
HULME GRAMMAR SCHOOL 
DIGNITY AT WORK POLICY 

This policy is applicable from EYFS through to Year 13 

Policy Statement 
Hulme Grammar School is committed to providing a working environment in which all 
employees are treated with dignity, courtesy and respect. 

The School seeks to create and maintain a culture that is inclusive, professional and free from 
bullying, harassment, victimisation and unlawful discrimination. All members of the School 
community have the right to work in an environment where they are valued and respected and 
where individual differences and contributions are recognised. 

The School will not tolerate any form of bullying, harassment, discrimination or 
victimisation and will take appropriate action where such behaviour occurs. 

The School is committed to taking proactive and reasonable steps to prevent harassment 
and to fostering a culture in which concerns can be raised and addressed promptly, fairly 
and confidentially. 

This policy applies to all employees, workers, agency staff, volunteers, governors and 
contractors working on behalf of the School (collectively referred to in this policy as 
"staff").  

Responsibilities of Staff 
All staff are expected to: 

●​ Treat colleagues, pupils, parents, governors, visitors and external agencies with dignity 
and respect. 

●​ Promote a positive, inclusive and professional working environment. 

●​ Support an environment in which diversity is valued and everyone is treated fairly. 

●​ Refrain from behaviour that may cause offence, embarrassment, distress, intimidation or 
humiliation. 

●​ Challenge and report inappropriate behaviour where it is safe and appropriate to do so. 

●​ Maintain professional standards of conduct both within and outside the workplace. 

●​ Conduct themselves in accordance with the Staff Code of Conduct and all related School 
policies. 

●​ Avoid actions that could adversely affect the reputation of the School. 

All staff are also expected to: 

●​ Understand the standards of behaviour required by this policy. 

●​ Consider the impact of their behaviour on others. 

●​ Support colleagues who may be experiencing bullying, harassment, victimisation or 
discrimination. 
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●​ Speak out against unacceptable behaviour they witness. 

●​ Raise concerns appropriately, even where the behaviour is not directed at them 
personally. 

Legal Framework 
This policy operates within the framework of the Equality Act 2010. 

The Equality Act protects individuals from discrimination, harassment and victimisation on the 
grounds of the following protected characteristics: 

●​ Age 

●​ Disability 

●​ Gender reassignment 

●​ Marriage and civil partnership 

●​ Pregnancy and maternity 

●​ Race 

●​ Religion or belief 

●​ Sex 

●​ Sexual orientation 

The School is committed to meeting its legal obligations and taking reasonable steps to prevent 
bullying, harassment, discrimination and victimisation within the workplace. 

Preventing Harassment 

The School recognises its legal duty under the Equality Act 2010, as amended, to take 
reasonable steps to prevent sexual harassment in the workplace. 

The School is committed to creating a working environment in which all staff are treated 
with dignity and respect and where unacceptable behaviour is challenged promptly. 

In meeting this commitment, the School will: 

• provide appropriate training and guidance for managers and staff; 

• promote clear standards of acceptable behaviour; 

• encourage the prompt reporting of concerns; 

• investigate complaints fairly and without unnecessary delay; 

• regularly review workplace practices and this policy to ensure they remain 
effective in preventing harassment. 
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Harassment 
Harassment is unwanted conduct related to a protected characteristic that has the purpose or 
effect of: 

●​ Violating a person's dignity; or 

●​ Creating an intimidating, hostile, degrading, humiliating or offensive environment. 

Conduct may amount to harassment even if it was not intended to offend. The effect on the 
recipient will be taken into account alongside all the circumstances of the case. 

Examples of harassment may include: 

●​ Unwanted physical contact. 

●​ Unwelcome sexual advances or suggestions. 

●​ Repeated invitations or requests after refusal. 

●​ Offensive, intimidating or derogatory comments. 

●​ Displaying offensive images, materials or messages. 

●​ Ridiculing someone because of a protected characteristic. 

●​ Insensitive jokes, banter or pranks. 

●​ Deliberately excluding someone from workplace activities. 

●​ Offensive comments about appearance, dress, culture, religion or personal 
circumstances. 

Harassment may be committed by colleagues or by third parties, including parents, contractors, 
volunteers, visitors or other individuals with whom staff come into contact during the course of 
their work. The School will take appropriate action where such behaviour is reported.  

These examples are not exhaustive. 

Bullying 
Bullying is offensive, intimidating, malicious or insulting behaviour that undermines, humiliates, 
denigrates or injures the recipient. 

Bullying may be a pattern of behaviour or a single serious incident. 

Examples include: 

●​ Shouting, swearing or persistent criticism. 

●​ Intimidation, threats or aggressive behaviour. 

●​ Deliberately undermining a person's work or reputation. 

●​ Spreading rumours or gossip. 

●​ Unreasonable monitoring or micromanagement. 

●​ Excluding individuals from meetings or workplace activities. 
September 2026 



●​ Setting unrealistic objectives designed to cause failure. 

●​ Withholding information necessary for someone to perform their role. 

●​ Cyberbullying through emails, messaging platforms or social media. 

Legitimate management actions, including performance management, supervision, capability 
procedures, disciplinary action and constructive feedback, do not constitute bullying when 
conducted reasonably and appropriately. 

Conduct Outside the Workplace 
This policy applies to behaviour occurring: 

●​ On School premises. 

●​ During School visits, trips and events. 

●​ At work-related social functions. 

●​ During training events and conferences. 

●​ Through electronic communications, including email, messaging platforms and social 
media. 

The School may take action where conduct outside the workplace affects working relationships, 
employee wellbeing or the reputation of the School. 

Reporting Concerns 
Staff are encouraged to raise concerns as early as possible, whether the behaviour involves 
another member of staff or a third party such as a parent, visitor or contractor. Concerns will be 
taken seriously and dealt with as promptly and sensitively as possible.  

