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Purpose of this Policy 
 

 CREST endeavours to foster an environment free from harassment, bullying, 

unfair discrimination and undue stress 

 It is recognised that users, volunteers and employees need to be treated with 

dignity and respect in all aspects of CREST’s operation.  

 This policy aims to identify examples of unacceptable behaviour and the 

procedures in place to tackle individual complaints quickly and effectively 

 

Definitions 
 

Harassment: misconduct of a physical, verbal or non-verbal nature or hostile 

behaviour that is unwanted, uninvited, embarrassing, threatening or personally 

offensive to the individual concerned. Such behaviour will be unacceptable regardless 

of the intentions of the perpetrator 

 

Sexual Harassment: unnecessary touching or any form of physical assault of a 

sexual nature. Unwelcome propositions, offensive flirtations, innuendo, lewd remarks, 

insulting or abusive comments, whether related to the individual’s gender, sexual 

orientation or physical appearance. Other remarks or gestures which directly or 

indirectly embarrass denigrate or ridicule the individual concerned 

 

Racial Harassment: insulting or abusive comments to an individual or other 

remarks relating to colour, race, religion, ethnic or national origins that directly or 

indirectly denigrate, ridicule or offend the individual 

 

Bullying:   persistent use of offensive behaviour that gradually undermines a 

person’s self-esteem and confidence, such as: 

 

 Intimidating behaviour involving abuse of power or coercion 

 Persistent direct or indirect public and or private criticism or ridicule 

 Consistently attacking another in terms of their professional or personal 

standing either directly or indirectly 

 Shouting at others in order to get things done 

 Behaviour intended to isolate the individual from their colleagues 

 Unfair allocation of work 

 Excluding an individual by restricting information to necessary information, 

excluding them from conversations or social events 

 



It should not be assumed that such unacceptable behaviour would always come from 

someone in a senior position and directed at a subordinate. Seniority does not 

protect an individual from being ridiculed, undermined or excluded. 

 

Responsibilities 
 

 All employees and volunteers have a personal responsibility for adhering to 

the policy and for behaving in a considerate and respectful way to each other, 

to clients and business contacts, whether during working hours or attending 

work related social events outside normal working hours 

 Managers and those responsible for supervising others, have the additional 

responsibility for ensuring their staff are aware of this policy and taking steps 

to eliminate any harassment of which they are aware, whether or not a 

complaint has been made 

 

Procedures 

 

Informal 

 

 It is preferable for complaints to be dealt with informally to reach a solution 

quickly with minimum embarrassment and risk to confidentiality 

 The individual with the complaint should raise the problem with the 

perpetrator pointing out the unacceptable behaviour. If the individual finds 

this difficult, she/he may find it helpful to request the support of a colleague 

or a member of the Management Committee. Complaints concerning clients 

or business contacts should be reported directly to the manager 

 

Formal 

 

 In cases of serious harassment or where an informal approach has failed, a 

formal complaint should be made to the person’s manager, or a member of 

the Management Committee as appropriate 

 The manager should be advised of a formal complaint as soon as possible, 

they will undertake a full investigation of the complaint, interview all those 

concerned, take steps to resolve the issue and advise the relevant manager 

what action has been taken or what further action is recommended 

 All those involved in the process should treat the matter in the strictest 

confidence 

 

Outcome 

 

The desired outcome is: 

 

 The unacceptable behaviour to cease 

 The person concerned to understand the effect of their behaviour  

 An understanding to be reached between the parties 



 A satisfactory relationship to be established/reestablished 

 

It is the responsibility of the perpetrator’s manager to decide if disciplinary action is 

to be taken although the wishes of the complainant will be taken into account 

 

No one who makes a complaint in good faith will suffer any disadvantage. However, 

if the investigations find the allegation is unjust or of a frivolous or vexatious nature 

then, should the complainant be an employee, they may be subject to disciplinary 

action 

 

Monitoring and Follow Up 

 

The situation will be monitored and follow up reviews will be undertaken by the 

manager to ensure the unacceptable behaviour has ceased and there is no further 

case for complaint. These reviews will take place for as long as considered necessary 

 

 


