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Harassment and Bullying Policy


1.0	INTRODUCTION 

South West Yorkshire Partnership NHS Foundation Trust is committed to provide a working environment which is free from bullying and harassment. Every employee of this organisation has a responsibility to treat colleagues with dignity and respect.

Therefore, the bullying or harassment of any member of staff for any reason is unacceptable and will not be condoned or tolerated. Claims of harassment and bullying will be taken seriously and staff should not be deterred from raising their concerns for fear of repercussions or victimisation. A key emphasis of this policy is the provision of support to affected staff. In appropriate circumstances, informal resolution of issues and/or the use of mediation is also encouraged

We will make every effort to try and resolve all bullying or harassment allegations within our organisation via dialogue. It is the responsibility of every employee to foster a culture of open conversation to ensure that formal complaints are minimised and all employees feel supported and valued.

The requirement to behave towards others in an acceptable manner applies not only to employees, but also to agency staff, contractors, patients, service users, carers or relatives of patients or service users, members of the public, advocates, staff from other organisations and any other person who has access to the organisation.

This policy enables bullying and harassment to be challenged and managed across the Trust.


2.0	PURPOSE AND SCOPE OF POLICY 

This Policy should be read in conjunction with the accompanying Procedure document, which sets out the process to follow when reporting or dealing with allegations of Bullying, Harassment or Victimisation. 


3.0	DEFINITIONS

Unacceptable behaviour:

Certain behaviours are never acceptable in the workplace. Depending on the context, impact, and legal framework, the same behaviour may be considered harassment, bullying, or victimisation (definitions detailed below). The following are examples of behaviour that may amount to a breach of this policy, but are by no means an exhaustive list:
 
Physical Conduct
· Threatened or actual assault.
· Unwanted physical contact or “horseplay” (e.g. touching, pinching, pushing or grabbing).

Verbal and Non-Verbal Behaviour
· Persistent shouting or aggressive tone.
· Mockery, mimicking, or belittling, including of a person’s disability.
· Racist, sexist, homophobic or ageist jokes, or stereotypical or derogatory remarks.
· Open hostility toward a colleague, employee, or service user.
· Continued invitations to social activity after it has been made clear they are unwelcome.
· Public criticism, especially in a humiliating or undermining way.

Digital and Online Misconduct.
· Sending offensive, pornographic or otherwise inappropriate content by email, text or social media.
· Posting harmful or offensive images or messages online (“cyber bullying”).
· Spreading malicious rumours or making false allegations, including unwarranted accusations of harassment.

Social Exclusion and Isolation
· Deliberately isolating or ostracising a colleague.
· Ignoring or being dismissive in a way intended to undermine or marginalise someone.
· “Outing” or threatening to reveal someone's gender identity or sexual orientation.

Workplace Conduct and Power Misuse
· Persistent, unjustified negative feedback on personal or professional performance.
· Undervaluing contributions (e.g. ignoring someone’s views or input).
· Withholding information to deliberately affect performance.
· Unfairly removing responsibilities or assigning menial or trivial tasks.
· Excessive or unjustified monitoring, including constant fault-finding or micromanagement.
· Setting impossible deadlines or unachievable tasks without justification.
· Making unreasonable demands that set someone up to fail.
 
Unacceptable behaviour may include overbearing and intimidating levels of supervision or inappropriate derogatory remarks about someone's performance. However, legitimate, reasonable and constructive criticism of a worker's performance or behaviour, or reasonable instructions given to workers in the course of their employment, will not amount to harassment, bullying, or victimisation on their own.

3.1	Harassment
 Under the Equality Act 2010, there are three types of unlawful harassment:
· Harassment related to a protected characteristic; this is unwanted conduct related to age, disability, gender reassignment, race, religion or belief, sex or sexual orientation (Under the Equality Act such behaviour would not be considered harassment if it applies to marriage and civil partnership, or pregnancy and maternity).
· Sexual harassment – unwanted conduct of a sexual nature. This does not need to be related to any protected characteristic.
· Less favourable treatment because of submission to or rejection of harassment – this is where someone is treated unfairly because they have submitted to, or rejected, harassment in the past.

For behaviour to be considered harassment, it must have either violated the person’s dignity, or created an intimidating, hostile, degrading, humiliating or offensive environment for them. This applies whether there was intent for the behaviour to have such effects or not. A person does not have to be the intended target of the behaviour to be harassed. For example, a person may be harassed by racist jokes about a different ethnic group because such jokes create an unsafe environment.

