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1. Purpose 
Every employee is entitled to a working environment that promotes dignity, equality, and respect for all 
with zero tolerance for discrimination, harassment, or bullying. This policy sets out the company’s 
commitments and procedures for dealing with any such inappropriate behaviour and should be read in 
conjunction with the company policy on Equality, Diversity and Inclusion (HR0015).   

It is in everyone’s interests for the environment in which we work to be harmonious and respectful, 
however we recognise that inappropriate behaviour, such as bullying or harassment, can and does take 
place in workplaces. This policy aims to ensure that if such behaviour does occur in our workplace it is 
dealt with in a serious, sensitive, and confidential manner so that the matter can be resolved as quickly as 
possible for all concerned. 

2. Scope 
The rights and responsibilities set out in this policy apply to all employees (whether full- or part-time, 
temporary, fixed-term, or permanent) of Markes International Ltd., Schauenburg Analytics Ltd., and all 
subsidiaries thereof. 

All employees are expected to read and familiarise themselves with this policy and have personal 
responsibility for compliance with this policy. Bullying and harassment training will be part of the induction 
process for all employees and be repeated as necessary.  

All staff should understand that, along with their employer, they can be held personally liable for acts of 
bullying, harassment, or victimisation in the course of their employment (whether against current or 
prospective employees, customers, suppliers, or other stakeholders) which may give rise to a claim in the 
civil court against the perpetrator.  

In addition, sexual harassment may result in criminal charges for sexual assault, and harassment 
generally is a criminal offence under the Protection from Harassment Act 1997. 
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This policy applies to all conduct in the workplace and to conduct outside the workplace that is related to 
your employment (e.g., on business trips, at meetings, social events and social interactions with 
colleagues or stakeholders), or which may impact on Markes reputation or be linked to Markes e.g., the 
expression of views contrary to this policy on social media in such a way as to link them to the company. 

3. Respect at Work 
It is in everyone’s interests for the environment in which we work to be harmonious and respectful. 
Although we would like to think that this is always the case, this policy recognises that inappropriate 
behaviour, which may include bullying or harassment, can and does take place. This policy aims to ensure 
that if inappropriate behaviour does occur in the workplace it is dealt with in a serious, sensitive and 
confidential manner so that the matter can be resolved as quickly as possible for all concerned. 

Any allegation of harassment or bullying of employees by any person (management or colleague) will be 
treated very seriously and, if proven, will result in disciplinary action being taken against the perpetrator 
up to and including summary dismissal for gross misconduct. 

Such behaviour is a violation of employment laws and may also contravene criminal and/or civil laws in 
some circumstances.  You should also be aware that you can be held personally liable for harassment and 
/ or discrimination. 

3.1. Harassment  
Harassment is unwanted conduct which adversely affects the dignity of individuals in the workplace.  

Harassment may have the purpose or effect of violating an individual’s dignity or creating an intimidating, 
hostile, degrading, humiliating or offensive environment for that individual. 

It may be persistent or a single isolated incident. 

Employees can complain about behaviour they find offensive even if it is not directed at them, but at 
another member of staff. 

Harassment is defined by the way that someone feels about your behaviour and not just by your 
intentions.  For example, a joke that you find funny and was not meant to upset anyone may be found 
offensive by another person who may have a valid claim that they have been harassed. 

For most people, the ‘unwanted’ aspect of actions, perceived as harassment, is a key distinction. Friendly, 
welcome, and mutual actions are fine, but extreme care should be taken to distinguish between unwanted 
and accepted actions when interacting with others. 

If sufficiently serious, one action alone can be termed as harassment. However, it is normally termed 
harassment when it persists after the individual has asked the action to stop. As far as the Company is 
concerned, any action that could be construed as harassment should not occur, and individuals do not 
need to make it clear in advance that certain actions are unacceptable to them. For example, it is certainly 
not necessary to let someone know in advance that you do not wish to be touched or talked about in a 
sexual way. 

It is important to remember that harassment: 

• Depends on the view of the individual on the receiving end of another person’s behaviour.  

• Does not depend on the severity of the behaviour - a joke or a throw-away comment could be 
perceived as harassment by anyone who hears it. 
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• Can include behaviour that you hear or see, even if it has nothing to do with you.  

Examples of harassment may include 

• Insulting behaviour, personal insults or other verbal abuse 

• Sexist or racist jokes 

• Jokes (often passed off as “banter”) about an individual’s sexuality, gender, disability, religion, belief, 
age, appearance, weight, hairstyle etc.  

• Behaviour which incites racial hatred, e.g., wearing racist insignia or badges 

• Leering and offensive gestures 

• Display or circulation of sexually suggestive or racially abusive material 

• Ridicule, isolation or non-cooperation, exclusion from everyday social interaction or activities 

It is also important to remember what does NOT constitute harassment  

• Respectful interactions and behaviours that would be considered ‘the norm’ would not constitute 
harassment unless the recipient has made it clear that they do not wish to receive such interaction 
or there is a clear power imbalance. (For example, an occasional respectful compliment on 
someone’s outfit or new hair style). 

