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Annex B: Grievance policy definitions

Discrimination

Discrimination can take a number of forms which include:

o direct discrimination when someone is treated less favourably than another person
because of a protected characteristic they have or are thought to have (see
perception discrimination), or because they associate with someone who has a
protected characteristic (see discrimination by association)

o discrimination by association is discrimination against someone because they are
associated with another person who possesses a protected characteristic

o perception discrimination is direct discrimination against an individual because
others think they possess a particular protected characteristic. It applies even if the
person does not actually possess that characteristic

¢ indirect discrimination can occur when an organisation has a condition, rule, policy
or even a practice that applies to everyone but particularly disadvantages individuals
who share a protected characteristic and there is no objective justification for it

Harassment

Harassment includes unwanted conduct 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. It affects the dignity of people in the workplace and can
relate to somebody's age, disability, sex, race, gender reassignment, pregnancy and
maternity, religion or belief or sexual orientation. This behaviour can take place as an
isolated incident or over a period of time.

The key is that the actions or comments are viewed as demeaning and unacceptable to the
recipient. Anyone is able to complain of behaviour that they find offensive even if it is not
directed at them.



Annex C Action taken under the grievance policy

= Procedure for formal grievance

Stage 2 This flewchart & a vsual representation of the relevant test within the procedure
Stage 3
Stuge 4 Stage 1: Initial contact and asse ssment

|maileax wsing the prievance notification form. HR PAW team " assesswivether the

frames
1 ! L
i e Faraaan *
tn propricty and etrics™® wpq“n-ﬁum- advises compiaimer
Stage 2: Investigation

DO determines whether an investigation should be cuied out and, if 50,

m Contact assigns an investigating officer (0] instruction of DO

<0 comimissions I to undertake an investi on, oo llact
facts and evid firam releyvant parties, prepare a D0 etermines an investization is not r:-:’.l'r-ed
surmmary of the facts and submit report

Stage 3-Review of mvestigntion report

DO redews report, corfirms 'lwutipﬁm hascorcludsd, shares wikh :nmpl-"lzr ard
the suhj:l:t of any mmpluint. 'wh:n:upplil:ut-le

D0 will decide whether the grievance is to be:
= uphei
+ partialy upteid
* motupheid
and, if appropriate, make recommendations on what scon, if any, should be taken

HR PAWteam to enzure that
amy recommeendations are
tnkern forward and
implemenited by the
appropriste indiiduslfares

DO will motify the compiairer of their decision in writing and the subject of any
::-mF-hi-ut_. wihere upplimhl:

Right of ap;pesl for compleiner |maust be lodged within 10 working days] to the HR FAW team mailbox using the
appesl notification farm. An appeal manager (A]** will be appointed to consider how the appesl will be handied
in line with puidsnce and supported by the HR AW team

AM will take s dedson either boc

= uphoid the original decision

= uphold part of the decision

= gyerturn the lur'E.iluI decision, n:nrrl"lminE ary furkher action n:quin:d

End of prncu:

A 5rie'.run-:: i5 & concern, problem or complaint srd potertsal aress rclude but ane mot lireted to I:-Jlrr"rg and Fermassement, desorimingtion, D'Enn'su.t'onul
change, terms and oonditions a5 they affect ndividuals, victimisstion, m:lrlcirl; Eprwircan ment :in-:lud'ns heatth and :urcr,r]. m:!rtirg P ractices and wurlcinE
relationships

"HR Peoolke Advice undwell::inE [HR PAW) team or local HR beurr-_.u:-:.:pro:ria.te

**Must condirm no knawn conflict of interest on appointment [no prior invohement with the matter being raised ard no dose BssoOaton with the member of
frr o "a.'s'n; the griemnne aredfor thesub-iactufcumpluint. where up:ll'-:uhle|




	Discrimination
	Harassment