Whether behaviour counts as harassment depends on the circumstances of the situation; how the person receiving the behaviour perceives it; and whether it was reasonable for them to view it that way. An employment tribunal would assess whether a 'typical' person in that situation would view the behaviour as harassment.
If the behaviour does not relate to one of the protected characteristics, or does not meet the criteria above, it may not be unlawful harassment, though it can still be inappropriate and dealt with under this policy.
Sexual harassment is a specific form of unlawful harassment and includes:
· Unwanted sexual comments or jokes.
· Unwelcome sexual advances or suggestive behaviour.
· Sending or displaying sexually explicit material (e.g. images, emails, texts).
· Any behaviour of a sexual nature that affects someone's dignity or creates a hostile or offensive environment.

Unlike other forms of harassment, sexual harassment does not need to be related to a protected characteristic. It stands on its own under the Equality Act.
Harassment can lead to claims in the Employment Tribunal.  Such claims can be brought against both the Trust and against the alleged perpetrator personally.
[bookmark: a935330]3.2 	Bullying
There is currently no legal definition of bullying under UK employment law. However, for the purposes of this policy, bullying is defined as:
Offensive, intimidating, malicious or insulting behaviour involving the misuse of power that can make a person feel vulnerable, upset, humiliated, undermined or threatened.
Power does not necessarily mean being in a position of authority; it can also include personal influence or the ability to coerce through fear, intimidation, or control over resources or social dynamics. 

3.3	Victimisation 

Victimisation is detrimental treatment of an individual (such as bullying or harassing someone or treating them less favourably) arising as a consequence of that person having raised or being involved with a complaint (Equality Act, 2010) or as a result of an individual being an active member or representative of an organisation including trade unions (The Trade Union and Labour Relations (Consolidation) Act 1992). 

It is vitally important that individuals feel able to report bullying and harassment (and other unacceptable behaviour) without fear of being victimised as a result. Accordingly, the Trust takes any allegations of victimisation seriously (as it is expected to do so, by the law). If victimisation is proven, it could lead to disciplinary action being taken against the individual concerned.


4.0 	PRINCIPLES

Claims of harassment and bullying will be taken seriously and staff should not be deterred from raising their concerns for fear of repercussions, inactivity or victimisation.  A key emphasis of this policy is the provision of support to affected staff. In appropriate circumstances, informal resolution of issues and/or the use of mediation is also encouraged. In these cases, individuals will be offered options for informal resolution or mediation but will be under no obligation to accept these offers.

In some cases, complaints of harassment / bullying may lead to disciplinary action being taken against the alleged perpetrator in line with the Trust’s Disciplinary Policy and Procedure.

This policy is set in the context of the Trust’s Wellbeing at Work agenda and the Trust’s values and behaviours. 


5.0	DUTIES AND RESPONSIBILITIES

5.1	Director’s Responsibilities

The lead Director responsible for this policy is the Chief People Officer. Other Directors will need to ensure that this policy is widely known and implemented throughout their Directorate.

5.2	Chief People Officer 

The Chief People Officer is responsible for ensuring equal opportunities for all employees and for:

· Maintaining correct adherence to Trust policies and procures.
· Ensuring complaints of bullying, harassment and victimisation are dealt with in a fair, inclusive respectful and confidential way in line with the guidance related to this policy.
· Engaging relevant stakeholders in the development of the policy.
· Ensuring appropriate arrangements are in place for managing any resource implications, including dissemination and training and for regular review. 

5.3	Responsibilities of the Executive Management Team (EMT)

The Executive Management Team will approve this policy and be responsible for ensuring it has been developed according to the Trust’s protocol. 

5.4	Manager’s Responsibilities

Managers have a responsibility to ensure they: 

· Are aware of this Policy and the associated procedure and know how to address issues of harassment and bullying in their specific area.  They also have a duty to promote a culture where harassment, bullying and victimisation are regarded as wholly unacceptable. 

· Establish and maintain a safe, civil and respectful working environment. 
 
· Ensure that all staff within their sphere of management are aware of this policy and of the various procedures referred to in this document.

· Are familiar with support available for staff and themselves should an incident, allegation or concern arise. They must ensure that good practice is followed.

Managers have an obligation to protect the complainant from retaliation, victimisation and harassment. They should also provide support to any staff member accused of bullying and harassment.

Reports of bullying, harassment and/or victimisation must be treated seriously and compassionately and be looked into without delay.   

