Lunch Positive Harassment Policy

Policy Statement

Lunch Positive defines harassment as offensive behaviour by one or more persons towards
one or more persons which is outside the norms of reasonable behaviour and is distressing
and unwanted. This could be in the form of racist/sexist remarks or other forms of
behaviour (see list of examples below), which are intended to discomfort and/or belittle
another. Such behaviour will not be condoned in any form.

Such inappropriate conduct may be one or a combination of the following:

intimidation/unjustified criticism on a regular basis

undermining confidence, competence and self-esteem

exclusion of an individual

manipulation through fear

punishment imposed by a superior without reasonable justification
persistent humiliation/degrading comments

use of aggressive and threatening verbal/body language
changes in the duties and/or responsibilities to the employee’s/volunteer’s detriment
without reasonable justification

hate mail (written or electronic)

negative attacks about personal/professional performance
witnessing any of the above being directed at anyone else

being exposed to inappropriate and / or indecent images

Such harassment or bullying may be unlawful if it involves discrimination on the grounds of
race, sex or disability.

This policy applies to all Lunch Positive service users, volunteers, Trustees and employees
irespective of age, colour, disability, nationality, gender, sexual orientation, marital status,
social and employment status, gender reassignment, political affiliation, trade union
membership or any other protected status. All employees will be treated in a fair and
equitable manner and Lunch Positive will recognise the needs of individuals where
adjustments may need to be made. It is our policy and the intention of this policy that no
member of staff will suffer any form of discrimination, inequality, victimisation, harassment
or bullying in their role with the Lunch Positive.

Harassment Policy

1. Informal Procedure

Any service user, volunteer or employee who considers they have been the subject of
harassment/bullying should contact the charity Director and seek to have the matter
dealt with informally. If necessary, i.e. if it is their Director who is the source of the alleged
harassment/bullying, or if for example a female who is complaining of sexual harassment
does not wish to raise the matter with a male manager (or vice versa) then another, the
Chair of the Board of Trustees may be contacted. In either case, the Manager will act with
speed, discrefion and (as far as possible) in confidence.

2. Formal Procedure

It is anficipated that informal action will deal with the maijority of concerns raised,
However, if the service user, volunteer or employee feels that the matter has not been
resolved or is too serious to be rectified by informal action then they have the right to take
the matter up formally as follows. At all these stages the employee/volunteer has the right
to be accompanied by a work colleague or union representative if they so choose.



2.1 Raise concern in writing with the Director if alleged harasser/bully is a supervisor. Refer
to Chair of Trustees if allegation is against Director. The matter will be kept confidential as
far as possible and certainly as far as those not directly connected with the matter are
concerned. The advice of an adviser may be sought at any stage and by either party.

2.2 The alleged harasser will be interviewed by the Director/ Trustee / Adviser (whichever is
deemed most appropriate) to establish their side of the matter and advised that no
‘reprisal’ action must be taken against the complainant and that if such action is taken a
serious view will be taken and further action may follow.

2.3 A hearing will be held, chaired by the Director (or Trustee if the Director is the subject of
the allegation). The complainant and alleged transgressor may each be accompanied
by a work colleague or union representative and a consultant HR Adviser may be
involved or present to advise and document the proceedings.

2.4 If the Director/Trustee chairing the hearing has ascertained to reasonable belief that
the alleged action/s have taken place and that there are grounds for a genuine
complaint then the charity Disciplinary Procedure will be commenced against the
fransgressor.

2.5 Documentation from the harassment hearing will be destroyed if the decision is such
that there is no substance to the allegations. If the matter is pursued under the disciplinary
procedure then the documentation will be used in pursuance of this process.

Responsibility / Accountability

Lunch Positive undertakes to take all reasonable steps to implement and enforce this
policy and uphold the right of all individuals to be treated with dignity. Any complaints will
be investigated as soon as reasonably practicable.

Non-Compliance

Breaches of the Harassment Policy and procedures and any complaints made on
frivolous, malicious or vexatious grounds could be regarded as misconduct and could
lead to disciplinary action being taken against the person making these.

Monitoring and Review

This policy will be monitored by the Trustees on an on-going basis in order to stay in line
with statutory legislation. Formal reviews will be made every three years.

References
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Organisational contacts

Director Director@lunchpositive.org
Chair of trustees Chair@lunchpositive.org
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