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Everyone has the right to be treated with consideration, dignity and respect at 
work. Sport Wales is committed to providing a safe, inclusive and supportive working 
environment for all employees, and will not tolerate bullying, discrimination, 
harassment or victimisation by or against its staff in any form.   

The aim of this policy is to promote a working environment that is free from hostility 
and to enable employees to make a complaint about bullying, discrimination, 
harassment or victimisation or assist in an investigation without concerns of 
reprisal. Employees are encouraged to challenge inappropriate or unacceptable 
behaviour and take action if they experience or observe any acts of hostility by 
following the procedure outlined in this policy. 

• 27.1. Principles  

The following principles underpin how this procedure will work in practice: 

o All staff have the right to be treated with consideration, dignity and 
respect at work. 

o Any form of bullying, harassment, victimisation or discrimination is 
unacceptable, even if unintentional. 

o All individuals have a duty of care to practicably protect others from 
harm and should therefore endeavour to support colleagues who they 
observe being bullied, discriminated against, harassed or victimised. In 
practice, this may mean bringing it to the attention of their line manager, 
another appropriate manager or HR. 

o Employees who feel they have been bullied, discriminated against, 
harassed or victimised will be provided with help and support to raise a 
complaint and are encouraged to do so. 

o Employees accused of bullying, harassing, victimising or discriminating 
against a colleague will have the opportunity to respond to the complaint 
before any decisions are made about how to resolve the issue and will be 
able to access support to manage any associated worry or anxiety from 
their line manager and/or the Employee Assistance Programme. 

o Complaints will be resolved informally wherever possible which may 
include the provision of mediation or other external restorative 
approaches. 



o Where informal resolution is not possible or appropriate, the formal 
grievance procedure or disciplinary procedure, depending on the 
circumstances, will be used to deal with complaints of bullying, 
discrimination, harassment or victimisation. 

o Complaints will be dealt with promptly and progressed as quickly as 
possible whilst allowing for thorough investigation. 

o Proven instances of bullying, discrimination, harassment or victimisation 
will be addressed using the disciplinary procedure, normally being 
treated as gross misconduct which is likely to result in dismissal. 

o Should any third party be found to be bullying, discriminating against, 
harassing or victimising  a member of staff or any other third party, Sport 
Wales has the right, where possible, to remove the service or contract 
from the third party. 

o Confidentiality will be observed at all times by all parties and records of 
formal processes will be kept.  

o Sport Wales will provide education and guidance on the subject of 
bullying, harassment, victimisation and discrimination to all Sport Wales 
employees. 

o Sport Wales will continue to ensure that all our policies, practices and 
activities are free from discrimination. 

• 27.2. Definitions  

Bullying is unwanted behaviour from a person or group that is either: offensive, 
intimidating, malicious or insulting; or an abuse or misuse of power that 
undermines, humiliates, or causes physical or emotional harm to someone. 

Bullying might be a regular pattern of behaviour or a one-off incident. It might 
happen face-to-face, on social media, in emails or calls. It might happen at work 
or in other work-related situations. Bullying may not always be obvious or 
noticed by others. 

It's possible someone might not know their behaviour is bullying. It can still be 
bullying even if they do not realise it or do not intend to bully someone. 

Examples of bullying at work could include:  

o constantly criticising someone's work 

o spreading malicious rumours about someone 

o constantly putting someone down in meetings 

o deliberately giving someone a heavier workload than everyone else 



o excluding someone from team social events 

o putting humiliating, offensive or threatening comments or photos on 
social media. 

Discrimination means treating someone less favourably because of a protected 
characteristic they possess. Discrimination could occur where one person is 
treated less favourably than another because of a protected characteristic or 
when a provision, criteria or practice in place creates a disproportionate 
disadvantage for a person with a protected characteristic compared to those 
who do not share that characteristic. This applies regardless of whether the 
individual identifies as having a protected characteristic or not and is extended 
by association to family members or friends.  Less favourable treatment can be 
anything that puts someone with a protected characteristic at a disadvantage, 
compared to someone who does not have that characteristic. 

Putting someone at a disadvantage might include: 

o excluding someone from opportunities or benefits 

o unnecessarily making it harder for someone to do their job 

o causing someone emotional distress 

o causing someone financial loss 

It can still be discrimination even if the less favourable treatment was not 
intended. 

Discrimination could be on the basis of any of the 9 protected characteristics: 

o age 

o disability 

o gender reassignment 

o marriage and civil partnership 

o pregnancy and maternity 

o race 

o religion or belief 

o sex 

o sexual orientation 



For the purposes of this procedure, ‘gender reassignment’ is inclusive of all 
gender identities, be that transgender, non-binary or intersex.  It is also 
inclusive of someone’s perceived gender identity or gender expression.   

