
 
 

 

 
 

Title Version Effective Date Review Date Created By Reviewed By 
Page 
Number 

Bullying and Harassment Policy 8 July 2026 July 2027 
Joanna 
Piorkowska 

Matthew Pearl Page 1 of 7 

 

Bullying and Harassment Policy 

Red Rock Partnership Ltd aims to provide a working environment which will be stimulating and 

supportive and free of unlawful discrimination. Bullying and harassment can seriously worsen 

working and social conditions for workers. 

Red Rock Partnership has agreed a procedure for dealing with complaints of harassment. Any 

incidents of harassment will be regarded extremely seriously and may be grounds for disciplinary 

action including dismissal or expulsion. 

It is recognised that informal channels can be the most effective means of preventing or stopping 

harassment. Where a formal complaint is logged, the Grievance and Disciplinary Procedure will apply.  

In this policy, the term “workers” is used to refer collectively to both employees and other categories 

of workers, unless otherwise specified. 

Purpose and Scope of Policy 

The purpose of this Bullying and Harassment Policy is to ensure that all individuals engaged with Red 

Rock Partnership are treated with dignity, fairness, and respect at all times. Red Rock Partnership is 

committed to creating and maintaining a working environment that is free from bullying, harassment, 

victimisation, and unlawful discrimination. 

As a recruitment agency operating within the United Kingdom, Red Rock Partnership recognises its 

responsibilities under relevant legislation, including but not limited to the Equality Act 2010. This 

policy aims to: 

• Prevent incidents of bullying and harassment in the workplace and in all work-related 

interactions. 

• Provide clear guidance on what constitutes unacceptable behaviour. 

• Establish a framework for reporting, investigating, and resolving complaints. 

• Protect individuals who raise concerns from retaliation or victimisation. 

• Promote a culture of professionalism, inclusion, and mutual respect across all business 

activities. 

The Agency adopts a zero-tolerance approach to bullying and harassment and will take all complaints 

seriously, investigating them promptly and taking appropriate disciplinary action where necessary. 

This policy applies to all individuals engaged by or associated with Red Rock Partnership, including: 

Permanent employees and temporary workers 

• Contractors 

• Candidates and job applicants 

• Clients and client representatives 

• Suppliers, partners, and any third parties acting on behalf of Red Rock Partnership 

The policy covers behaviour that occurs: 
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• In the workplace, including offices and client sites 

• During work-related activities such as meetings, interviews, training sessions, and business 

travel 

• At work-related social events 

• Through digital communications, including email, messaging platforms, social media, and 

video conferencing tools 

Red Rock Partnership recognises that, as a recruitment business, interactions frequently extend 

beyond a traditional workplace setting. Therefore, this policy also applies to conduct in any context 

where an individual is representing Red Rock Partnership or engaging in company-related business. 

All individuals within the scope of this policy are expected to adhere to its principles and standards. 

Breaches of this policy may result in disciplinary action, termination of assignments or contracts, and, 

where appropriate, legal action. 

Red Rock Partnership will also take reasonable steps to address concerns involving third parties (such 

as clients or candidates) and will not tolerate bullying or harassment directed at its staff or 

representatives by external parties. 

Definitions 

Harassment is verbal or physical conduct that denigrates or shows hostility or aversion toward an 

individual because of a specific characteristic of that person such as their age, disability, gender 

reassignment status, marriage and civil partnership status, pregnancy or maternity, race, skin colour, 

national origin, religion or belief, gender or sexual orientation. 

 

Bullying or general harassment is a similar conduct which may include, but it’s not limited to, 

persistent and unfair criticism or condemnation, humiliation, and the undermining of an individual's 

ability and confidence. Bullying usually takes the form of irrational and unfair verbal assaults, but 

physical violence can be involved. Bullying occurs when any such behaviour creates an intimidating, 

hostile or offensive environment for employment, study or for social life. Bullying can occur even if 

offence is not intended. Workers shall be made aware that differences of attitude or culture and the 

misinterpretation of social signals can mean that what is perceived as bullying by one person may 

not seem so to another. The defining features are that the behaviour is offensive to and unwanted 

by the recipient and would be regarded as bullying by any reasonable person. 