• Performance management – for example reminders of job role expectations, requests for completed 
work by agreed deadlines, review of incomplete or sub-standard work – provided at all times that line 
managers are acting fairly and applying the same processes, procedures and scrutiny across teams. 

3.2. Bullying 
Bullying is regarded as any behaviour, occasional or persistent, by peer group, management, subordinate 
or indeed anyone that intimidates or oppresses others, possibly (though not always), through misuse of a 
power relationship. It usually has a negative effect on an individual. It can be subtle in nature and is 
intended to hurt. It can take place with your work colleagues in public or in private, at work or socially. 

While bullying and harassment are related, bullying is usually intentional while harassment can be 
unintentional. 

It is recognised that differences in attitude, background and culture can often mean that what is perceived 
by one individual as harassment or bullying may not necessarily be perceived in the same way by another. 
It should be noted therefore, that when deciding whether bullying or harassment has occurred, the impact 
on the individual and whether the behaviour is unacceptable by normal standards will be the focus, rather 
than motive or intent. 

Examples of bullying may include: 

• Repeated shouting or swearing at an individual  

• Persistent, excessive, unfair, or unjustified criticism  

• Public humiliation and/or insults  

• Ignoring and / or excluding from work related functions 

• Constant changing of targets for no justifiable reason  
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• Unreasonably blocking requests for leave  

• Intimidating behaviour, e.g. threatening gestures, invading an individual’s personal space, etc. 

• Sexually inappropriate verbal abuse or physical contact 

The examples above are not exhaustive as there are a range of behaviours which could be classed as 
harassment or bullying.   

4. Statement of Commitment  
Markes are committed to tackling incidents of inappropriate behaviour swiftly and decisively. 

A strong stand is needed on this issue to enable people of all backgrounds to have respect at work and 
enable them to progress in the Company and fully contribute to our success. 

Any allegation of harassment or bullying of employees by any person will be treated very seriously and, if 
proven, will result in disciplinary action being taken against the perpetrator up to and including summary 
dismissal for gross misconduct. 

5. Preventing Harassment and Bullying 
All employees have a personal responsibility to adhere to this policy and breaches of the policy will result 
in disciplinary action under the Company’s disciplinary procedure.   

All employees have a responsibility to discourage harassment and bullying and to prevent it from taking 
place by: 

• Being aware of the problems that harassment and bullying can cause and ensuring that our 
behaviour does not cause others to feel harassed or bullied. 

• Making our colleagues aware that certain conduct or behaviour is causing concern or offence to 
others. 

Managers and supervisors have a particular responsibility to prevent harassment and bullying taking place 
by:   

• Being alert to the possibility that harassment or bullying may be happening in their area  

• Using their judgment to correct behaviour that could be considered offensive, and reminding 
employees of Company policy on this matter  

• Taking prompt action to stop harassment and bullying as soon as it is identified  

• Dealing with all incidents quickly, seriously, sensitively and in confidence. 

6. Dealing with Discrimination, Harassment, and Bullying 
We will deal with all complaints of discrimination, harassment, and bullying promptly, sensitively and in 
confidence. 

Any employee who feels that he or she has been treated unfairly or subjected to direct or indirect 
discrimination should raise the matter through the grievance procedure (Company Handbook Section 9).  
Every effort will be made to secure a satisfactory resolution. The Company will ensure that any employee 

mailto:enquiries@markes.com


 
 

 

 

Respect at Work Issue 2.0 
Page 5 

Markes International Ltd 
T: +44 (0)1443 230935   F: +44 (0)1443 231531   E: enquiries@markes.com 
 
www.markes.com 

making a complaint of unfair discrimination, harassment or bullying will be protected from victimisation in 
any form and will treat such conduct by any member of staff as a serious disciplinary offence, one which 
may be considered to be gross misconduct. 

Most people who complain that they are being harassed or bullied simply want the behaviour to stop. 
Where appropriate, you are encouraged to take charge of the situation yourself by informing the harasser 
or bully that his or her behaviour is unacceptable and that it must stop.  You should keep a record in 
writing of the date and content of such exchange in case this is needed as evidence, should the 
harassment or bullying continue or subsequently recur. 

If you feel that you are unable to deal with a particular situation without support, you should ask your 
manager, supervisor or HR team to explain to the person causing offence that their behaviour is 
unwelcome and must stop. Alternatively, you may communicate your position in writing. 

If this initial approach fails to resolve the problem, you may use the formal grievance procedure as 
outlined in the Company Handbook. Disciplinary action will be considered in all cases where a claim of 
harassment or bullying is substantiated, and will be taken if the harassment or bullying, once identified, 
does not stop immediately. 

Markes International will respect the sensitivity of complaints of harassment, discrimination or bullying, 
and their consequences, and will treat any complaint confidentially and in line with the provisions of the 
Data Protection Act. Although complaints will not normally be taken further than the complainant wishes 
the company has a Duty of Care obligation to all employees which could override this in some 
circumstances.  

Any difficulty in defining harassment, discrimination or bullying should not deter a member of staff from 
seeking support or complaining of behaviour which causes them distress. They should also not be 
deterred because of embarrassment or fear of intimidation. 

Details of the organisation’s grievance and disciplinary policies and procedures can be found in full in the 
company handbook.  
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