We know that people can experience multiple forms of discrimination at the 
same time due to the overlap of different protected characteristics (e.g. race, 
gender and sexual orientation). This is known as intersectionality. The 
combination of these can lead to intensified or compounded forms of 
discrimination. We will ensure that all complaints are considered with full 
awareness of how overlapping characteristics may influence a person’s 
experience and they will not be at a disadvantage due to the complexity of their 
intersectionality. 

Hate crime is targeting someone because of their disability, race, religion, sexual 
orientation or being transgender.  This could include physical violence, sexual 
assault, verbal abuse, threats of violence, online abuse, damage to someone’s 
property or inciting or stirring up hatred.  It can still be a crime if there is a 
mistake about someone’s identify.  This is a criminal offence and should be 
reported to the police.  Internally, hate crimes will be handled in the same way 
as any other discrimination complaint. 

Harassment is 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.  Harassment may be an isolated occurrence or 
repetitive.  It can be harassment if the behaviour has one of these effects even if 
the effect was not intended or if the behaviour was intended to have one of 
these effects but didn’t. 

Harassment is when bullying or unwanted behaviour relates to any of the 
following protected characteristics:  

o age 

o disability 

o gender reassignment  

o race  

o religion or belief  

o sex  

o sexual orientation 

Sexual harassment is unwanted behaviour of a sexual nature. This type of 
harassment does not need to need to be related to a protected characteristic so 
someone who feels they have been sexually harassed does not need to show it 
was because of their sex or sexual orientation. 



Sexual harassment can be a one-off incident or an ongoing pattern of behaviour. 
It can happen in person or online. 

Examples of sexual harassment may include: 

o making sexual remarks about someone's body, clothing or appearance 

o asking questions about someone's sex life 

o telling sexually offensive jokes 

o making sexual comments or jokes about someone's sexual orientation or 
gender reassignment 

o displaying or sharing pornographic or sexual images, or other sexual 
content 

o touching someone against their will, for example hugging them 

o sexual assault or rape 

What some people might consider as joking, 'banter' or part of their workplace 
culture can still be sexual harassment. 

Sexual harassment is usually directed at an individual, but it's not always the 
case. Sometimes there can be a culture of behaviour that's not specifically aimed 
at one person – such as sharing sexual images. Someone could still make a 
complaint of sexual harassment in this situation. 

Victimisation is the less favourable treatment of someone because they have 
made or supported a complaint to do with a protected characteristic, or 
someone thinks they did.  

For example, your colleague makes a sexual harassment claim against your boss. 
After you give evidence as a witness to support their claim, your boss starts 
treating you unfairly. 

• 27.3. Responsibilities   

Executive 

The Executive team are responsible for upholding the principles of this policy 
and reducing risk of bullying, harassment, and victimisation at work.  This 
includes raising awareness of this policy amongst employees and overseeing 
appropriate implementation of this policy where instances arise.   

Managers 

Managers and supervisors have a duty to implement this policy and to make 
every effort to ensure that bullying, discrimination, harassment or victimisation 
do not occur, particularly in work areas for which they are responsible. 



Managers and supervisors have responsibility to address any incidents of 
bullying, discrimination, harassment or victimisation of which they are aware, 
or ought to be aware.  

If bullying, discrimination, harassment or victimisation does occur, they must 
effectively deal with the situation using the steps outlined in the next section.  

All Employees 

All employees are responsible for their own behaviour and are expected to 
behave in ways which encourage and contribute to a tolerant and inclusive 
working environment. We must all comply with this policy, and should ensure 
that our behaviour towards colleagues, partners, customers and suppliers does 
not cause offence, and could not in any way be considered to be bullying, 
discrimination, harassment or victimisation.  

We should make it clear that we find such behaviour unacceptable, and support 
colleagues suffering this treatment and who are considering making a 
complaint.  

If you think you have witnessed an act of bullying, discrimination, harassment 
or victimisation you should try to keep a record of when and where the 
behaviour occurred and the names of anyone else who may have witnessed it. 
This will be important when discussing the matter with the alleged perpetrator 
or if the matter were to be formally investigated.  

It is advisable to speak to the person you think has been bullied, discriminated 
against, harassed or victimised to ensure you have understood the exchange 
between them and the alleged perpetrator. If you still feel that bullying, 
discrimination, harassment or victimisation has occurred, you should discuss 
with the individual how they feel about the incident and whether they need any 
support. 

Incidents may be addressed either by speaking directly to those involved or 
raising the incident with a manager or member of the HR team to enable the 
organisation to deal with the matter. 

Failure to fulfil individual responsibilities under this policy may result in 
disciplinary action, including dismissal. 

• 27.4. Complaints of bullying, discrimination, 
harassment and victimisation  

We encourage staff to speak up regarding any instances of bullying, 
discrimination, harassment or victimisation whether directed toward them or a 
colleague.  



If you feel that you have been bullied, discriminated against, harassed or 
victimised you can seek support and advice from your manager, HR Team, a 
Trade Union representative of the Employee Assistance Programme. 