Harassment can be a source of great stress to an individual. It may be so serious and unrelenting 

that the person who is being, or has been, bullied or harassed feels it necessary to change job. All 

workers are responsible for helping to ensure that individuals do not suffer any form of harassment, 

and that they are encouraged and supported in any legitimate complaint. 

Harassment is difficult to define because it may take many different forms. It may consist of 

behaviour taking place over a period of time or a single incident. Harassment may occur where a 

harasser has a position of authority. 
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Any difficulty in defining what constitutes harassment or bullying should not deter workers from 

complaining of behaviour which causes them distress. Nor should anyone be deterred from making a 

complaint because of embarrassment or fear of intimidation or publicity. We will respect the 

particular sensitivity of harassment complaints and their consequences as well as the need for the 

utmost confidentiality. 

Sexual harassment is defined in line with the Equality Act 2010 as unwanted conduct of a sexual 

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

intimidating, hostile, degrading, humiliating, or offensive environment. Sexual harassment can affect 

anyone, regardless of gender, sexual orientation, or role. It often, though not always, involves 

relationships between people of unequal status and involves elements of coercion. It can be 

physical, verbal or non-verbal, ranging from, but it’s not limited to, intimate contact, suggestive 

remarks or compromising invitations to aggressively foul language or unwanted demands for sex, or 

displays of sexually suggestive or degrading pictures in the work place. The outing of a transsexual 

person would also be considered sexual harassment. Sexual harassment occurs when any such 

behaviour creates an intimidating, hostile or offensive environment for employment or for social 

life. Any behaviour that makes the recipient feel unjustifiably viewed as a sexual object is liable to 

cause offence, even if offence is not intended. Workers shall be made aware that differences of 

attitude or culture and the misinterpretation of social signals can mean that what is perceived as 

sexual harassment by one person may not seem so to another. The defining features are that the 

behaviour is offensive to and unwanted by the recipient and would be regarded as sexual 

harassment by any reasonable person. 

 

Harassment on grounds of sexual orientation may be defined as any hostile or offensive act or 

expression against a person because of their sexual orientation. Such behaviour can include, but it’s 

not limited to, offensive behaviour or abuse, homophobic remarks or jokes, threats to 'out' lesbian, 

gay or bisexual workers. Harassment on grounds of sexual orientation occurs when any such 

behaviour creates an intimidating, hostile or offensive environment for employment or for social 

life. It can occur even if offence is not intended. Workers shall be made aware that differences of 

attitude or culture and the misinterpretation of social signals can mean that what is perceived as 

harassment by one person may not seem so to another. The defining features are that the behaviour 

is offensive to and unwanted by the recipient and would be regarded as harassment on grounds of 

sexual orientation by any reasonable person. 

 

Racial harassment may be defined as any hostile or offensive act or expression (or series or 

combination of such acts) against a person, relating to colour, race, nationality, or ethnic or national 

origins. It also includes incitement to commit such an act. Such behaviour includes, but it’s not 

limited to, derogatory name-calling, insults and racist jokes, racist graffiti, verbal abuse or threats, 

physical attack or ridicule of an individual for cultural differences. Racial harassment occurs when 

any such behaviour creates an intimidating, hostile or offensive environment for employment or 

social life. Racial harassment can occur even if offence is not intended. Workers shall be made aware 

that differences of attitude or culture and the misinterpretation of social signals can mean that what 

is perceived as racial harassment by one person may not seem so to another. The defining features 
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are that the behaviour is offensive to and unwanted by the recipient and would be regarded as racial 

harassment by any reasonable person. 

 

Harassment on grounds of religion or belief (or lack of belief) may be defined as any hostile or 

offensive act or expression (or series or combination of such acts) against a person, relating to their 

faith or a faith they are perceived to belong to. It also includes incitement to commit such an act. 

