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1. Purpose 

1.1 The Turing recognises that bullying and harassment are unacceptable forms of 
behaviour and will not be tolerated. The Turing is committed to taking necessary 
action to ensure that such behaviour does not occur, or where it does occur that it is 
dealt with immediately. 

1.2 The Turing is an equal opportunities employer and fully supports equality for all, 
irrespective of a person’s age, disability, gender reassignment, marriage and civil 
partnership, pregnancy and maternity, race (which includes colour, nationality and 
ethnic or national origins), religion or belief, sex and sexual orientation; these are 
known as ‘protected characteristics’. Employees should refer to the Equality and 
Diversity Policy for further information. 

1.3 All matters, informal or formal, will be treated in the strictest confidence. 

 

2. Scope 

2.1 This policy applies to all employees of the ATI. 

2.2 This policy does not apply to those workers provided by a third party. For individuals 
who are grant funded, for example Faculty Fellows, Research Fellows, PhD students 
and Secondees etc., this policy will apply until a time when formal action is required.  
At this point the grant holder/Secondee should refer to their respective Affiliated 
University or Employer’s own Bullying and Harassment policy. 

 

3. Policy 

3.1 All employees will be made aware of the Bully and Harassment Policy upon 
commencing employment. 

3.2 Where possible, the Turing will always attempt to resolve an employee’s concerns on 
an informal basis in the first instance. In some cases the Turing reserves the right to 
commence proceedings at the level considered appropriate to the nature of the 
allegations or for the particular circumstances involved. 

3.3 All matters, informal or formal, will be treated in the strictest confidence. 

3.4 Being the subject of bullying or harassment and making a complaint can be a 
distressing experience. The Turing aims to make every effort to resolve matters as 
quickly as possible. Where employee the requires counselling and support, advice is 
available from the Employee Assistance Programme: further details can be found on 
the intranet and on posters in the communal areas of the office. All discussions will 
remain confidential and the employee’s anonymity will be maintained at all times. 

 

4. What is bullying? 

4.1 Bullying is defined as any persistent behaviour that is directed against an individual, 
which is intimidating, offensive, insulting or malicious, an abuse or misuse of power, 
and which is intended to undermine, humiliate, denigrate or injure. Some examples are 
provided below, however this list is not exhaustive: 

• Shouting or swearing  
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• Verbal or physical threats and intimidation 

• Unjustified persistent negative comments or criticism 

• Humiliating someone in front of others 

• Misuse of power or position 

• Offensive or abusive personal remarks 

• Setting deliberately unreasonable and unattainable targets 

• Exclusion or victimisation 

• Picking on one person for criticism when there is a common problem 

• Making false allegations or spreading malicious rumours 

• Insulting or aggressive behaviour 

• Unwelcome insensitive jokes or pranks. 

 

5. What is harassment? 

5.1 Harassment is defined as any form of unwanted behaviour which intends to or which 
creates the effect of violating a person’s dignity, or creates an intimidating, hostile, 
degrading, humiliating or offensive environment for that person. 

5.2 Harassment and intimidating behaviour can be on the grounds of gender, race, ethnic 
origin, nationality and skin colour, but can also encompass sexual orientation, 
disability, religion or beliefs, age, HIV/AIDS status or physical characteristics. 
Examples of harassment below include unwanted, unwelcome and unpleasant 
behaviour. The list is not exhaustive: 

 

• Deliberate physical contact 

• Invasion of personal space 

• Downloading, displaying offensive information/images or visiting offensive sites  

on the   internet  

• Unsolicited and unwanted gifts  

• Jokes, offensive language, gossip, slander, obscene gestures, written material, 
e-mails, posters etc. which may be perceived as hostile 

• Coercion for sexual favours, unwanted propositions 

• Pressure to participate in political/religious groups 

• Intrusion by pestering, spying and stalking 

• Abusive, threatening or insulting words or behaviour. 
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6. Factors that do not constitute harassment  

6.1 It is necessary for managers to be able to manage their staff effectively and take 
reasonable management action where necessary such as: 

• Following up on outstanding work  

• Issuing fair and reasonable instructions and expecting them to be carried out. 

