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1. Introduction 

 

1.1 Cernach Housing Association is committed to providing a working 

environment which is free from harassment, bullying and intimidation of any 

nature.  All of the Association’s employees, governing body members, agency 

workers, contractors, and consultants have a responsibility to treat all 

colleagues with dignity and respect, regardless of any personal characteristic.  

Under legislation there are certain characteristics protected from the area of 

harassment.  The Association will acknowledge these and also extend this 

protection to all within the Association.  The terms bullying and harassment 

will be used throughout this policy to mean dignity at work.  

 

1.2 The definitions concerning some of the terminology used within the scope of 

dignity at work have changed over the years.  Most recently the Equality Act 

2010 provided a legal definition of harassment but there is still no current legal 

definition of bullying.  However ACAS provides a definition which is widely 

recognised as being best practice.  Section 3 outlines the definitions. 

 

2. Legal and regulatory framework 

2.1 Legal Framework 

 

The relevant statutes or regulations which can be used against either the bully 

or harasser, the organisation or both are detailed below, however bullying in 

itself is not actionable by law. 

2.1.1 The Equality Act 2010 – This provides a legal definition of harassment but 

there is still no current legal definition of bullying.  It also protects 

characteristics from harassment. 

2.1.2 Breach of contract – Usually breach of the implied term that an employer will 

provide support to employees to ensure that they can carry out their job 

without harassment and disruption from colleagues. 

2.1.3 The common law position – To take care of the safety of workers in relation to 

the duty of care. 

2.1.4 Health and Safety at Work etc Act 1974 (Sections 2 and 3) – This legislation 

places a duty of care on employers to ensure the Health and Safety of their 

employees, and to conduct assessments of potential risks to employees and 

to take appropriate remedial action. This may extend to acts by people over 

whom the employer has no direct control but, whom the employer might have 

reasonably foreseen the potential for harassment.  
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2.1.5 Employment Rights Act 1996 – This gives employees the right to access an 

employment tribunal where they believe they have been "constructively or 

unfairly dismissed". This may apply, for example, where an organisation has 

failed to take appropriate action to deal with a complaint of bullying or 

harassment.  

2.1.6 Personal Injury protection – including the duty to take care of workers arising 

out of the law of delict. 

2.1.7 Public Interest Disclosure Act 1998 – This legislation was developed to 

protect so-called "whistleblowers".  Where any employee is dismissed 

because he or she made a "protected disclosure", the dismissal will be 

deemed automatically unfair.  

2.1.8 Trade Union and Labour Relations (consolidation) Act 1992 – Dealing with 

specific types of intimidation. 

2.1.9 Criminal Justice and Public Order Act 1994 - Reduction of existing rights and 

in greater penalties for certain "anti-social" behaviours. 

2.2 Regulatory Framework 

Regulatory Standard 5.3 states that the Association should pay “due regard to 

the need to eliminate discrimination, advance equality and foster good 

relations across the range of protected characteristics in all areas of its work, 

including its governance arrangements.”  

3. Definitions 

 

3.1 Harassment – unwanted conduct related to a relevant protected characteristic 

which has the purpose or effect of violating an individual’s dignity or creating 

an intimidating, hostile, degrading, humiliating or offensive environment for 

that individual.  The Association will extend this definition to include all, and 

will not be restricted to those identified as having a protected characteristic. 

 

3.2 Bullying – Offensive, intimidating, malicious or insulting behaviour, an abuse 

or misuse of power through means intended to undermine, humiliate, 

denigrate or injure the recipient. 

 

3.3 Protected characteristics – The legal grounds in which discrimination claims 

can be made: that is age, disability, gender reassignment, marriage and civil 

partnership, pregnancy and maternity, race, religion or belief, sex, sexual 

orientation. 
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4. Policy principles 

 

4.1 This dignity at work policy aims to: 

 

 Ensure integration of diversity into all aspects of the Association’s 

business 

 Ensure that all employees, governing body members, agency workers, 

contractors, consultants and members of the public are treated with 

respect and dignity from each other. 

 Ensure that all employees, governing body members, agency workers, 

contractors and consultants respect the differences within the community 

they serve and treat customers and members of the public accordingly. 

 Provide a working environment where all backgrounds, cultures, values 

and lifestyles are respected and treated with dignity at all times. 

5. Equality and diversity 

 

5.1 The Association’s equality and diversity policy was approved by the 

Committee in April 2018.  It outlines our commitment to promote a zero 

tolerance to unfair treatment or discrimination to any person or group of 

persons, particularly on the basis of any of the protected characteristics1.  

This includes ensuring that everyone has equal access to information and 

services and, to this end, the Association will make available a copy of this 

document in a range of alternative formats including large print, translated into 

another language or by data transferred to voice. 

