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1. About This Policy
1. Marjon Student Union (“the Union”) is committed to providing a working

environment free from harassment and bullying and ensuring all staff are treated,

and treat others, with dignity and respect.

1.2 This policy covers harassment or bullying which occurs at work and out of the
workplace, such as on business trips or at work-related events or social functions.
It covers bullying and harassment by staff (which may include consultants,
contractors and agency workers) and also by third parties such as customers,

suppliers or visitors to our premises.






3.3 Unlawful harassment may involve conduct of a sexual nature (sexual harassment), or
it may be related to age, disability, gender reassignment, marital or civil partner
status, pregnancy or maternity, race, colour, nationality, ethnic or national origin,
religion or belief, sex or sexual orientation. Harassment is unacceptable even if it does

not fall within any of these categories.
3.4 Harassment may include, for example:

3.4.1 unwanted physical conduct or "horseplay"”, including touching, pinching,

pushing and grabbing;

3.4.2



4. What is Bullying?

4.1






provisional timetable for the investigation. The investigator will arrange further

meetings with you as appropriate throughout the investigation.

7.3 Where your complaint is about an employee, we may consider suspending them
on full pay or making other temporary changes to working arrangements pending
the outcome of the investigation, if circumstances require. The investigator will
also meet with the alleged harasser or bully who may also be accompanied by a
colleague or trade union representative of their choice to hear their account of
events. They have a right to be told the details of the allegations against them, so

that they can respond.

7.4 Where your complaint is about someone other than an employee, such as a
customer, supplier or visitor, we will consider what action may be appropriate to
protect you and anyone involved pending the outcome of the investigation,
bearing in mind the reasonable needs of the business and the rights of that

person. Where appropriate, we will attempt to discuss the matter with the third
party.

7.5 We will also seriously consider any request that you make for changes to your own
working arrangements during the investigation. For example you may ask for
changes to your duties or working hours so as to avoid or minimise contact with

the alleged harasser or bully.

7.6 It may be necessary to interview witnesses to any of the incidents mentioned in



8. Action Following the Investigation

8.1 If the Manager considers that harassment or bullying has occurred, prompt action

will be taken to address it.

8.2 Where the harasser or bully is an employee the matter will be dealt with as a case
of possible misconduct or gross misconduct under our Disciplinary Procedure. If
the harasser or bully is a third party such as a customer or other visitor, we will
consider what action would be appropriate to deal with the problem. Whether or
not your complaint is upheld, we will consider how best to manage any ongoing

working relationship between you and the person concerned.

8.3 Whether or not your complaint is upheld, we will consider how best to manage the
ongoing working relationship between you and the person concerned. It may be
appropriate to arrange some form of mediation and/or counselling, or to change

the duties, working location or reporting lines of one or both parties.

8.4 Any staff member who deliberately provides false information or otherwise acts in
bad faith as part of an investigation may be subject to action under our Disciplinary

Procedure.

Appeals

9.1 If you are not satisfied with the outcome you may appeal in writing to President
stating your full grounds of appeal, within one week of the date on which the

decision was sent or given to you.

We will hold an appeal meeting, normally within one week of receiving your
written appeal. This will be dealt with impartially by a [more senior] manager who
has not previously been involved in the case (although they may ask anyone
previously involved to be present). You may bring a colleague or trade union

representative to the meeting.

9.2 We will confirm our final decision in writing, usually within one week of the appeal

hearing. This is the end of the procedure and there is no further appeal.



10,Protection and Support for Those Involved

10.1 Staff who make complaints or who participate in good faith in any investigation
must not suffer any form of retaliation or victimisation as a result. Anyone found
to have retaliated against or victimised someone in this way will be subject to

disciplinary action under our Disciplinary Procedure.

10.2 If you believe you have suffered any such treatment you should inform your line
manager. If the matter is not remedied you should raise it formally using our

Grievance Procedure or this procedure if appropriate.

11.Confidentiality and record keeping

11.1 Confidentiality is an important part of the procedures provided under this policy.
Details of the investigation and the names of the person making the complaint
and the person accused must only be disclosed on a "need to know" basis. Breach
of confidentiality may give rise to disciplinary action under our Disciplinary

Procedure.

11.2 Information about a complaint by or about an employee may be placed on the
employee's personnel file, along with a record of the outcome and of any notes or

other documents compiled during the process.
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