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Harassment & Bullying
Policy & Procedure

Purpose

Stride UK Foundation is committed to providing a safe, inclusive and respectful working environment free form harassment, bullying, discrimination and victimisation. 

This policy applies to all work-related settings, including:
· Offices and other workplaces
· Business trips
· Work-related events and social functions
· Digital communication channels (email, messaging, social media)

The policy applies to:
· Staff, contractors, consultants, agency workers, volunteers and apprentices
· Third parties (customers, suppliers, visitors) in contact with staff during work

Harassment and bullying will not be tolerated and may result in disciplinary actions, up to and including dismissal. 

Harassment

Definition – Harassment is any unwanted physical, verbal, or non-verbal conduct that:
· Violates a person’s dignity
· Creates an intimidating, hostile, degrading, humiliating or offensive environment

A single incident can constitute harassment. 

Harassment includes treating someone less favourably because they have submitted to, or refused, such behaviour in the past. 

Unlawful harassment includes, but is not limited to, conduct related to: 
· Age
· Disability
· Gender reassignment
· Marriage and civil partnership
· Pregnancy and maternity
· Race, colour, nationality, ethnic or national origin
· Religion or belief
· Sex
· Sexual orientation

Sexual harassment is unwanted conduct of a sexual nature, including verbal, non-verbal, or physical acts. 

Harassment can include, but is not limited to: 
· Offensive emails, texts or social media content
· Racist, sexist, homophobic, transphobic or ageist jokes
· Mocking or belittling someone’s disability
· Unwelcome physical contact or gestures

Harassment may affect individuals who are not the intended target if the conduct creates an offensive environment. 

Victimisation

Definition – Victimisation occurs when a person is treated unfairly or suffers a detriment because they:
· Make a complaint under the Equality Act 2010
· Provide evidence or information in connection with a complaint
· Support another person in making a complaint

Examples of victimisation include: 
· Denying a promotion to someone who intends to make a complaint
· Excluding someone who raised a grievance
· Dismissing someone who gave evidence in a tribunal

Victimisation is unlawful and will not be tolerated. 

Third-Party Harassment

Third-party harassment occurs when a person is harassed by someone who is not an employee or agent of the Charity, such as:
· Young people
· Parents/carers
· Volunteers
· Partner agency staff

The Charity will take reasonable steps to prevent and address third-party harassment, including: 
· Reporting the incident to the third party’s organisation
· Removing the third party from the premises if necessary 

Bullying

Definition – Bullying is offensive, intimidating, malicious or insulting behaviour involving the misuse of power, which can make someone feel vulnerable, humiliated, undermined or threatened. 

Bullying may take the form of: 
· Physical or psychological threats
· Overbearing or intimidating supervision
· Persistent derogatory remarks about performance or capability

Constructive feedback, performance management or reasonable instructions do not constitute bullying. 

Raising Concerns

Informal concerns
Employees are encouraged to raise concerns informally where possible:
· Speak directly to the person responsible, if safe to do so
· Seek confidential advice from a manager or HR representative 

Formal concerns
If informal resolution is inappropriate or unsuccessful:
· Submit a formal complaint under the Charity’s Grievance Procedure
· Include details such as names, dates, times, witnesses and steps already taken

The Charity will investigate all complaints promptly and confidentially, with investigators who have no prior involvement in the matter. 

Investigation Process

Investigations will: 
· Consider all relevant evidence
· Maintain confidentiality on a ‘need-to-know’ basis
· Include interim measures to separate parties if required

Once the investigation concludes:
· The complainant and respondent will be informed of the outcome in writing
· If harassment or bullying is substantiated, disciplinary action will follow according to the Disciplinary Procedure

For third-party harassment, the Charity will take reasonable steps to address the conduct and protect staff. 

Protection & Support

Employees making complaints, providing evidence or participating in good faith in investigations will be protected from retaliation or victimisation. 

Anyone found retaliating against or victimising another employee will face disciplinary action. 

Support may include:
· Access to HR or safeguarding support
· Mediation or conflict resolution
· Adjustments to work arrangements during the investigation 

Record-Keeping

All complaints, investigations, outcomes and supporting documents will be recorded and stored securely in compliance with: 
· Data Protection Act 2018
· UK GDPR

Records will be kept on personnel files as appropriate, with access restricted to those with a legitimate need to know. 

Monitoring and Review

The Board of Trustees will: 
· Monitor trends in harassment and bullying complaints
· Review anonymised data annually to identify improvements
· Ensure compliance with employment, equality and safeguarding law

This policy will be reviewed annually, or earlier if legislative changes occur. 
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