 

5.2 We are also aware of the potential for policies to inadvertently discriminate 

against an individual or group of individuals.  To help tackle this and ensure 

that it does not occur, best practice suggests that organisations carry out 

Equality Impact Assessments to help identify any part of a policy that may be 

discriminatory so that this can be addressed (please see section 5 of the 

Equality and Diversity Policy for more information).   

 

5.3 In line with section 5.3 of the equality and diversity policy, the Association will 

apply a screening process based on that recommended by the Equality and 

Human Rights Commission to ascertain whether each policy requires an 

Impact Assessment to be carried out.  The screening process was applied to 

this policy and it was decided that an impact assessment is required.  Please 

refer to Appendix 1. 

                                                 
1 The Equality Act 2010 identifies the “protected characteristics” as age, disability, marriage 
and civil partnership, race, religion or belief, gender, gender reassignment and sexual 
orientation. 
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6.  Procedure  

 

6.1 This procedure is complemented by the Association’s equality and diversity 

and discipline and grievance policies. 

 

6.2 Where an individual believes that they have not been treated with dignity and 

respect at work, there are a number of ways in which this can be addressed.   

 

6.3 Informal stage 

 

6.3.1 Where possible, breaches of this policy should be addressed informally in the 

first instance.  In many cases inappropriate behaviours are unintentional and 

can easily be resolved once the behaviour has been highlighted.  This is often 

the most efficient way to maintain positive working relations. 

 

6.3.2 In managing the issue informally, employees should in the first instance alert 

their line manager to the behaviour, thereafter the employee should be 

encouraged by the line manager, and with their support, to approach the 

individual and highlight what behaviour has been offensive.   

 

6.3.4 Should the employee be uncomfortable with this then the line manager should 

approach the individual and have the same discussion.  A note should then be 

put on file of the person who has displayed the inappropriate behaviour and 

the individual that raised the issue. 

 

6.3.5 Where the matter cannot be raised by the individual to the line manager or 

Director because either (i) the concern relates to the Director’s behaviour and 

she is also the line manager or (ii) the concern relates to the behaviour of the 

individual’s line manager and the Director, then the most senior member of 

staff not involved should be approached.   

 

6.4 Formal stage  

 

6.4.1 If the behaviour is of a more serious nature or it continues after the informal 

approach has been taken then the issue should be dealt with by mirroring the 

Association’s grievance procedure. 

 

6.4.2 The employee must put their concerns in writing and give this to their line 

manager.  The line manager should then arrange a meeting with the 

employee who has highlighted the concerns.  At this meeting the manager 

should establish what the concerns are, and how the employee would like 

things resolved.  The manager should then conduct any necessary 
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investigations.  No investigation should take place prior to there being a 

meeting with the employee.   

 

6.4.3 Once the investigation has been concluded, there could be a variety of 

outcomes including: 

 

 There is no evidence to uphold the complaint 

 There is evidence that may involve action against another member of staff 

 Action is required on an organisational basis 

 Where action is required against another staff member this will follow the 

Association’s disciplinary procedures.  Where action is taken regarding a 

member of staff other than the person who raised the complaint, the 

complainant will not be informed of any action taken against other 

individuals. 

 

6.4.4 As in the informal stage, where the matter cannot be raised by the individual 

to the line manager or Director because either (i) the concern relates to the 

Director’s behaviour and she is also the line manager or (ii) the concern 

relates to the behaviour of the individual’s line manager and the Director, then 

the most senior member of staff not involved should be approached.   

 

7. Committee members, agency workers, contractors and 

consultants 

 

7.1 Where a governing body member, agency worker, contractor, consultant or 

anyone else employed by or acting for the Association feels that behaviours 

towards them have breached the principles of this policy, it is recommended 

that they inform the Director of this as soon as reasonably practical.  Where 

the Director is involved, then the mater should be raised with the most senior 

member of staff not involved.   

 

7.2 The complaint will be investigated appropriately and dealt with in accordance 

with the relevant policies and procedures. 

 

8. Breaches of the policy 

 

8.1 Where individuals are found to be in breach of this policy whether that be 

employees, Committee members, agency workers, contractors, and/or 

consultants this will be addressed in accordance with the Association’s Codes 

of Conduct and other relevant policies.   
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8.2 Established breaches may therefore result in taking steps to terminate the 

individual’s (or company’s) contract or engagement with the Association.  In 

some circumstances, this will also constitute a notifiable event to the Scottish 

Housing Regulator. 

 

9. Malicious allegations 

 

9.1 Because of the potentially serious ramifications associated with breaches of 

this policy and the detrimental impact that an investigation could have on staff 

and Committee morale (even if the allegations are ultimately unfounded), any 

person found to be making fictitious or malicious allegations will be be subject 

to the Association’s disciplinary procedure.  This could result in dismissal. 
 

