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PEO01 Anti-harassment and anti-bullying Policy and Procedure

Clifton Homecare’s anti-harrassment and anti-bullying champions:

Caroline Cosh
Maria Berry
Craig Stirzaker

Purpose
To comply with the following legislation:

e The Equality Act 2010
e The Worker Protection (Amendment of the Equality Act 2010) Act 2023

To provide safe, dignified, respectful meaningful and rewarding opportunities for Clifton
Homecare’s employees, volunteers and students.

Cliffton Homecare is committed to providing a safe, caring and supportive workplace where
employees can learn, develop and flourish and where service users are cared for in a person-
centred, caring, dignified and holistic way, ensuring good wellbeing for all.

Associated policies and procedures:

Compliments, complaints and concerns

Equality and Diversity

Disciplinary

Management and Prevention of Violence at Work
Safeguarding of Adults

Safeguarding of Children

Whistleblowing

Useful literature used to update this policy and procedure:

e ACAS - Discrimination at work — Harassment, accessed 06/10/2024 Harassment -
Discrimination at work - Acas

e Equality and Human Rights Commission — Employment: Code of Practice, 04/09/2015,
accessed 06/10/2024 employment-code-of-practice.docx (live.com)

e Equality and Human Rights Commission — Employer 8-step guide: Preventing sexual
harassment at work, 26/09/2024, accessed 06/10/2024 Employer 8-step quide: Preventing
sexual harassment at work | EHRC (equalityhumanrights.com)

e Equality and Human Rights Commission — Sexual harassment and harassment at work:
technical guidance, 26/09/2024, accessed 07/10/2024 Sexual harassment and harassment
at work: technical guidance | EHRC (equalityhumanrights.com)

Scope


https://www.acas.org.uk/discrimination-and-the-law/harassment#:~:text=To%20be%20harassment,%20the%20unwanted%20behaviour
https://www.acas.org.uk/discrimination-and-the-law/harassment#:~:text=To%20be%20harassment,%20the%20unwanted%20behaviour
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.equalityhumanrights.com%2Fsites%2Fdefault%2Ffiles%2F2021%2Femployment-code-of-practice.docx&wdOrigin=BROWSELINK
https://www.equalityhumanrights.com/employer-8-step-guide-preventing-sexual-harassment-work
https://www.equalityhumanrights.com/employer-8-step-guide-preventing-sexual-harassment-work
https://www.equalityhumanrights.com/guidance/sexual-harassment-and-harassment-work-technical-guidance
https://www.equalityhumanrights.com/guidance/sexual-harassment-and-harassment-work-technical-guidance
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e Employees

e Volunteers

e Students
Note — the preventative duty analysed in this policy includes worker on worker harassment
and harassment by third parties such as service users.

Third parties such as but not limited to:

Service users

Family members of service users

Health care professionals working in partnership with Clifton Homecare
Trades people

Delivery drivers

Contractors working with CHCL such as external cleaners

Policy

Clifton Homecare (CHCL) will not tolerate any form of harassment including sexual, racial or that
based on gender, disability, age, religion or belief and sexuality and works hard to ensure
conducive working environments for all employees. Harassment is unlawful, especially so in the
case of sexual and racial.

This policy confirms what behaviour is unacceptable, regardless, whether this is displayed by
employees, students or service users or their families.

This policy also confirms the reporting mechanism for any person affected by unacceptable
behaviours during the course of employment, CHCL provided care and support or other working
arrangement (e.g. training provision).

It is everyone’s duty to implement this policy and to call out unacceptable behaviour. All
employees must comply with this policy, failure to do so will result in disciplinary action.
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As a Healthcare Support Worker or Adult Social Care

Worker in England you must:

1. Be accountable by making sure you can answer for your actions or omissions.

2. Promote and uphold the privacy, dignity, rights, health and wellbeing of people who use health
and care services and their carers at all times.

3. Work in collaboration with your colleagues to ensure the delivery of high quality, safe and
compassionate healthcare, care and support.

4. Communicate in an open, and effective way to promote the health, safety and wellbeing of people
who use health and care services and their carers.

5. Respect a person’s right to confidentiality.

6.  Strive to improve the quality of healthcare, care and support through continuing professional
development.

7. Uphold and promaote equality, diversity and inclusion.

\. J

All employees must adhere to the Nationally agreed — (Code of conduct for Healthcare
Support Workers and Adult Social Care Workers in England, Skills for care and Skills for
Health, 2013).