Informal Stage 

In some cases it may be possible to deal with matters informally. Sometimes 
people are not aware that their behaviour is unwelcome and an informal 
discussion can lead to greater understanding and an agreement that the 
behaviour will stop.  

If the working relationship is still reasonably positive you may feel able to speak 
to the person you believe is treating you unfairly or inappropriately directly to 
let them know how their behaviour has made you feel. 

Before speaking to the other person, it is important to identify the behaviours 
you are experiencing as unpleasant, or that you believe to fall within one of the 
definitions in section 33.1, with specific examples so that you can clearly 
communicate your concerns and to give the other person the opportunity to 
stop those behaviours. If this discussion fails to resolve the issue or it is too 
difficult or  uncomfortable to do this personally, you may request a supervisor 
or manager to speak with the alleged perpetrator on your behalf. 

Where you, or a manager, speak to an alleged perpetrator, this should be done 
with the intention of improving understanding and adjusting future 
behaviour.  You may wish to seek guidance from your manager, HR or a trusted 
colleague if you are unsure how to proceed.  

Formal Stage  

Where the informal stage does not resolve the issue, the formal grievance 
procedure or disciplinary procedure, depending on the circumstances, will be 
used to deal with complaints of bullying, discrimination, harassment or 
victimisation. 

Usually, it will be for the complainant to decide whether they would like the 
concern to be dealt with formally or informally, but some situations may be 
considered too serious to be dealt with informally. 

• 27.5. Unfounded allegations  

If an employee raises a concern in good faith, but it is not substantiated by an 
investigation, they will not be subjected to any disadvantage.  

However, if it is evident that an employee has raised a concern that is known to 
be without foundation, or is in any other way vexatious, malicious or in bad 
faith, this will be managed under the Disciplinary Policy. 



HR should be consulted where an investigating officer believes this to be the 
case. 

• 27.6. Being accused of bullying, discrimination, 
harassment or victimisation  

It may be helpful to keep a note of any issues raised with you, your response and 
any remedial action you take, in case you need to refer to it if the complaint 
progresses further. If you have been told that your behaviour makes someone 
feel uncomfortable, you should stop it immediately. Even though your behaviour 
may seem innocent to you, it is important to consider its effects on others. If you 
are told that your behaviour has caused offence, you should consider the 
following important points: 

o Remember it is the other person’s experience of your behaviour that is 
important, not your intention nor the reaction you think they should 
have;  

o Listen carefully to the complaint and to the particular concerns 
expressed;  

o Stop the offending behaviour immediately and review the way you 
behave at work. The behaviour may have offended other colleagues who 
have not complained;  

o If you continue to bully, discriminate against, harass or victimise someone 
after their objection to your behaviour has been made known to you, the 
fact that you persisted will make the offence more serious if disciplinary 
action commences.  

o If you do not understand the complaint against you, you should seek 
support from your line manager, another appropriate manager or a HR 
representative. 

o If, after listening carefully to the complaint, you feel that the allegations 
are unjust or malicious, you should contact your line manager or a HR 
representative. 

o In some cases, you will be given the opportunity to engage in mediation 
with the complainant. If this is not offered and you feel that it may be 
helpful, you can suggest it. All parties would need to agree to engage in 
mediation in order for it to proceed. 

o If you are unsatisfied with the outcome of any attempts to resolve the 
complaint informally, you may ask for the allegations to be investigated 
formally so that a formal decision be made as to whether your actions 
meet the definition of bullying, discrimination, harassment or 
victimisation. 



You should seek advice and support from appropriate sources. This could be the 
HR Team, your line manager, a trade union representative or the Employee 
Assistance Programme.   

If the person you seek advice or support from is involved in the investigation, 
they will refer you to another source of help. 

• 27.7. Unacceptable behaviour by third parties   

Sport Wales acknowledges that its employees may suffer unacceptable 
behaviour by partners, suppliers and users of Sport Wales’s services, which also 
will not be tolerated.  

We will provide support to you if you are the victim of unacceptable behaviour 
by employees of partners, suppliers or a member of the public in the course of 
your employment.  

Sport Wales will not engage with or provide work for a contractor or agency 
worker who has been found to have bullied, discriminated against, harassed or 
victimised you. 

Complaints of bullying, harassment or victimisation made against individuals 
who work with Sport Wales on a secondment or on an agency contract will be 
referred to their substantive employer for investigation in line with their 
policies. 

• 27.8. Training  

To ensure this policy is effective, appropriate training will be provided so 
staff can perform their role sensitively and effectively.   

All staff are required to complete an e-learning diversity resource that covers 
bullying discrimination,  harassment and victimisation. 

• 27.9. Monitoring  

All formal complaints of bullying, discrimination, harassment or victimisation 
resulting in formal action will be reported to and monitored by the Executive 
team and HR team.   

Our aim is to monitor the effectiveness of the policy and actions and as such we 
commit to collating data to identify any trends or patterns emerging.  
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