Informal Resolution 
Where appropriate, staff should explain to the individual concerned that their behaviour is 
unwelcome and ask them to stop. 

If this is difficult or inappropriate, support may be sought from a line manager, Head of 
Department, senior leader or Human Resources. 

Informal resolution may include: 

●​ Discussion between the parties. 

●​ Mediation. 

●​ Facilitated conversations. 

●​ Agreed behavioural expectations. 

Formal Complaints 
Complaints relating to bullying, harassment, discrimination or victimisation should normally be 
raised under this policy rather than the Grievance Policy, unless another procedure is more 
appropriate in the particular circumstances.  

September 2026 



Where informal resolution is inappropriate, unsuccessful or the matter is sufficiently serious, a 
formal complaint should be submitted in writing to the Principal. 

Where the complaint concerns the Principal, it should be submitted to the Clerk to the 
Governors. 

 

The complaint should include: 

●​ Details of the alleged behaviour. 

●​ Dates, times and locations where possible. 

●​ Names of any witnesses. 

●​ Any relevant supporting evidence. 

●​ Details of any action already taken. 

Investigation 
All complaints will be treated seriously and handled as confidentially as possible. 

An impartial investigation will be undertaken to establish the facts. 

The investigator will normally: 

●​ Meet with the complainant. 

●​ Meet with the individual against whom the complaint has been made. 

●​ Interview relevant witnesses. 

●​ Review relevant evidence. 

Staff may be accompanied at formal meetings by a trade union representative or workplace 
colleague. 

Where appropriate, temporary measures may be introduced during the investigation, including 
changes to reporting arrangements or duties. 

At the conclusion of the investigation, a written report will be prepared and the outcome 
communicated to the parties involved. 

Outcomes 
Where a complaint is upheld, action may include: 

●​ Informal resolution. 

●​ Mediation. 

●​ Training or development. 

●​ Management guidance. 

●​ Disciplinary action. 
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●​ Dismissal in cases of gross misconduct. 

Where a complaint involves a third party, the School will consider what action is reasonably 
available to protect staff and prevent any recurrence. This may include restricting access to 
School premises, limiting contact with staff or taking other appropriate measures.  

Where a complaint is not upheld, the School will consider whether any steps are necessary to 
support ongoing working relationships. 

Appeals 
Staff who are dissatisfied with the outcome may appeal within five working days of receiving the 
decision. 

Appeals should be submitted in writing to the Clerk to the Governors, setting out the grounds 
for appeal. 

The appeal will normally be heard by a panel of governors whose decision will be final. 

Staff may be accompanied at the appeal meeting by a workplace colleague or trade union 
representative. 

Protection from Victimisation 
No employee will suffer detriment, retaliation or victimisation for raising a genuine concern or 
participating in an investigation under this policy. 

Any victimisation of an individual involved in a complaint will be treated as a serious disciplinary 
matter. 

Staff who are found to have made deliberately false or malicious allegations may be subject to 
disciplinary action. 

Confidentiality 
All parties involved in a complaint must maintain confidentiality throughout the process. 

Information will be shared only where necessary for the purposes of investigating and resolving 
the matter. 

A breach of confidentiality may result in disciplinary action. 

Complaints Following Termination of Employment 
Where a complaint is raised following the termination of employment, the School may 
investigate the complaint using this procedure where appropriate. 

Alternatively, it may be agreed that the matter will be dealt with through written submissions 
without the need for meetings. In such circumstances, the decision reached by the School will 
be final. 

Monitoring and Review 
The Director of Finance & Operations, in conjunction with the Governing Body, is responsible for 
reviewing this policy regularly to ensure that it remains compliant with current legislation, 
employment practice and the operational needs of the School. The policy will normally be 
reviewed annually, or earlier where there are significant changes in legislation or guidance.  
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The Director of Finance & Operations is also responsible for ensuring that managers and other 
personnel involved in implementing this policy receive appropriate training and guidance to 
enable them to carry out their responsibilities effectively. 

staff are encouraged to provide feedback on the operation of this policy and to suggest 
improvements where appropriate. Feedback should be directed to the Director of Finance & 
Operations. 

 

Related Policies 
This policy should be read in conjunction with: 

●​ Staff Code of Conduct 

●​ Equality & Diversity Policy 

●​ Grievance Policy 

●​ Disciplinary & Dismissal Policy 

●​ Whistleblowing Policy 

●​ Safeguarding Policy 

●​ Email & Social Media Policy 

 

Policy Reviewed: Sep 2026 by Director of Finance & Operations 

Next Review Due: Sep 2027 
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https://drive.google.com/open?id=1nOr5_SWnw7uQvCqIThZ-9zfQGHTmlvs0fnbt0HmTVTI
https://drive.google.com/open?id=128Tp4NiSvPKbzdNDxF_SDKs_VEDgl7MqCVwYvM3IXZ4
https://docs.google.com/document/d/1vaP9kB2Hvu0EBlMR6PpC0gWNGcOACC1sJCsxJ5GbYGo/edit?usp=sharing
https://docs.google.com/document/d/1u4fhAi3bhiHVWuBOJZH1RSZ5SYVQaNeRgHgKOgYT2pk/edit?usp=sharing
https://docs.google.com/document/d/1Y8YijVay2tAuOPaZ2Q6NuVuPtszM5Hy4NNQaZjiGW1U/edit?usp=drivesdk
https://docs.google.com/document/d/1SA87kKyLNyx1J8o87Il0N-AkuslMRjMuoFQVVqFHRBE/edit?usp=sharing
https://drive.google.com/open?id=1zRX-ugeUH5cFJUO0skAtfz5oIcPxRtXMnjsSuDq67_w
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