• Setting and publicising expected standards of performance supported with a 
relevant appraisal and performance management framework. 

• Disciplining staff for misconduct, where appropriate, following a fair and 
reasonable investigation. 

• Implementing action in respect of the management of sickness absence in line 
with Foundation policies and guidelines. 

 

7. Informal Resolution 

7.1 Employees who feel that they are being bullied or harassed should approach the 
individual to explain that their behaviour is offensive and unwelcome. The employee 
may ask a colleague of their choice to be present for moral support. 

 

7.2 If the employee finds confronting the person too difficult but still wishes to pursue the 
matter informally they can ask either their Line Manager, HR or a staff mentor to speak 
to the person on their behalf or seek advice from any of these parties on how to deal 
with the situation. 

 

7.3 The employee can opt to write to the person directly, detailing the offensive behaviour, 
and request that they stop any further bullying or harassment.  

 

7.4 The Turing may, at its discretion, arrange for both parties to attend external counselling 
and facilitation if it is agreed by both parties that this approach may be useful in 
resolving work relationship issues.  All discussions will remain confidential and the 
employee’s anonymity will be maintained at all times.   

 

 

8. Formal Resolution 

8.1 Where the issue cannot be resolved informally to the satisfaction of all parties, it should 
be dealt with under the formal disciplinary and grievance procedures. Employees 
should refer to the relevant policies for further information. 

 

9. Outcomes 

9.1 If, following formal part of the grievance procedure, the allegation has not been 
substantiated and the complaint therefore not upheld, no action will be taken against 
the subject of the complaint. The employee and complainant will receive copies of the 
letter outlining the decision made. 
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9.2 If the formal process has found that there may be a case to answer, appropriate action 
will be taken to ascertain the facts of the case which may be: 

9.2.1 Proceed to a disciplinary hearing, or 

9.2.2 Take alternative management action if the evidence and/or nature of the complaint 
does not justify formal disciplinary action. This may include; a recommendation for 
facilitated discussion for both parties, setting up arrangements to monitor the 
situation or required attendance on training courses (e.g. equality and diversity 
awareness training). 

 

10. Police Involvement 

10.1 In cases of alleged assault or behaviour at work, or any other instance that could be 
considered to be a criminal offence, the Turing will report this to the police or support 
an employee in contacting the police if the complainant so wishes. There are occasions 
where this is a mandatory legal requirement. 

 

11. Appeals procedure 

11.1 If the complainant is dissatisfied with the decision made, they have the right to appeal 
and this will normally follow the appeals process under the Turing’s grievance 
procedure. 

11.2 Where the individual against whom the complaint has been made challenges the 
outcome of the investigation or disciplinary hearing, they are entitled to pursue action 
through the appeals procedure set out in the Turing’s disciplinary procedure. 

 

12. Malicious complaints 

12.1 If, during an investigation into any complaint, it is found that an employee has made 
an untrue and/or malicious complaint; i.e., the complaint is false and/or aimed at 
bringing an individual into disrepute (without any evidence), the Turing reserves the 
right to take any necessary steps, including disciplinary action against the complainant, 
to manage the situation. 

12.2 Persistent malicious complaints will be treated as a serious disciplinary matter. 

 

13. Policy Review 

13.1 This policy will be regularly reviewed to incorporate any legislation changes 
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14. Document Control  

14.1   Version Control  

Version Control 
Version 
(Issue No.) 

Date of 
Issue 

Author Approved Owner 

0.1 28/11/16 CR  CR 

     

     
 

14.2 Related Documents 

Related Documents 
Document Title Doc. Ref. No. 

Grievance Procedure  

Disciplinary Procedure  
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