Such behaviour includes, but it’s not limited to, derogatory name-calling, insults and jokes, graffiti, 

verbal abuse or threats, physical attack or ridicule of an individual. Religious harassment occurs 

when any such behaviour creates an intimidating, hostile or offensive environment for employment 

or social life. It can occur even if offence is not intended. Workers and students shall be made aware 

that differences of attitude or culture and the misinterpretation of social signals can mean that what 

is perceived as religious harassment by one person may not seem so to another. The defining 

features are that the behaviour is offensive to and unwanted by the recipient and would be 

regarded as harassment by any reasonable person. 

 

Disability harassment may be defined as any hostile or offensive act or expression against a person 

because of their disability or learning difficulty. It also includes incitement to commit such an act. 

Such behaviour includes, but it’s not limited to, physical attack, derogatory name-calling, insults and 

jokes, verbal abuse or threats (this might include abuse relating to particular medical conditions such 

as HIV/AIDS), and actions which humiliate, demean or ridicule a person because of their disability. 

Disability harassment occurs when any such behaviour creates an intimidating, hostile or offensive 

environment for employment or social life. Disability harassment can occur even if offence is not 

intended. Workers shall be made aware that differences of attitude or culture and the 

misinterpretation of social signals can mean that what is perceived as disability harassment by one 

person may not seem so to another. The defining features are that the behaviour is offensive to an 

unwanted by the recipient and would be regarded as disability harassment by any reasonable 

person. 

Policy Statement 

Bullying and harassment of any individual is unacceptable and will not be tolerated under any 

circumstances. Red Rock Partnership is committed to providing a working environment in which all 

individuals are treated with dignity and respect. 

All complaints of bullying and harassment will be taken seriously and handled promptly, fairly, and 

sensitively. Any individual who raises a complaint in good faith, or supports another person in doing 

so, will not suffer any form of detrimental treatment, victimisation, or retaliation. Any such 

behaviour will be treated as a disciplinary matter. 

Complaints will be addressed without unreasonable delay. While some concerns may be resolved 

informally where appropriate, more serious or persistent cases may result in formal action under 

Red Rock Partnership’s disciplinary procedures, up to and including dismissal. 
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All allegations will be treated as confidential as far as reasonably practicable. Where a formal 

investigation is required, it will be conducted impartially and in accordance with Red Rock 

Partnership’s grievance and disciplinary procedures. Both the complainant and the individual against 

whom the allegation is made will be given the opportunity to present their case and be accompanied 

or represented where appropriate. 

Following the conclusion of a formal process, the complainant will be informed of the outcome. 

Where a complaint is upheld, confirmation will be provided that appropriate action has been taken, 

while maintaining the confidentiality of any specific disciplinary measures. Where a complaint is not 

upheld, this will also be communicated clearly. 

Red Rock Partnership recognises that, on rare occasions, allegations may be made maliciously or in 

bad faith. Any such conduct will be treated seriously and may result in disciplinary action. 

All individuals are encouraged to report any concerns relating to bullying or harassment at the 

earliest opportunity. Red Rock Partnership can only take appropriate action where it is made aware 

of such issues and is committed to supporting those who come forward. 

Responsibilities  

Red Rock Partnership recognises that preventing and addressing bullying and harassment is a shared 

responsibility. All individuals engaged with Red Rock Partnership are expected to contribute to a 

respectful and inclusive working environment. 

All individuals have a responsibility to: 

• Treat others with dignity, respect, and professionalism at all times. 

• Refrain from engaging in any form of bullying, harassment, or victimisation. 

• Be aware of how their behaviour may affect others. 

• Challenge or report inappropriate behaviour where it is safe and appropriate to do so. 

• Cooperate fully and honestly in any investigation into allegations of bullying or harassment. 

Managers and supervisors have an additional responsibility to: 

• Lead by example and promote a culture of respect and inclusion. 

• Take proactive steps to prevent bullying and harassment within their teams. 