In adhering to the Harassment and Bullying Policy, managers must be aware of their responsibilities in order to ensure that the policy is effective. Managers may also be appointed to the role of Investigating Officer.  They would not act in the dual role of Investigating Officer whilst simultaneously acting as the initial contact for the same person.

5.5	Employee’s Responsibilities

All staff are responsible for their own behaviour and are expected to comply with this policy, the Trust Values and behaviours. Staff have a responsibility to:

· Take appropriate measures to ensure inappropriate conduct does not occur. Harassment and bullying by Trust employees will be considered as potential misconduct or gross misconduct and may be dealt with within the Trust’s Disciplinary Policy and Procedure. 

· Reflect on their own behaviour at work and ensure this is in line with the Trust’s Values and behaviours. 

· Be mindful of how their own behaviours and communications may be perceived by others; with an awareness that colleagues' perceptions are important even if no offence or distress is intended. 

· Take appropriate action by reporting in line with the Trust’s procedure if they witness harassment or bullying behaviour that comes from any person whether Trust employee, client, visitor, carer or employee from another agency/partner organisation.

· Raise any concerns and seek to resolve them at the earliest opportunity wherever possible, seeking support as required.   

If you are considering making a complaint about harassment or bullying, it is good practice to keep a written record of any incident(s) noting:

· What happened
· When it occurred
· Where it occurred
· Whether there were any witnesses

Staff are also urged to keep a record of events should they witness any form of harassment.  Any employee who witnesses an incident of harassment, or bullying, has a responsibility to challenge it, where appropriate, and/or report it.    


6.0	SUPPORT AVAILABLE FOR STAFF

All staff are actively encouraged to raise concerns about harassment / bullying or victimisation without fear of repercussions or further victimisation and should feel empowered to do so. However, raising concerns at work can be a difficult and demanding process and staff should be supported In addition, any colleague accused of bullying and harassment will also require support, advice and guidance. Service managers have a key role in providing support for staff and should work in partnership with staff and the trade union referring to the Trust Occupational health and well-being service for advice where necessary. 

6.1	Trade Union Representatives:

Trade union representatives will understand the issues involved in bullying and harassment and will have a good understanding of the Trust’s policies and procedures in tackling harassment and bullying.  They can provide support to members concerned about harassment and bullying.

On receiving an Allegation of Harassment or Bullying Trade Union Representatives should: 

· Explain the process in this Policy Document.
· Ensure the member or members are offered appropriate emotional support (which may be through the Staff Consultancy and Counselling Service).
· Discuss with the ‘complainant’ what they would like to do, referring to the procedure for guidance.
· Provide Representation where required during the process.

6.2	Bullying and Harassment Advisers

The Trust has a number of Bullying and Harassment Advisers who have been specially trained to help and support staff through this process.  Their names and contact numbers are widely available throughout the Trust and on the intranet.  Contact with advisers is encouraged and is confidential; it also carries no obligation to take a complaint further.  If an individual is worried about a harassment or bullying issue, then talking to an adviser provides a good opportunity to discuss the problem enabling the individual to reflect on the issue and consider possible solutions.

The role of the Adviser is to:

· provide impartial support and advice to employees on request, who think they have experienced personal harassment or bullying.
· provide impartial support to those who have been accused of harassment and bullying.
· listen to the complaint and explain the available options.
· help a complainant decide what steps and/or routes (informal/formal) to take if a concern/complaint is to be pursued.
· accompany the complainant or accused to meetings.

They will complete a monitoring form if not completed by the individual’s manager.

The Adviser cannot:

· Provide long term counselling.
· Provide specialist advice, e.g. legal advice.
· Direct staff on which action to take.
· Represent staff.
· Intervene on their behalf.

6.3	People Relations Team

All People Directorate representatives have an understanding of harassment and bullying.  They can provide support and guidance. In some cases, they will be involved as investigating officers.  They will not act in a dual role of investigating officer whilst simultaneously acting as an initial contact.

6.4	Occupational Health

Staff may access Occupational Health for wellbeing issues including support around harassment and bullying. 


7.0  EQUALITY IMPACT ASSESMENT

This Policy has been subject to an Equality Impact Assessment. The expectation is that overall, the Policy will be beneficial in establishing and ensuring equality within the Trust.  This will be by enabling inappropriate behaviour to be challenged and changed (see Appendix B)


8. DISSEMINATION AND IMPLEMENTATION ARRANGEMENTS 

· The Chief People Officer will ensure that appropriate arrangements are in place for managing any resource implications, including dissemination and training and for regular review of the policy. 
· People Directorate colleagues will deliver training and offer support and coaching to all colleagues.
· Directors and Senior Managers will ensure that all staff within their sphere of management are aware of this policy and of the various procedures referred to in this document and facilitate their attendance at training sessions.