Definitions:

Harassment is unwanted conduct related to a relevant protected characteristic, which has he
purpose or effect* of violating an individual’s dignity or creating an intimidating, hostile,
degrading, humiliating or offensive environment for that individual (Equality Act 2010). There are
3 types of harassment:

1. Harassment related to ‘protected characteristics’

2. Sexual harassment

3. Less favourable treatment as a result of harassment

*Harassment occurs even if the behaviour has unintentionally violated a person’s dignity,
been intimidating, hostile, degrading, humiliating or offensive.

By law someone’ behaviour will be classed as a harassment depending on:

e The circumstances of the situation
e How the person receiving the behaviour views/perceives it
o If the person receiving the behaviour is ‘reasonable’ to view it as they do (in a court

of law a judge would consider whether a ‘typical’ person could see the behaviour as
harassment).

Relevant protected characteristics referred to above are:
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Race, including colour, nationality, ethnic or national origin
Sex

Disability

Age

Religion or belief

Sexual orientation

Gender re-assignment

Bullying is not defined legally but can be described as unwanted behaviour from a person or
group that is either:
e Offensive, intimidating, malicious or insulting
e An abuse or misuse of power that undermines, humiliates or causes physical or emotional
harm to someone.

Harassment and bullying are often confused. Bullying can be harassment. Serious
harassment may also be a hate crime.

Unwanted behaviour can include:

A serious one-off incident

Repeated behaviour

Spoken or written words, imagery, grafitti, mimicry, jokes, pranks,

Physical behaviour such as pushing, kicking, punching or any use of violence.

Being unfriendly, excluding and ignoring, tormenting.

Cyber — all areas of the internet; email and internal software and systems misuse.

Mobile — threats by text messages/ whatsapp and calls, misuse of cameras and video
technology.

This may lead a to a person feeling; disrespected, frightened, humiliated, insulted, intimidated
and/or threatened.

It can still be against the law even if the person does not ask for the behaviour to stop.
An example of harassment related to sex:

Daniel is an apprentice in an office where everyone else is female. He is expected to make drinks
for everyone and do the washing up. Several people make comments that “its nice to see a man
doing the chores for once” and this b come a common joke in the team. Daniel feels disrespected
and intimidated. This behaviour is likely to be harassment on the grounds of sex.

Sexual harassment is unwanted behaviour of a sexual nature and does not need to be
related to a protected characteristic. It takes place in many forms, from mild sexual ‘banter’ to
actual physical violence. Employees may not always realise that their behaviour constitutes sexual
harassment but they must recognize that what is acceptable to one person may not be to another.

Examples of sexual harassment are: Practical examples considering
CHCL workplace:

Insensitive jokes and pranks A colleagues tells a joke which has
sexual connotations to it; also known as
dirty jokes.

Lewd comments about appearance A service user makes a comment about

4
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a female worker’s breasts; referring to
size/ shape etc.

Unnecessary bodily contact * A service user slaps an employee on
their bottom when the employee walks
past them.

Displays of sexually offensive material e.g. pin- | A colleague puts up sexually explicit

up images images in the communal staff room.

Requests for sexual favours * A colleague asks a co-worker for a

sexual act in return for printing
something for them.

Speculation about a person’s private life and | A service user making comments about
sexual activities an employee’s sex life and partner.
Threatened or actual sexual violence * A colleague threatens a co-worker with
sexual violence.

Threat of dismissal, loss of promotion etc. for | A senior colleague threatens to get a
refusal for sexual favours.* colleague sacked if they do not carry
out a sexual act on them.

Racial harassment and incitement to racial hatred an also take part in many forms; from
relatively minor abuse to actual physical violence. Examples of racial harassment are:

Insensitive jokes related to race

Pranks

Deliberate exclusion from conversations

Abusive, threatening or insulting words and behaviour
Displaying abusive writing and pictures *

Displaying or disseminating material, or acting in a manner, which is likely to influence
others to engage in racial discrimination or hatred. *

*

*Examples of gross misconduct, requiring dismissal of employment.

See Appendix 1 for Risk of harassment risk assessment — detailing who may be at risk and when
harassment may occur, detailing mitigation factors and how to manage these situations.
Procedure

Harassment at work of any kind, is unlawful, particularly so in the case of sexual and racial.
Both CHCL and the perpetrator may be held liable for such unlawful actions, and be
required to pay damages if taken to court.

Intentional racial or sexual harassment is a criminal offence and may be punishable by
imprisonment.

Harassment can reduce the effectiveness of an organisation by creating a threatening
environment, increasing stress, impacting negatively on sickness levels and turnover.
Employees have the right to work in an environment free from racial and sexual intimidation
and harassment.

