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1. Introduction   

The   OMV   aims   to   provide   high   quality   care   to   our   guests   and   we   can   only   achieve   this   by   providing   a   healthy   
activity   environment   where   people   enjoy   volunteering   at   or   attending   activities   and   are   proud   to   belong   to   
our   organisation.   

Every   member   of   the   OMV,   whether   volunteer   or   guest,   has   the   right   to   be   treated   with   fairness,   dignity   
and   respect.   Every   member   also   has   a   duty   to   ensure   that   their   behaviour   towards   others   does   not   
constitute   bullying   or   harassment.   The   OMV   believes   that   bullying   and   harassment   of   any   nature   is  
unacceptable   and   will   not   be   tolerated.   

This   policy   includes   guidance   on   the   definition   of   bullying   and   harassment   and   the   roles   and   responsibilities   
of   OMV   members   if   such   behaviour   is   identified.   Where   appropriate   the   OMV   will   endeavour   to   resolve   
instances   of   bullying   and   harassment   informally   but   where   this   does   not   resolve   the   matter,   the   OMV   
Chairman,   herein   after   “the   Chairman”,   will   hold   final   responsibility   for   excluding   anyone   from   further   OMV   
activities.   

  

2. Definitions   

Bullying    may   be   defined   as   “behaviour   which   is   offensive,   intimidating,   malicious,   or   insulting   or   an   abuse   
of   power   through   means   intended   to   undermine,   humiliate,   denigrate   or   injure   the   recipient”.   

Harassment    may   be   defined   as   “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.”   

Bullying   or   Harassment   may   be   by   an   individual   against   an   individual   (perhaps   by   someone   in   a   position   of   
authority   such   as   a   manager   or   supervisor)   or   involve   groups   of   people.   It   may   be   obvious   or   it   may   be   
insidious.   

Further   examples   of   bullying   and   harassment   are   included   in   Appendix   A.   

Victimisation:    is   defined   as   “being   treated   detrimentally   because   you   have   made   a   complaint   or   intend   to   
make   a   complaint   about   bullying,   discrimination   or   harassment.”   This   also   applies   when   someone   is   treated   
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less   favourably   than   another   because   they   have   supported   another   person   who   had   made   a   complaint   or   
raised   a   grievance.   

OMV   Member:    any   person   who   attends   an   OMV   event,   whether   as   a   helper,   guest,   chaplain,   medic   or   
volunteer   in   any   other   capacity.   

Activity   Organiser:    a   person   who   takes   responsibility   for   an   activity   

  
3. Roles   and   Responsibilities   

The   Chairman   has   overall   responsibility   for   the   implementation   and   monitoring   of   this   policy.    They   can   
nominate   an   Activity   Organiser   or   other   member   of   the   committee   to   take   responsibility   for   the   duration   of   
an   activity.    In   this   case,   the   Activity   Organiser   or   committee   member   has   responsibility   for   implementing   
this   policy,   recording   cases   of   bullying   and   harassment   and   reporting   this   to   the   Chairman   at   the   end   of   the   
activity.     

  
  
  

Responsibility   of   All   OMV   Members   
  

All   members   of   the   OMV   are   required   to:     
  

•   Familiarise   themselves   with   the   Bullying   and   Harassment   Policy,   and   ensure   they   refrain   from   actions   
constituting   bullying   or   harassment.   

  
•   Show   common   courtesy   dignity   and   respect   to   others.   

•   Co-operate   with   measures   introduced   by   the   OMV   to   ensure   bullying   or   harassment   does   not   occur   in   any   
form   during   OMV   activities.     

•   Not   victimise   or   attempt   to   victimise   any   employee   making   a   complaint.   

•   Report   suspected   incidents   of   bullying   or   harassment   to   the   Activity   Organiser.   

•   Be   prepared   to   change   behaviour   where   perceived   by   others   in   a   negative   way   and   to   ask   for   help   or   
support   if   this   is   required.   

  
  

Responsibilities   of   Activity   Organisers   
  

Activity   Organisers   have   a   responsibility   to   create   an   activity   environment   where   it   is   clear   that   bullying   or   
harassment   is   not   acceptable.   It   is   expected   that   all   Activity   Organisers   will   model   the   expected   behaviour   
and   therefore   must   be   fully   conversant   with   the   Bullying   and   Harassment   Policy   and   how   it   operates.   

  
Activity   Organisers   are   required   to:   

  
•   Familiarise   themselves   with   the   Bullying   and   Harassment   Policy,   and   ensure   they   refrain   from   actions   
constituting   bullying   or   harassment.   

  
•   Create   an   environment   and   culture   where   everyone   is   treated   with   dignity   and   respect   and   encourage   
conversations   to   resolve   matters.   

