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Introduction
Our purpose is to transform the lives of the most vulnerable children.
Our ability to do this is built on the performance of our people. Our
strategic business plan recognises this and gives a commitment that
we will:
Create a workplace where we live our values, positively embrace
diversity and take a zero tolerance approach towards discrimination.

How can we live our values?
We do this by actively demonstrating the Basis and Values relevant to
equality and diversity:
l
l

Respecting the unique worth of every person
Encouraging people to fulfil their potential.

If we get it right our people will:

Leading and Engaging – its your responsibility
Effective management
behaviours
Give regular feedback; praising
and rewarding good work and
highlighting opportunity for
improvement
Listen to, understand, respect
and accept the value of different
views, ideas and ways of working

Ineffective management
behaviours
Need to display more
appreciation of the value of
different perspectives and
contributions
Inhibit others in reaching their
full potential by providing
limited or no feedback or
opportunities for development.

Invest time to generate a
common focus and genuine
team spirit

Feel that they are treated with dignity and respect;
Believe that their dignity will not be compromised nor the respect
of others withheld due to their diversity identity;
l Strive to provide an inclusive work environment for all
their colleagues;
l Feel confident in challenging inappropriate behaviour whenever
they experience or witness it.
l
l
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Introduction
What impact does bullying and harassment have?
Bad for individuals
This list of symptoms can result from bullying and harassment – all of
these can prevent a person from giving their best at work.
l
l
l
l
l
l
l
l
l
l
l
l
l

depression
mental health problems
low self-esteem / lack of confidence
loss of appetite
feeling isolated
migraine / severe headaches
stomach problems
skin complaints
sleeplessness
acute anxiety
panic attacks
nausea
mood swings

Bad for teams
It can have a knock on effect for
the wider team as relationships
between colleagues become
strained: with some colleagues
not wanting to ‘get involved’ as
they do not see the bullying and
harassment as having anything to
do with them or they themselves
may not want to become a target
for the perpetrator.

Bad for Barnardo’s
Bullying and harassment can have
direct and indirect costs such as:
sickness absence
staff turnover
reduced productivity for the
victims and their colleagues
l cost of investigating complaints
l litigation
l negative impact on service delivery
l
l
l

Line manager behaviour is
regarded as having the most
impact on the successful
implementation of bullying
and harassment policies.

Don’t assume that no
complaints = no problem.
Bullying and harassment
erodes confidence so workers
may be reluctant to speak out.
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What is bullying and harassment?
Are they the same?

Harassment

The phrase bullying and harassment is often used together.
Bullying can also be harassment when it is based on a person’s
diversity identity.

Harassment can = unlawful discrimination

Bullying
Bullying is a misuse of power or position, leading to the intimidation
of a worker and normally happens over a period of time.
It can include:
l constantly humiliating someone in front of colleagues e.g. using
belittling language;
l scapegoating one person when there is a common problem;
l setting a person up to fail by overloading them with work or setting
impossible deadlines
There is no comprehensive list of bullying behaviours, and there
is no one type of person who is likely to be a bully or a harasser

This is when the behaviour is related to a person’s diversity identity.
(described as a protected characteristic in the Equality Act 2010)
This sort of harassment happens when a person engages in
unwanted conduct which is related to a protected characteristic
and is intended or has the effect of violating the persons dignity; or
creating an intimidating, hostile, degrading, humiliating or offensive
environment for them.
Unwanted conduct covers a wide range of behaviour, including
spoken or written words or abuse, imagery, graffiti, physical gestures,
facial expressions, mimicry, jokes, pranks, acts affecting a person’s
surroundings or other physical behaviour.
When any of the above behaviour is of a sexual nature, this would
amount to sexual harassment.
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What is bullying and harassment?
Protection from discrimination in the Equality Act (and similar
legislation in Northern Ireland) applies to all workers – whether
employee’s, volunteers, agency workers etc.
Protected characteristic*
Age

Disability
Gender reassignment

Race (including colour,
nationality, ethnic or
national origins)
Religion or belief
Sex

Sexual orientation
Sectarian/Political
Opinion**

Example
Unjustified assumptions about a
person’s value and abilities because of
their age
Limiting job opportunities based on
assumptions about a person’s ability.
Showing reluctance or distaste at
sharing facilities such as toilet facilities
with trans person.
Assigning a person an Anglicised name
rather than their given name.
Demanding people explain and justify
religious convictions.
Purposefully or continually assigning
tasks to a person along sexist and
gender stereotyped lines.
Threatening to out/carelessly outing a
person who is lesbian, gay or bisexual.
Divisive sectarian remarks or
identification.

*As defined by the Equality Act 2010 (and similar legislation in
Northern Ireland).

Sexual harassment
Sectarian/Political
Opinion**

Example
Making unwelcome sexual advances or
inappropriate physical contact.
Divisive sectarian remarks or
identification.