10. Policy review  

 

10.1 The policy and procedure for dignity at work shall be reviewed every three 

years or sooner as deemed necessary by the Management Committee.  The 

next review is therefore due no later than August 2021 by the Director.   
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APPENDIX 1 

Equality impact assessment 
 

Is further action required? Yes   No   

  
Is the action achievable? Yes     No     

  
Timescale for action n/a 

 

 

 

1.       Aims of the policy 

 

a) What is the purpose of the policy? 

 

 Ensure integration of dignity into all aspects of Cernach Housing 

Association’s business 

 Ensure that all employees, Committee members, agency workers, 

contractors, consultants and members of the public are treated with 

respect and dignity from each other. 

 Ensure that all employees, Committee members, agency workers, 

contractors and consultants respect the differences within the community 

they serve and treat customers and members of the public accordingly. 

 Provide a working environment where all backgrounds, cultures, values 

and lifestyles are respected and treated with dignity at all times. 

 

b) Who is affected by the policy/who will benefit from the policy and how? 

 

 Members of the public 

 Staff and Committss 

 Contractors, agency workers and consultants who are required to observe 

the policy 

 Partner agencies and other organisations who contact us 

 

c) Who is be responsible for delivering the policy? 

 

 The Director on a day to day basis and, ultimately, the Management 

Committee. 

 

d) How does the policy fit into our wider or related policy initiatives? 
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 The policy underpins all of the work that we do and is linked to all policies and 

policy initiatives. 

 

2. What do we already know about the diverse needs and/or experiences of 

our target audience? 

 

Do we currently have information on: 

Age Yes  No  

Disability Yes  No  

Marriage and Civil Partnership Yes  No  

Pregnancy and Maternity Yes  No  

Race Yes  No  

Religion and Belief Yes  No  

Gender Yes  No  

Gender Reassignment Yes  No  

Sexual Orientation Yes  No  

 

 Members of the Public  

 

2.1 Whilst we require to update and broaden the information we have on tenants 

and other residents, we would expect all of the protected characteristics to be 

represented within this target audience.  One of the main barriers to equality 

in service provision is likely to be inaccessibility.  The policy outlines our 

commitment to addressing this and, further, it requires us to be proactive in 

seeking out and responding to all the communications and access needs that 

may exist.  

 

2.2 The policy helps us ensure that we are providing services that are responsive 

to the requirements of all groups and carried out with dignity and respect, with 

clear procedures on re-dress.  There are clear expectations of and by 

members of the public set out within the Customer Service Standards policy. 

 

 Staff and Committee 

 

2.3 The policy ensures that we observe the ethos of dignity and respect in 

employment and in the recruitment of Management Committee members.  

The dignity at work policy is contained within both the staff and Management 

Committee induction programme.  There are clear expectations of and by staff 

set out within the customer service standards policy, Code of Conduct for staff 

and Code of Conduct for Committee. 

 

2.4  All staff and Committee are made aware of theirs and the Association’s rights 
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and responsibilities in relation to equality and diversity and receive periodic 

training.  They know about the Association’s zero tolerance approach and are 

aware of how to raise any concerns. 

 

 Contractors, agency workers, consultants and partner organisations 

 

2.5  The equality and diversity policy requires the Association to observe equality 

and diversity issues in the procurement of consultants and contractors and our 

relationships with partner organisations, which includes dignity and respect.   

 

2.6  Any contractors, agency workers or consultants working for or representing 

the Association are made aware of our commitment to equality and diversity 

and are advised of our expectations in terms of how we require them to 

observe our policy at all times.  Any consultants/contractors or anyone 

representing a partner organisation who feel they have been discriminated 

against are aware of how to raise these concerns. 

 

2.7 The dignity at work policy requires that action to be taken against anyone 

found to be in breach of our policy, using the appropriate policy and 

procedure.    

 

3.  What does the information we have tell us about how this policy might 

impact positively or negatively on the different groups within the target 

audience? 

 

3.1 We have some information on age, disability, gender and race/ethnicity but 

this mainly relates to staff, tenants and housing applicants and requires to be 

updated regularly in order to remain accurate.  We have only recently begun 

to collect information on sexuality and religion/belief, and this is in a limited 

way.  Trends will emerge over time and we will begin to build up a picture of 

sexuality and religion/belief of our tenants and other stakeholders.  This 

information will be analysed and we will consider setting targets when we 

believe that this can be done meaningfully. 

 

3.2 It is proposed that a report be made to Management Committee on an annual 

basis, to record any instances where the dignity at work policy has been 

breached.  This report will highlight the protected characteristic and any 

impact this may have had on the different groups within our target audience.  

 

4.  Do we need to carry out a further Impact Assessment? 

 

4.1 No.  
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5.  How will we monitor and evaluate this policy to measure progress? 

 

5.1 Ongoing monitoring by staff and an annual written report Management 

Committee (any issues or concerns highlighted by the ongoing staff 

monitoring will be reported to the Committee via an exceptions report).   

 

 

 