  
•   Ensure   all   OMV   Members   are   aware   of   the   Bullying   and   Harassment   Policy.   



•   Deal   with   unacceptable   behaviour   in   a   timely   manner,   providing   descriptive   and   accurate   feedback   
supportively   to   involved   parties.   

•   Work   to   find   solutions   to   support   OMV   Members   who   feel   they   are   being   bullied,   harassed   or   treated   
inappropriately.   

•   Deal   with   informal   complaints   and   conduct   investigations   fairly,   thoroughly,   quickly   and   sensitively,   
respecting   the   feelings   of   all   concerned.   

•   Maintain   confidentiality   at   all   times.   

•   Support   OMV   Members   to   request   an   investigation   from   the   OMV   Chairman   where   previous   actions   have   
not   brought   about   improvement   or   the   matter   is   so   serious   that   the   matter   needs   to   be   formally   dealt   with.   

  

  

4. Process   for   Dealing   with   Bullying   and   Harassment   

Individuals   are   not   always   aware   of   the   impact   of   their   behaviour   on   others   and   that   it   may   be   perceived   as   
harassment.   The   majority   of   OMV   Members   who   experience   harassment   will   want   the   issue   to   be   resolved   
informally.   However,   some   OMV   Members   may   find   it   difficult   to   challenge   the   behaviour   of   others.   If   
possible,   the   OMV   Member   should   ask   the   person   harassing   them   to   stop,   making   it   clear   that   their   conduct   
is   unwelcome   and/or   offensive.   

OMV   Members   who   are   experiencing   bullying   or   harassment   are   encouraged   to   raise   their   concerns   with   
the   Activity   Organiser   as   soon   as   possible.   If   their   concern   is   regarding   the   Activity   Organiser   then   they   
should   discuss   their   concerns   with   the   OMV   Chairman,   a   chaplain   or   a   member   of   the   medical   team.   

The   Activity   Organiser   should   then   attempt   to   resolve   the   problem   by   talking   to   the   OMV   Members   involved   
in   the   complaint   and,   if   appropriate,   by   mediating   a   conversation   between   the   two   parties.   If   they   are   able   
to   resolve   the   complaint   in   this   way,   the   Activity   Organiser   should   inform   the   Chairman   of   the   incident   as   
soon   as   possible   after   the   end   of   the   activity.   

When   Informal   Action   is   Unsuccessful   or   is   Inappropriate   

If   informal   action   has   not   resulted   in   the   unacceptable   behaviour   ceasing,   or   an   incident   of   harassment   is   so   
serious   that   informal   action   may   be   inappropriate   to   raise   the   complaint   in   this   way,   the   OMV   Member   may   
wish   to   make   a   formal   complaint   to   the   Chairman.   In   this   case   the   OMV   Member   should   be   encouraged   to   
make   their   complaint   in   writing.   If   they   are   unable   to   provide   a   written   statement,   the   OMV   should   offer   
assistance   to   allow   them   to   do   so.   The   statement   should   include   details   of   when   the   harassment   occurred,   
the   nature   of   the   behaviour,   how   this   made   them   feel   and   the   names   of   any   witnesses   who   were   present.   

The   Chairman   holds   responsibility   for   investigating   formal   complaints   under   this   policy.   If   the   complaint   is   
about   the   Chairman   then   it   should   be   addressed   to   the   Chair   of   the   Trustees,   who   will   then   investigate   the   
complaint.   

On   receipt   of   a   formal   written   complaint,   the   Chairman,   or   appointed   representative,   will   carry   out   an   
investigation   into   the   complaint   and   will   meet   with   the   complainant   to   discuss   their   concerns.   The   
investigation   process   may   include   collecting   witness   statements   if   relevant   and   meeting   with   the   alleged   
harasser   to   hear   their   response   to   the   allegations.   



The   investigator   will   examine   the   circumstances,   the   actions   of   the   alleged   harasser   and   the   perception   of   
the   complainant.   Having   gathered   all   the   evidence   the   question   that   must   be   considered   is   whether   what   
has   taken   place   can   be   reasonably   considered   to   have   caused   offence?   

The   Chairman,   or   appointed   representative,   should   respect   the   confidentiality   of   all   OMV   Members   
involved   and   will   hold   the   final   responsibility   for   determining   the   outcome   of   the   investigation.   They   may   
decide,   if   warranted   by   the   severity   of   the   incidents,   that   the   harasser   should   be   excluded   from   all   further   
OMV   activities.   If   this   fails   to   resolve   the   issue   and   the   bullying   and/or   harassment   continues   outside   of   
OMV   events,   then   the   OMV   Member   should   be   encouraged   to   report   their   concerns   to   the   Chair   of   the   
Trustees,   and   failing   that   the   Police.   The   OMV   should   make   reasonable   efforts   to   support   the   OMV   Member   
in   this.   