**Not identified as a protected characteristic under the Equality
Act – covered by Fair Employment and Treatment Order in
Northern Ireland.
See Prevention of Harassment Policy on b-hive.
See Harassment Frequently Asked Questions on b-hive.
Examples of bullying and harassment in practice include:
l
l
l
l
l
l
l
l
l
l
l
l

constantly criticising competent worker, removing their
responsibilities, or giving them trivial tasks to do
shouting at a worker
persistently picking on workers in front of others, or in private
obstructing professional development / blocking promotion
regularly making the same person the butt of jokes
constantly attacking a worker in terms of their professional or
personal standing
regularly and deliberately ignoring or excluding individuals
from work activities
ignoring workers views and opinions
different rules for different people
criticism and threats
excessive monitoring
unrealistic expectations
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When to challenge inappropriate behaviour?
Disagreements, differences of opinion, misunderstandings, poor
communication and emotional flare ups can all lead to disputes
and conflict between individuals and groups. Often these everyday
conflicts are minor and soon forgotten. But it’s important to find ways
to deal with small conflicts if they are not to fester and escalate.

Seed sowing…… ‘hmm do you think so and so may have been upset by
what you said to them’

Minor issues can become major if not addressed. It is much easier to
deal with minor issues than major ones. So don’t delay act today.

Framework…….. ‘how do you think your behaviour fits in with our
Basis and Values/the Equality Act?’

The ripple effect
Intervening quickly and being seen to intervene quickly can have
broader benefits. Not only are you tackling the situation swiftly –
you are sending a positive message to the wider team. Some will see
your stance and moderate their own behaviour – so reducing similar
incidences in the future. Others will have increased confidence in
raising complaints with you and believe they will be resolved.

Direct Statement……. ‘You must modify your behaviour and stop ….’

Hypothetical…… ‘how do you think you would feel if you were not
invited to/had a joke made at your expense etc’

Punative………… ‘Your behaviour is unacceptable and will result in
disciplinary proceedings being brought against you’

How to challenge inappropriate behaviour
Continuum of intervention
Punative
Direct statement
Framework
Hypothetical
Seed sowing

Facilitative 							

Directive
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Establish an inclusive environment
Prevention is better than cure – establishing an inclusive
environment will reduce the likelihood of bullying and harassment
and make it easier to deal with if it does occur.
How inclusive are you – rate yourself on a scale of 1-10.
Do you...

3

1.

Follow staff/volunteer policies to ensure lawful and fair practice

2.

Undertake L&D to maintain and improve your knowledge and to support
the learning of others.

3.

Review our E&D commitments with staff during performance reviews.

4.

Treat people as individuals and with respect.

5.

Champion our values, challenge prejudice and role model positive behaviour.

6.

Work to ensure your team understands their obligations towards
colleagues (to treat fairly and with respect).

7.

Work positively with staff to resolve issues.

8.

Take staff concerns seriously

9.

Demonstrate your personal responsibility to observe our Basis and Values.

10.

Challenge questionable attitudes and behaviour at work.
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A culture of feedback will help

Having courageous conversations can be more difficult in an
environment where proactive feedback is absent.
To set the right landscape – be proactive and develop a culture
of feedback.

Fears people may have about feedback
l

That feedback will be used as a way of putting them down or
telling them off.

l

Negative views about the person giving the feedback can be
a barrier.

What is a culture of feedback?
l
l

It’s a continuous process – it doesn’t just happen when there
is a problem.

Some people may not be receptive and may view feedback as
criticism and confrontation.

l

l

Good work is recognised – so staff feel they get balanced feedback
as not just ‘spoken to’ when there is a problem.

Roles can present barriers e.g.: different function or place
in hierarchy.

l

l

A team that is motivated to seek and receive support.

May take it personally e.g. about them rather than an action
they have done.

l

It enables improvements to be embedded – as concerns are
not avoided.

l

It could undermine recipient’s confidence.

l

Anxiety it may lead to gossip and rumours.

l

It allows the team to work flexibly and professionally.

l

Enables the team to deliver the best service in a focussed and
targeted way.
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A culture of feedback will help
Having courageous conversations can be more difficult in an
environment where proactive feedback is absent.
To set the right landscape – be proactive and develop a culture
of feedback.
Feedback has positive benefits

Stick to these rules when giving feedback
l

Focus on what you see not what you believe.

l

Focus on behaviour not on the person.

l

Don’t make judgements.

l

Use it to inform – not to advise.

l

Identifies development needs.

l

Make it supportive – not threatening.

l

Offers reassurance.

l

Keep feedback simple – don’t overdo it.

l

Prevents bad practice.

l

If you give feedback you have to be able to take it too.

l

Get to hear about performance from different perspective.

l

We can learn from mistakes.

l

Develops knowledge.

l

Builds relationships.
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