If local teams download and keep a paper version of documents, the responsible manager must identify someone within the team who is responsible for updating the paper version.


9.	PROCESS FOR MONITORING COMPLIANCE AND EFFECTIVENESS 

All reports notified to the People Directorate via monitoring forms and formal investigations into bullying / harassment / victimisation will be recorded on the case management system within the People Directorate.  Timescales on investigation progress will be monitored in accordance with internal Key Performance Indicators.

The number and nature of cases on the case management system will be reviewed on an annual basis and cross-referenced with other sources of data such as the Staff Survey.  Action plans will be developed as appropriate in conjunction with the relevant service area / department.

Data on cases will be provided in compliance with external requirements, eg. WRES & WDES.


10. REVIEW AND REVISION ARRANGEMENTS

In accordance with the three-yearly policy review date outlined in the policy or if there are any changes in legislation that require an earlier review.  The process for review is set out in the Policy Review Proposal for People Directorate policies undertaken in partnership with staff side colleagues.


11.	REFERENCES
This section should list any other documents referenced within the policy.

Add link to B&H procedure
Add link to disciplinary policy


12.	ASSOCIATED DOCUMENTS 

The Trust also has further information about harassment and bullying, which can be accessed by members of staff and managers on the Trust’s intranet:
http://nww.swyt.nhs.uk/wellbeing/bullying-harassment/Pages/default.aspx

Add link to B&H procedure
Add link to disciplinary policy & procedure.
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       Challenging Bullying & Harassment – Process Overview


Appendix A

· Support of Manager, People Directorate, Trade Union, Harassment Adviser or Mediation.
· Informal resolution considered.
· If a resolution is achieved, the Manager will monitor for further issues.


Bullying/Harassment raised.







Resolution not achieved.


· Written statement from colleagues.
· Facilitated by Trade Union or People Directorate 
(If necessary).
· Investigation initiated with independent person.
· Consideration given to transfers etc to address working environment.









· During the Hearing, an outcome will be determined.
· Depending upon the outcome, appropriate action will
be taken to address the working environment; or
· The Manager will monitor the situation for further issues.

Report produced with recommendations.

Disciplinary Hearing Chaired by Senior Manager not previously involved.
· A feedback meeting will take place.
· If the outcome indicates that there is sufficient
evidence to hold a Hearing, it will be referred to a
Disciplinary Hearing by the individual’s senior
Manager.  If not, then feedback will be provided in writing to colleagues involved in the process by the Chair.



										Appendix  B


POLICY AND STRATEGY
Equality Impact Assessment template 

This EIA template is to be completed by staff when writing a new policy/strategy or when reviewing a policy/strategy.  The EIA needs to demonstrate who would be impacted (local census data and workforce data) and what gaps there are. 

Any gaps identified need to be included in section 6 where actions are listed to address and progress to ensure inclusivity and diversity in the policy/strategy.

	[bookmark: _Hlk64378197]
	QUESTIONS

	ANSWERS AND ACTIONS

	1
	Name of policy/strategy?


	Harassment and Bullying policy and associated procedure / guidance


	2
	Description of the document:


	This is a review of the Trust’s Harassment and Bullying policy which is being actioned as part of a wider policy review to modernise the People Directorate suite of guidance and policies and provide more accessible information and support to our colleagues and managers. 

The policy sets out the Trusts commitment to eliminating workplace harassment and bullying.  The policy should be read in conjunction with the accompanying guidance document, which sets out the procedures to follow when reporting or dealing with allegations of Bullying, Harassment or Victimisation. 

To ensure we are introducing correct terminology, appropriate language and the most up to date employment legislation, the Trust has engaged our legal advisors to draft the blueprint of the policy (setting out the legislative position) and the guidance (based on best practice). 

The content has been expanded collectively through the Employment Policy Group which ensures a collective input from Trade Union colleagues, members of the People Directorate Operational Management, the Trust Trauma Informed Lead and the People Directorate EDI lead whose role is to collate feedback from the various staff networks to ensure we have relevant input


	3
	Lead contact person for the Equality Impact Assessment 
	Name: Paul Brown 
Job title: People Business Partner 
Nikki Macfarlane
Job Title: Interim Deputy CPO

	4
	Who else is involved in undertaking this Equality Impact Assessment


	
Members of the Employment Policy Subgroup consisting of Management and Trade Union Representatives.  People Directorate Colleagues.


