changes are accepted and 
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agreed by all concerned; however a sustained refusal to accept these requirements 

may constitute harassment. 

 Harassment Based on Religion or Belief 

30 This form of harassment is any unwanted behaviour which arises as a result of a 

person’s religion or belief.  This may take many forms including ridiculing items worn 

for religious reasons, denigrating cultural customs and dismissive treatment of 

requests for holidays for religious or cultural festivals, or derisory comments against 

an individual’s beliefs. It may also include persistently pressurising someone to 

accept a particular belief, religion or way of life.  

  Harassment Based on Sexual Orientation 

31 Harassment of people based on their sexual orientation may include gossip, 

innuendo or assumptions about their health and lifestyles which will undermine the 

dignity of those affected.  Other examples include refusal to accept same-sex 

partners where appropriate, exclusion and threats to disclose an individual’s sexuality.  

Some lesbian, gay, and bisexual people find it hard to complain about such 

behaviour, as they do not wish to disclose their sexuality to the University. 

Nevertheless, it can occur and is demeaning, intimidating and offensive.  

 Harassment Based on Trans Status 

32 For the purposes of this policy, this is any form of unwanted conduct or behaviour 

towards another person that has the effect of resulting in their humiliation, 

embarrassment or intimidation, and takes place specifically because of the protected 

characteristic – gender reassignment – that is, because they are about to, are 

undergoing or have undergone gender reassignment, or because of any other type of 

gender variant status they may have, may be perceived to have or be associated 

with. 

  Responsibilities 

33 All staff should contribute to creating a climate in which harassment and bullying are 

unacceptable by ensuring that their behaviour does not cause offence, and by 

refusing to co-operate with or tolerate offensive behaviour in others. 

34 Every member of staff has a personal responsibility NOT to harass or bully others 

and should be aware that these are acts that are likely to result in the University 

following the relevant Disciplinary Procedure. An employee who becomes aware of 
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harassment or bullying behaviour/s should bring the matter to the attention of an 

appropriate member of staff. 

 Managers 

35 Every manager has an obligation to prevent harassment and bullying and to take 

immediate action once it has been identified, whether or not a complaint has been 

made.  

36 Allegations of harassment or bullying received either informally or formally through 

the relevant Grievance and Complaints Procedures must be taken seriously and 

dealt with promptly and sensitively. Failure of a manager to act appropriately will be 

considered a failure to fulfil the responsibilities of the position and may be dealt with 

under the University’s Disciplinary Procedure.  

37 All managers will receive appropriate and adequate training. 

38 It is important that managers recognise that sexual harassment is any sexual 

advance unwanted by the recipient or behaviour which causes offence to the 

recipient. Similarly, racial harassment is behaviour which is racially offensive to the 

recipient. Managers must therefore take care to ensure that they do not pre-judge 

situations based on their own sexual or racial attitudes and perceptions. 

39 It may not always be appropriate for a Line Manager to be involved with specific 

complaints. For example: - if the complainant is male and wishes to speak to a male 

but the manager is female, or, if the complaint relates to the conduct of the Line 

Manager.  

40 Where the complaint relates to the complainant’s line manager the matter should be 

referred to the relevant HR Business Partner/Advisor.  

 Health and Safety 

41 Breach of contract may also include the failure to protect an employee's heath and 

safety at work. Under the Health and Safety at Work Act 1974, employers are 

responsible for the health, safety and welfare at work of all employees.  In addition, 

the Health and Safety Executive is currently focusing on the issue of stress at work. 

HSE defines stress as "the adverse reaction a person has to excessive pressure or 

other types of demand placed upon them”. In Tackling work-related stress HSE 

reminds employers that looking after the health of employees includes “taking steps 

to make sure that employees do not suffer stress-related illness as a result of work”. 
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  Dealing with Bullying and Harassment 

42 Whilst it is up to individuals to determine if they feel they are being harassed or 

bullied, any complaint must stand the test of reasonableness. The test of 

reasonableness adopted by the University originates in the Protection from 

Harassment Act 1997. This states that is it not necessary to prove an intention to 

harass only to prove that the harasser had pursued a course of conduct that 

amounted to harassment of another and that the harasser knows or ought to know it 

amounts to harassment of the other. This implies that a reasonable person in 

possession of the same information would think the course of conduct amounted to 

harassment. 