Harassment may consist of a single act or a series of acts.

Under the Equality Act 2010 employers have a legal duty to take reasonable steps to
prevent sexual harassment of employees. This is called the preventative duty. CHCL will
work with employees to reduce the risk of harassment as far as is practicable by taking the
following pro-active reasonable steps:

5
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Provide training for employees by including anti-harassment and anti-bullying requirements
in induction, Equality and Diversity training and during relevant refresher sessions
throughout employment.

Ensure during training, employees are taught how to recognise harassment and reporting
pathways are explained.

Provide regular opportunities to discuss, reflect, and remind employees of this policy and
procedure during team meetings, 1:1’s, supervisions, mentoring sessions and appraisals.
Include questions with regards harassment and bullying in exit interviews to ensure no
missed opportunities for reporting.

Have an anti-bullying and anti-harassment champion within the team at CHCL who will
regularly remind employees of their requirements with regards conduct during informal and
formal discussions. This champion will be provided with additional training to equip them
with the knowledge and skills to complete this role.

Have a clear reporting process, providing a range of accessible managers who employees
feel comfortable and able to report concerns to without fear of discrimination or judgement.
Maintain an up to date, relevant policy and procedure, accessible to employees for
information and reference purposes.

Review the policy at regular intervals and monitor its effectiveness; implementing any
necessary changes or updates that may be required.

Include questions regarding harassment and sexual harassment in monthly staff surveys;
analysing findings and completing any necessary actions to further safeguard the team.
Include a question about harassment in employee exit interviews to ensure all appropriate
opportunities are utilized to capture mis-conduct and non-compliance with regards this
policy.

Complaints will continue to be analysed for trends and patterns, any specific issues will be
raised and addressed accordingly.

Lessons learnt sessions will be held after any complaints of sexual harassment in order to
learn from the incident and take further steps to prevent it happening again.

All employees will be given the opportunity through staff focus groups and email to provide
input to the policy and procedure and any other means to prevent sexual harassment taking
place in CHCL.

Reporting harassment and bullying incidents:

It is essential for employees following an incident of harassment or bullying to act promptly
and report the behaviour to a senior leader within Clifton Homecare. This is important for
the safety of all concerned and to prevent this behaviour happening again. Any employee
can report a harassment issue they’ve seen or heard at work, even if it’s not directed at

them.

Conduct issues can be reported to any Team leader or a member of the senior leadership team;
Kerry Somerside Abby Bradbury, Derek Simpson or Lauren Kola. The manager must then raise
this misconduct with the Managing Director; Caroline Cosh.

If you are reading this policy and have been affected by the behaviour of another colleague, service
user, family member or third party you must:

1.

Get yourself to a position of safety.
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2. Seek help from one of the managers listed above (telephone/ message/ email them
immediately). This information will be kept confidential and will not be shared with anyone
other than Caroline Cosh.

3. Write down: what happened, where did it happen, when did it happen, on how many
occasions, any witnesses. This information will be used to raise a confidential report.

The managers involved will then request a meeting with the perpetrator, will investigate the
incident and appropriate disciplinary action will commence. Dependent on the severity of the
incident, details of the incident may be reported to the police and may constitute gross misconduct,
meaning dismissal of employment. It is essential to take all appropriate disciplinary action to
reduce the likelihood of this happening again or to another person.

If the perpetrator is a service user or family member or other third party, an investigation will take
place and dependent on the severity of the incident. Possible actions taken with regards third
parties may include:

Termination of care package/ services

Informing the police

Informing commissioners of the care package

Informing the Lancashire County Council safeguarding adult or child team

You will be kept informed throughout and the managers will ensure you have the support required.
You will not be requested to work with the perpetrator, in the role of colleague or care provider
following reporting the incident. You will be asked and supported to report incidents to the police
and can expect to be treated with dignity and respect at all times following the complaint being
raised.

The following information may be useful to you if you have either experienced harassment or
witnessed this in the workplace. ACAS offer free and impartial advice to both employees and
employers and can be contacted on 0300 123 100 Monday-Friday 0800-1800 hrs.

If you've been discriminated against at work - Acas
What you can do - Witnessing discrimination - Acas
Approaching a complaint - Handling bullying and discrimination - Acas

Note: All Policies are reviewed annually, more frequently, or as necessary.


https://www.acas.org.uk/if-youve-been-discriminated-against-at-work
https://www.acas.org.uk/witnessing-discrimination
https://www.acas.org.uk/handling-a-bullying-discrimination-complaint
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