	5
	Sources of information used to identify gaps and barriers.


	The policy element of the document has been written by our legal advisors in line with current legislation. A variety of qualitative and quantitative data sources have been utilised to inform the guidance in this document spanning direct internal feedback, case reviews over the past 12 months as well as NHS guidance to analysis of staff survey and our WRES AND WDES reports. 

External 
· Health, Safety and Wellbeing Group | NHS Employers
· NHS England » A just culture guide
· Census 2021 - West Yorkshire Combined Authority
· Tackling bullying in the NHS infographic | NHS Employers
· Harassment and victimisation | EHRC

Internal
· NHS staff Survey
· ER Case review.
· WRES/WDES report 2023
· Staff networks and FTSU



	
For section 5a-5j, use the following data links to populate the EIA with narrative about your service and workforce.

Workforce data link:  Completing a service EIA (sharepoint.com) 

Service data link:  Equalities - Power BI Report Server   

EIA narrative: What does the information you have sourced tell you about the impact it will have on the following equality groups in terms of service provision, access and delivery?


	5a
	Disability Groups:


	The 2023 staff survey results indicated that 8.7% of Trust managers who identified as disabled personally experienced harassment, bullying or abuse in the last 12 months from service users or members of the public compared to 4.5% non-disabled counterparts.
   
The imbalance is mirrored within our colleague group with 17.4% disabled colleagues being subject to bullying, harassment or abuse compared to 10% non-disabled colleagues. 

By reviewing the breakdown of disabilities across our regional footprint, which shows weighting towards nondisabled population, consideration has been given within the guidance of this document on supporting Managers and colleagues of dealing with instances and understanding signposting to seek support and help. 

	Area
	Non-Disabled
	Disabled

	Barnsley
	78%
	22%

	Calderdale
	81.7%
	18.3%

	Kirklees
	82.6%
	17.4%

	Wakefield
	82.6%
	20.1%



Source: Census 2021 data

Internally according to the Trust 2024 WDES report There have been more reports from disabled staff of harassment and bullying compared to non-disabled staff. The revised policy and guidance provide clearer and more accessible support than previously and will underpin training and support for managers to ensure incident will decrease over the next 12 months. 


	5b
	Gender (including transgender) 


	The Trust gender split is predominantly female at 78.22% compared to male colleague breakdown of 21.78 which is in contrast to our service user footprint but presents a positive indicator of the Trusts commitment in historical gender imbalances. 

	Area
	Male
	Female

	Barnsley
	49.2%
	50.8%

	Calderdale
	48.7%
	51.3%

	Kirklees
	49%
	51%

	Wakefield
	49.2%
	50.8%



	Area
	Gender identity the same as sex registered at birth
	Gender identity different from sex registered at birth
	Not answered

	Barnsley
	94.92%
	0.74%
	4.70%

	Calderdale
	94.16%
	0.89%
	5.38%

	Kirklees
	93.40%
	0.09%
	6.13%

	Wakefield
	94.52%
	0.81%
	5.06%



Source: Census 2021 data

The overall gender breakdown of the Trust Staff survey data regarding bullying and harassment and a review of B&H complaints within the past 12 months suggests that Male and Female staff report similar levels of bullying ( Managers , 5.8% Male, 5.4% Female) and colleagues ( 11.2% Male and 11.8% Female)   There were less than 10 responses from colleagues who identify as non-binary ( 0.27%) and gender reassignment (0.18%) or prefer to self-describe. therefore, comparison data is unavailable. This policy adopts non- gendered terminology where role specifics such as colleague, manager and pronouns such as “they”, “their” and “them” have been used throughout to prevent the occurrence of bullying/harassment regardless of individual characteristic.


	5c
	Age:


	The below provides a summary of our service user age split. The Trust provides services across all age groups and the guidance within this policy provides generic signposting for colleagues and managers to conduct and respond appropriately to instances of external bullying and harassment towards our managers and colleagues. 

	Area
	Under 18
	18-39
	40-59
	60-79
	Over 80

	Barnsley
	20.5%
	26.8%
	26.9%
	21.1%
	4.7%

	Calderdale
	21.8%
	25.2%
	27.7%
	20.6%
	4.7%

	Kirklees
	22.6%
	27.5%
	26.5%
	18.9%
	4.5%

	Wakefield 
	20.8%
	27.4%
	26.8%
	20.3%
	4.7%



Source: Census 2021 data

Our internal data source shows that at 7.2% and 11.5% for managers and colleagues within the 41-50 age group sits slightly higher than the rest of the trust albeit only marginally. We are mindful that staff are choosing to work longer, and an older workforce may require consideration from a health and wellbeing perspective regarding initiatives and support to maintain them in employment. 