  Grievance and Complaints Procedure 

43 Depending on the nature of the harassment or bullying and the wish of the recipient, 

complaints may be taken through informal or formal procedures as outlined in the 

Grievance and Complaints Procedure. 

44 The informal procedure may be a precursor to the formal procedure being invoked if 

there is no early resolution of the difficulties / complaints. 

45 In either case Complainants are encouraged to pursue their complaints as early as 

possible. Complaints are more difficult to resolve where time has elapsed, memories 

have faded, and / or relationships have deteriorated.  

  Informal Procedure 

46 Please see the Grievance and Complaints Procedure, section on the informal stage 
of the procedure.  

47 Under this stage, an employee may wish to deal informally with the issue though: 

• Informal discussions with the alleged perpetrator; 

• Requesting a mediator (e.g. HR representative; mutually known work colleague; 

Trade Union representative; etc) to raise and address the matter with the alleged 

perpetrator; 

• Asking the Line Manager to have an informal discussion with the alleged 

perpetrator.  
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48 This is not an exhaustive list, and several other informal approaches may be 

used/considered which assist in resolving the matter without unnecessary escalation 

and to the mutual benefit of both parties.  

49 Please contact the HR Department to get advice on informal approaches that could 

be explored which could include mediation. 

 Formal Procedure 

50 Please see the Grievance and Complaints Procedure section on the formal stage of 
the procedure. 

51 Under this stage, the procedure will include a grievance hearing followed by an 

appeal if requested by the Complainant. 

 Sources of Support and Advice 

52 A person who has been bullied or harassed may choose to talk to a Trade Union 

representative, colleague or friend; they can also talk to their Dean, Head of 

Department, Line Manager or Human Resources Department. 

53 It should be noted that due to their management responsibilities within the University 

the managers named in the above paragraph people may be unable to keep the 

details of what has been discussed confidential. 

54 In such circumstances, the person who has been bullied or harassed will be informed 

of the intention to break confidentiality and why they are doing so. 

 

  Monitoring and Review 

55 The Vice Chancellor’s Executive Group (VCEG) will be responsible for monitoring 

and reviewing the effectiveness of this policy. Any amendment to it, after full 

consultation with the recognised Trade Unions, will be advised to staff who will also 

be informed of the date when the amendment will come into effect.  

4. Forms/Instructions  
None 

5. Links/Dependencies 
 
This policy should be read and its use considered with reference to: 
 

• Code of Conduct for Employees 
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• Equality and Diversity Policy 

• Grievance and Complaints Procedure  

• Disciplinary Procedure  

• The Equality Act 2010 

• The Protection from Harassment Act 1997; 

• Health and Safety at Work Act 1974 

 
6. Appendices  
 

Appendix 1 - Glossary of terms  
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Appendix 1  

 

Glossary of Terms 

Gender reassignment     This refers to the process where a person is 

about to undergo, is undergoing or has 

undergone a transition to a different gender 

identity from the one they had at birth e.g. 

from male to female.  Under the Equality Act 

2010, a person does not have to undertake 

this transition medically, as used to be the 

case under previous laws.  

Sex This refers to a person’s gender, that is, 

whether they are male or female. 

Sexual Orientation  This refers to a person’s sexuality, that is, 

whether they identify as heterosexual, gay, 

lesbian or bisexual. 

Transsexual This refers to a person who is about to 

undergo, is undergoing or has undergone 

gender reassignment, in other words, 

transitioning from one gender identity to 

another, whether this is under medical 

supervision or not.  This is not a form of 

sexual orientation. 

Trans status/people/person 

 

‘Trans’ is an umbrella or all embracing term 

which covers a range of sex or gender 

variant people including, for instance,  those  

who cross dress, who are transsexual, 

travestite, have an intersex condition, etc.  

This is not a form of sexual orientation. 
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