  

5.   Further   Information   

Further   information   on   how   to   deal   with   bullying,   harassment   and   discrimination   can   be   found   from   the   
Equality   and   Human   Rights   Commission   at:    https://www.equalityhumanrights.com/en   

Appendix   A    

Bullying   and   Harassment   

Some   examples   of   behaviour   that   may   constitute   harassment   and/or   bullying   are:   
● Physical   contact   ranging   from   touching   to   serious   assault.     
● Verbal   and   written   harassment   (including   e-mail   and   use   of   social   media)   including   jokes,   offensive   

language,   insulting   or   abusive   behaviour,   gossip,   slander,   sectarian   songs,   and   letters.    
● Cyber   bullying’,   for   instance,   detrimental   texts   sent   via   mobile   telephones   or   images   of   volunteers   

or   guests   posted   on   external   websites   following   work   events   could   amount   to   bullying     
● Exclusion   from   social   or   volunteer   events     
● Visual   display   of   posters,   graffiti,   obscene   gestures,   flags   and   emblems,   calendars   and   slogans   on   

clothing.     
● Jokes   aimed   at   certain   groups   for   example,   sexually   or   racially   offensive   jokes   or   thoseaimed    at   

people   with   disabilities.     
● Coercion   ranging   from   pressure   for   sexual   favours,   including   implied   or   overt   promises   of   

preferential   treatment   or   threats   concerning   present   or   future   employment   status,   to   pressure   to   
participate   in   political/religious   groups.     

● Intrusion   by   pestering,   spying   and/or   following.     
● Bullying,   for   example,   criticising   one   person   for   a   common   fault,   criticising   in   a   public   and   

humiliating   way,   exerting   excessive   and   unnecessary   pressure,   and   unwarranted   use   of   authority   or   
power.     

● Failure   to   safeguard   confidential   information     
● Shouting   at   volunteers   or   guests   
● Setting   impossible   deadlines     
● Persistent   criticism     
● Personal   insult.     

  
It   should   be   noted   that   this   is   not   an   exhaustive   list,   but   one   that   aims   to   indicate   area   of   potential   
harassment,   discrimination,   victimisation   or   bullying.     

  
Harassment   of   Disabled   People     

  
Harassment   of   disabled   people   can   include   the   following   types   of   behaviour:     

https://www.equalityhumanrights.com/en


● Staring   and/or   uninvited   touching.     
● Speaking   to   others   rather   than   directly   to   the   disabled   person.     
● Asking   intimate   questions   about   a   person’s   impairment.     
● Questioning   a   disabled   person’s   work   capacity   and/or   ability   by   making   inappropriate   demands   or   

requirements     
● Making   assumptions   or   speculating   about   someone’s   impairment.     

  
Sexual   Harassment    
Although   sexual   harassment   may   be   persistent   and   continue   even   after   the   recipient   makes   it   clear   they   
want   it   to   stop,   a   single   incident   can   constitute   unacceptable   behaviour.     

  
Some   examples   of   behaviour   that   may   constitute   sexual   harassment:     

● Physical   contact,   ranging   from   unnecessary   touching   through   to   sexual   assault.   
● Sexual   advances,   propositions   or   demands   for   sexual   favours;     
● Suggestive   comments,   leering   and   innuendo;     
● Unwanted   or   derogatory   comments   about   dress   and/or   appearance;     
● Displaying   offensive   materials   for   example   pornographic   pictures.     

  
  

Racial   Harassment     
  

Racial   harassment   can   be   defined   as   racially-motivated   actions   and   behaviour,   which   are   directed   at   a   
person   because   of   their   race,   colour,   ethnicity,   cultural   differences,   creed   and/or   nationality   and   which   are   
unwanted   and/or   cause   offence   and   distress.     

  
Some   examples   of   behaviour   that   may   constitute   racial   harassment     

● Racist   jokes,   banter,   insults   and   taunts;     
● Racist   literature   and   graffiti;     
● Excluding   people   because   of   their   race,   colour,   ethnic   origin,   cultural   differences,   creed   and/or   

nationality;    
● Making   racist   insinuations;     
● Unfair   work   allocation;     
● Physical   attacks   on   co-workers,   because   of   their   race,   colour,   cultural   differences,   ethnic   origin,   

creed   and/or   nationality.     
  

This   list   is   not   exhaustive   and   therefore   complaints   of   inappropriate   behaviour   may   be   raised   under   this   
procedure   regardless   of   whether   or   not   they   fall   within   the   examples   outlined   in   this   document.   