	5d
	Sexual Orientation:
(LGBT)


	As above the below provides us incite to our service users given, we are a community, Trust. This data has been acknowledged on the guidance and language provided by our legal team in the formation of this policy and guidance. 

As our reference in other protected groups. The trust has considered the geographical spilt of sexual orientation across our service blueprint to inform the guidance to support our managers and colleagues to respond and manage instances of bullying and harassment from service users.

	Area
	Straight
/Heterosexual

	Gay /lesbian
	Bisexual
	Other
sexual orientation
	Not
Answered

	Barnsley
	91.57%
	1.5%
	0.91%
	0.2%
	5.83%

	Calderdale
	89.91%
	1.69%
	
1.18%
	0.33%
	
6.89%

	Kirklees
	89.96%
	1.25%
	1.07%
	0.29%
	7.43%

	Wakefield
	90.98%
	1.50%
	
1.03%
	0.24%
	6.24%



Source: Census 2021 data

Internally our staff survey data 2023 suggests that LGBT staff report higher levels of bullying from management than other colleagues.

The Trust supports the LGBT+ network which has been developed in the organisation.  Staff networks provide a space for informal peer support amongst colleagues and can signpost those with individual concerns to existing trust procedures where they can be addressed in a safe and confidential manner.



	5e
	Religion or Belief:


	External data sourced from the 2021 census indicates our service footprint is predominantly a mix of Christion or no religious preference. This policy and guidance provide support and signposting for colleagues and managers who may be subject to any form of bullying and harassment from service users or their families on the basis of their religious beliefs. 

	Area
	Christian
	Buddhism
	Hindu
	Jewish
	Muslim
	Sikh
	Other
	No religion
	No
Response

	Barnsley
	51.3%
	0.2%
	0.2%
	0%
	0.6%
	0.1%
	0.4%
	42.1%
	5.2%

	Calderdale
	41.5%
	0.3%
	0.6%
	0.1%
	9.5%
	0.2%
	0.5%
	42%
	5.4%

	Kirklees
	39.4%
	0.2%
	0.4%
	0%
	18.5%
	0.8%
	0.4%
	34.8%
	5.5%

	Wakefield
	49%
	0.2%
	0.4%
	0%
	3.2%
	0.1%
	0.4%
	41.3%
	



Source: Census 2021 data

Reviewing our internal workforce data presents a more multi faith population and this has been carefully considered in the wording of the guidance. The policy is clear and sets out the legal protection, however the guidance is set out to advise managers and colleagues of examples of discrimination which may be used due to religious belief and how to manage and seek support.

	
	Christian 
	Hindu
	Muslim
	No religion
	Other

	Manager
	4.8%
	9.1%
	7.7%
	5.8%
	9.7%

	Colleagues 
	11%
	21.7%
	15.4%
	10%
	19.4%



There were less than 10 responses from colleagues whose religion is either Buddhist, Seikh or Jewish, therefore comparison data is unavailable.

Faith and spiritual care and support in an important component of person-centred care provided.  The Trust have a spirit in mind service who play a central role in engaging faith and spiritual leaders in the communities we serve and involving them in the work of the Trust. 


	[bookmark: _Hlk66278131]5F
	Race


	
Our external data demonstrates that our service user footprint is predominantly white. We know that there is a significant gap in White colleagues reporting instances of bullying and harassment form service users and members of the public (20.77% SS 2023) in contrast to other ethnic groups (36.67%SS 2023). The policy and guidance are designed to provide clear and accessible signposting to colleagues and managers if they are subject to such behaviour. Details of informal and formal escalation are set out with signposting for early intervention.

	Area
	White
	Asian
	Black
	Mixed
	Chinese & Other

	Barnsley
	96.6%
	0.9%
	0.7%
	0.9%
	0.5%

	Calderdale
	86.1%
	10.5%
	0.7%
	1.9%
	0.8%

	Kirklees
	73.6%
	19.4%
	2.3%
	3.1%
	1.5%

	Wakefield
	93%
	3.6%
	1.3%
	1.4%
	0.7%



                                                                       Source: Census 2021 data

Workforce data

Staff survey respondents of incidents of personally, experiencing harassment, bullying or abuse in the last 12 months indicate that the number of BME managers and colleagues was nearly 50% higher than instances reported by white managers and colleagues. 