• Ensure that all team members are aware of this policy and understand expected standards of 

behaviour. 

• Take all complaints seriously and respond promptly, sensitively, and appropriately. 

• Address inappropriate behaviour early, whether or not a formal complaint has been made. 

• Maintain confidentiality and handle information in line with data protection requirements. 

• Support individuals who raise concerns and ensure they are not subjected to victimisation. 

Senior management are responsible for: 

• Ensuring this policy is implemented, communicated, and regularly reviewed. 

• Providing guidance and support to managers and workers on the application of this policy. 
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• Ensuring that complaints are handled consistently, fairly, and in line with Red Rock 

Partnership’s procedures and legal requirements. 

• Overseeing impartial investigations and ensuring appropriate action is taken where necessary. 

• Monitoring trends and taking steps to address any systemic issues. 

As a recruitment agency, Red Rock Partnership expects all clients, candidates, and third parties to: 

• Treat Red Rock Partnership staff, workers, and representatives with dignity and respect. 

• Refrain from any form of bullying or harassment in their interactions with Red Rock 

Partnership. 

Red Rock Partnership will take appropriate action where concerns are raised involving third parties, 

which may include reviewing or terminating business relationships where necessary. 

All individuals are expected to take personal responsibility for upholding the principles of this policy. 

Failure to do so may result in disciplinary action or other appropriate measures. 

Reporting Procedures and Guidelines 

If you feel that you are being subjected to bullying or harassment in any form, do not feel that it is 

your fault or that you have to tolerate it. This is what you can do: 

• If at all possible you should make it clear to the person causing the offence that such behaviour 

on that person's part is unacceptable to you. This may in some instances be sufficient to stop 

it. 

• It is important to note that the possibility of counter-accusation or recrimination exists. Given 

that this is so, it may be wise to alert someone else to your problem before you approach the 

person concerned. 

• If you feel unable to speak to the person concerned or having spoken the behaviour persists 

or resumes, keep a note of the details including the names of witnesses, and of any relevant 

incidents which distress you, including a note of the ways in which the incidents cause you to 

change the pattern of your work or social life. It would be wise to make it clear that the 

individual's behaviour is unwanted, but if you feel unable to tackle the person concerned this 

does not constitute consent to the bullying or harassment nor will it prejudice any complaint 

you may bring. 

• Workers may seek a confidential meeting with a Manager or Director at any time. If you wish, 

you may be accompanied at such an interview by a colleague or trade union representative. 

Following such an interview further action involving you will not normally take place without 

your express permission. In particular the person about whom you are complaining will not 

be given your name as a complainant without your express permission. 

At this stage you may wish to make a formal complaint under the grievance procedure which may 

result in disciplinary action against the harasser. 

Should you wish to proceed with a formal complaint, please put this in writing to your Red Rock 

Partnership line manager. Alternatively, you may raise it with an impartial Red Rock Partnership 

representative: Louise Wincott, Red Rock Partnership Ltd, Head Office Upper Floor, 138 High Street, 
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Lincoln LN5 7PJ. If you wish to make an anonymous complaint, you can do so in line with our 

Whistleblowing Policy to the email address: whistleblowing@redrockpartnership.co.uk. 

No individual will suffer any detriment for raising a concern in good faith or supporting another 

person in doing so. Any form of victimisation will be treated as a disciplinary matter. 

Compliance and Enforcement 

A breach of any of the provisions of this Policy will constitute a disciplinary offence and will be dealt 

with in accordance with Red Rock Partnership’s disciplinary procedure.  

Depending on the gravity of the offence, it may be treated as gross misconduct and could render the 

worker liable to dismissal. 

As far as associated persons are concerned, a breach of this Policy could lead to the suspension or 

termination of any relevant contract, sub-contract or other agreement. 

Review and Document Control 

This policy will be reviewed annually and updated as necessary to ensure ongoing compliance and 

effectiveness. 

mailto:whistleblowing@redrockpartnership.co.uk