	Managers
	10.1% BME
	5.1% White

	Colleagues
	21.9% BME
	10.8% White



This policy defines the expectations of all employees in providing a working environment that is free from bullying and harassment.  

The Trust supports the REACH network and implements the WRES.
Staff networks to provide a space for informal peer support amongst colleagues with signposting for individual concerns and where they can be addressed in a safe and confidential manner.



	5G
	Civil & Marriage Partnerships
	It is to be noted that under the Equality Act code of practice Marriage and Civil Partnerships are not protected directly under harassment provisions. Colleague or Managers who experience hostile or offensive treatment will be signposted to raise under direct discrimination or alternatively under the protected provisions of sexual orientation 

	5H
	Pregnancy & Maternity
	As above Pregnancy and Maternity are not directly protected under harassment provisions within the Equality Act. Unfavourable treatment is treated as discrimination by law and will be dealt with under sex related harassment within the policy and guidance 
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[bookmark: _Hlk78205647]Involvement & Insight: Please list in the box below any involvement activity, reports or insight you have gathered by working with your staff team or service users/carers by involving them to gain their views on your service.  
 The Trust is following guidance from NHS Employers by incorporating the Just Culture and restorative practice principles to the Bullying and Harassment 
policy. 

The revised policy has considered feedback from colleagues and managers in terms of language, clearer and more succinct policy and procedure and the inclusion of early resolution and restorative practice. 

Further insight and engagement will take place to assess the learning from the policy and guidance post implementation as per the EIA action plan.












 
 
 
 
 
 
 
 
 
 
 
 
 



6. Action Plan 
EIAs are now reviewed using a grading approach which is in line with our Equality Delivery System (EDS).  This rates the quality of the EIA. This means that the team can review the EIA and make recommendations only. The rating and suggested standards are set out below:      
· Under-developed – red – No data. No strands of equality 
· Developing – amber – Some census data plus workforce. Two strands of equality addressed 
· Achieving – green – Some census data plus workforce. Five strands of equality addressed 
· Excelling – purple – All the data and all the strands addressed 
Potential themes for actions: Geographical location, built environment, timing, costs of the service, make up of your workforce, stereotypes and assumptions, equality monitoring, community relations/cohesion, same sex wards and care, specific issues/barriers. 
Previous actions update please explain what progress you have made against the previous actions identified.

1. n/a – this is a re-write of policy/procedure based on learning and development of just culture principles.

 
	Who will benefit from this action? (tick all that apply) 
	Action 1: This is what we are going to do 
	Lead/s  
	By when 
	Update -outcome 
	RAG 

	Age 


	· 
	Commence a review of the policy and procedural guidance within 18 months or sooner if there is specific learning post implementation (to be completed before 2 years) to  see if it has made any impact on reducing bullying and harassment cases and identify any learning to enhance a just culture approach and further develop the policy/guidance.


	People Relations Team










	Within 18 months of sign off










	  
	  

	Disability 


	· 
	
	
	
	
	

	Gender reassignment  
	· 
	
	
	
	
	

	Marriage and civil 
partnership 

	· 
	
	
	
	
	

	Race 


	· 
	
	
	
	
	

	Religion or belief 
	· 
	
	
	
	
	

	Sex 


	· 
	
	
	
	
	

	Sexual Orientation 
	· 
	
	
	
	
	

	Pregnancy maternity  
	· 
	
	
	
	
	

	Carers 


	· 
	
	
	
	
	

	
Who will benefit from this action? (tick all that apply) 
	Action 2: This is what we are going to do 
	Lead/s  
	By when 
	Update -outcome 
	RAG 

	Age


	· 
	Review to examine if it improves staff survey outcomes and if this affects impacts on any protected characteristics.

	 People Relations Team


	In line with 24/25 staff survey publication

	 
	 

	Disability


	· 
	
	
	
	
	

	Gender reassignment
	· 
	
	
	
	
	

	Marriage and civil partnership
	· 
	
	
	
	
	

	Race


	· 
	
	
	
	
	

	Religion or belief
	· 
	
	
	
	
	

	Sex


	· 
	
	
	
	
	

	Sexual Orientation
	· 
	
	
	
	
	

	Pregnancy maternity
	· 
	
	
	
	
	

	Carers


	· 
	
	
	
	
	




	Who will benefit from this action? (tick all that apply) 
	Action 3: This is what we are going.
to do 
	Lead/s  
	By when 
	Update -outcome 
	RAG 

	Age 


	· 
	To develop and implement “bite size” learning for managers posts policy/guidance sign off
	People    Relations Team
	March 2025


	  
	  

	Disability 


	· 
	
	
	
	
	

	Gender reassignment  
	· 
	
	
	
	
	

	Marriage and civil partnership 
	· 
	
	
	
	
	

	Race 


	· 
	
	
	
	
	

	Religion or belief 
	· 
	
	
	
	
	

	Sex 


	· 
	
	
	
	
	

	Sexual Orientation 
	· 
	
	
	
	
	

	Pregnancy maternity  
	· 
	
	
	
	
	

	Carers 


	· 
	
	
	
	
	


 
 
 
 



	1. Please state what methods of monitoring you are using to progress actions.

Review numbers of formal Bullying and Harassment investigation to determine if they have reduced including for specific groups.

Review of staff survey data to determine if there have been any improvements following the implementation of the policy and procedural guidance.




		1. Will you publish the Equality Impact Assessment? Please state where the EIA will be shared or published.
On the intranet document store as an attachment to the policy and procedure








	1. EIA assessment by …………………………….

Name:     Nikki Macfarlane 

Signature:  N Macfarlane

Date:   12.11.24

Rating: 

Recommendations:  A comprehensive EIA.  The policy references sexual misconduct, recommend amending the B&H procedural guidance in line with the sexual misconduct policy framework by March 2025.  










When you have fully completed all sections of the EIA 
and it has been signed off in service, 
you must email a copy to: InvolvingPeople@swyt.nhs.uk  for grading

Please note that the EIA is a public document and may be published. 

Failing to complete an EIA every year could expose the Trust to future legal challenge, as it is a legal requirement to write, review and implement in every service as part of meeting the Equality Act. 














									Appendix CFlow Chart – People Policy Review & Approval Process
Policy Lead reviews current policy and provides recommendation on full rewrite (working group) or minor changes

Current policy presented at EPG mtg with recommendation from policy lead on full rewrite or minor changes (6 months in advance of review date)

EPG confirmation if full rewrite (working group) or minor changes
Working group established by Policy Lead & the review commences

Policy Lead & staff-side representative commence review (Policy Lead only where legal changes required)


Working group draft policy & EIA (inc TI lens review)
Policy Lead drafts policy & EIA (inc TI lens review)

Draft policy presented to EPG

Draft policy circulated to stakeholders for comment / queries ie, to Staff-Side colleagues by SS chair / Secretary, to operational managers, PD SLT / PLT & Corporate Governance by PD

Comments / queries forwarded to Policy Lead

Revisions made to policy by Working Group / PD Lead

Final draft of policy presented to EPG

Final draft of policy referred to Trust Partnership Forum for approval

Policy approved at TPF referred to Executive Management Team (EMT) for peer review and sign off

Approved policy added to intranet & communicated across the Trust, including awareness / training sessions as required





























































Appendix D





Version Control Sheet

This sheet should provide a history of previous versions of the policy and changes made.
	Version
	Date
	Author
	Status
	Comment / changes

	1.0
	July 2010
	James Corson
	Archived
	Not the first version of the policy, but the first fully revised version of the Policy since new Foundation Trust created 1/6/09. Changes include reformatting the document, minor updating and the addition of meeting with the complainant at the start of the formal stage to consider alternative approaches in resolving the issue.  Also, EIA Appx 3 etc

	1.1
	Nov 2010
	James Corson
HR Business Mgr.
	Archived
	Minor addition of a paragraph on the provision of harassment training

	1.2
	October 2012
	James Corson
HR Business Mgr.
	Previous 
	Updated following Barnsley, Calderdale and Wakefield PCT transaction. Included further information re Equality Act 2010 including amended definitions.  There is an even greater focus on trying to resolve issues informally, even at the formal stage. 

	1.3
	Jan 2016
	Janet Hirst, Assistant Director of HR – Operations
	Previous
	Reviewed by Executive Management Team February 2016.  Review date extended to October 2017.


	1.5
	August 2018
	Ashley Hambling, HR Business Manager
	Previous 
	Review date extended to October 2018.


	1.6
	July 2024
	Jane Murgatroyd, Interim Head of People Relations & Nikki Macfarlane, Interim Deputy Chief People Officer
	Current
	Re write of policy to be clearer and more succinct supported by guidance/procedure

	1.7
	May 2025
	Jane Murgatroyd, Interim Head of People Relations
	Current
	Change policy format to approved Corporate Governance policy template 
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