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Policy Statement 

 

All staff should be free to carry out their work with dignity and respect in an environment 
that is free from harassment, bullying, discrimination or victimisation.  
 
MAG is committed to tackling behaviour which is deemed to be inappropriate. Any type of 
harassment, bullying or victimisation is not acceptable. 
 
In taking this approach, MAG understands that: 

• It is the impact of the behaviour on a survivor, victim or complainant which 
determines bullying, harassment or victimisation. 

• Behaviour that is acceptable to some employees may cause embarrassment, 
distress or anxiety to others; 

• All concerns about the behaviour of others must be taken seriously and will be dealt 
with promptly; 

• A complainant will not be victimised or retaliated against for raising a complaint. 
 
Impact of Bullying, Harassment and Victimisation 
Individual reactions to bullying, harassment and victimisation can vary from simple 
irritation to extreme depression. Being the victim of bullying and harassment, or seeing this 
taking place in a team or an office can negatively affect a whole range of people in a number 
of different ways: 
1. Anger and frustration at the lack of control and the unfair treatment 
2. Some people may try to retaliate in some way 
3. If unchallenged, it can have a significant negative affect on colleagues and can impact on 
whole teams, offices and bases 
4. Stress, depression, anxiety, loss of self-confidence and self-esteem 
5. Individual and collective productivity and efficiency can be negatively affected 
6. Tension and anxiety can lead to illness and absence from work. 
7. Intense demotivation and resignation 
 
Harassment, bullying, discrimination and victimisation on any grounds will not be tolerated 
at MAG. 

 

Purpose All staff should be free to carry out their work with dignity and respect in an environment 
that is free from discrimination, intimidation, harassment and bullying. MAG will take a 
zero-tolerance approach to any behaviours which compromise these basic rights. 
 
This policy explains: 
 
1. The behaviours that are unacceptable. 
2. Outlines the responsibilities of all MAG representatives, especially managers in creating 
a work environment where everyone is treated with dignity and respect. 
3. Where to find guidance on how to raise concerns about your own or someone else’s 
treatment at work, and how and when to report concerns.  
 
This policy should be read in conjunction with the Code of Conduct, and Safeguarding 
Policy. 

 

Scope and limitation 

 

This policy applies to: 

• all MAG employees (internationally and locally contracted and Manchester affiliated), 

interns, volunteers, consultants, contractors, trustees, plus accompanying partners and 

family members of international staff. Where employees or staff are referred to in this 

document, these groups of people are included. 
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Roles and 
responsibilities  

 
Employees 
In addition to being responsible for their own behaviour, all employees have a role to play in 
helping to create a working environment in which harassment and bullying are always 
unacceptable. In particular, employees must: 

• Treat all staff with dignity and respect; 

• Be aware of their own conduct, behaviour and the potential impact this could have on 
other people. 

• The values provide a guide to the behaviours that MAG expects of everyone; 

• Understand that ‘harmless banter’ or ‘a bit of fun’ could be misconstrued by others; 

• Be aware that while some people aren’t likely to take offence to personal remarks or 
sarcasm, others will; 

• Avoid colluding with or ignoring any inappropriate behaviour; 

• Know that they do not have to tolerate bullying or harassment at work; 

• Ask for clarification if you are unsure of the standards or behaviours expected 

• Make their manager (or another senior manager/the UK or programme HR team) 
aware if they suspect that bullying or harassment is taking place 

• Follow the Code of Conduct.  
 

Managers  
Must lead by example and 

• Treat all staff with dignity and respect; 

• Adopt a fair, consistent and open management style; 

• Ensure their staff are familiar with this policy, MAG’s values and what are acceptable 
and unacceptable standards of behaviour; 

• Create and sustain an atmosphere of tolerance and respect within and between 
teams; 

• Challenge unacceptable behaviour in the workplace; 

• Ensure that complaints are taken seriously, are investigated and dealt with promptly, 
assertively and decisively; 

• Inform their line manager (or another senior manager/the UK or local HR team) if they 
suspect or become aware of any instance of bullying or harassment.  

• Ensure that the relevant reporting process and procedure is followed when an incident 
is alleged 
 

Human Resources 

• Provide support and guidance to managers on how to deal with complaints or 
suspicions of inappropriate or unacceptable behaviour. 

• Give informed and appropriate advice to any member of staff who requests it. 

• Provide advice and guidance during any investigation and disciplinary action relating 
to alleged harassment, bullying or victimization. 

• Provide briefing and training to raise awareness of the issues to  help ensure everyone 
is treated with dignity and respect. 

• Ensure that local labour laws, equality laws and support services are identified and 
understood to enable actions to be taken in accordance with local legislation. 

• Ensure support is provided in line with the provision as stated in the policy. 
 

Implementation 

 

 
The implementation of this policy is supported by the Code of Conduct, Safeguarding Policy, 
and the Equal Opportunity Policy. 
 
Reporting Concerns: All programmes and the UK will have in place defined reporting 
mechanisms for all types of incidents. Employees may also send a concern to 
reporting@maginternational.org or safeguarding@maginternational.org.  
 
Resolving Complaints: Complaints will be resolved in line with the relevant policy and 
procedure which could including both through informal and formal methods. Relevant 

mailto:reporting@maginternational.org
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policies include the Grievance Policy & Procedure, Disciplinary Policy & Procedure, and 
Safeguarding Policy & Procedure. 
 
Legitimate, constructive and fair criticism of an employee’s performance or behaviour at 
work will not constitute bullying or harassment. To ensure individual and collective 
performance standards, managers must maintain the ability to critique, correct and question 
any relevant aspect of the work completed by their team members. Team members must be 
willing to accept any such feedback. However, it’s hoped that it can be given in a way which 
is supportive and not undermining. It’s recognised that an occasional raised voice or 
argument will not constitute bullying. It’s also recognised that an assertive communication 
or management style may be required at times, for example in the event of a critical incident. 
Similarly, there may be times that instructions need to be relayed quickly. However, it is 
unacceptable to condone bullying behaviour under the guise of a particular management 
style. 
 
Harassment or bullying is not dependent on an intention to cause distress or hurt but is 
assessed by the impact the behaviour has on the recipient. As a result, it is possible that 
behaviour that is acceptable to some staff members may cause embarrassment, distress or 
anxiety to others. Therefore, harassment or bullying relates essentially to the perceptions 
and feelings of the recipient. 
 
The definitions of bullying and harassment can overlap, and the terms are sometimes used 
interchangeably. 

 
Further information on implementation is also available in the Guidelines on Reporting and 
Response to support the Safeguarding and Dignity at Work Policies.  

 

Monitoring   This policy is monitored as part of the Safeguarding Strategy and Framework.  

  

Non-Compliance 

 

Any failure to comply with this policy will be investigated and may lead to disciplinary action 

being taken in accordance with MAG’s Disciplinary Policy and relevant Disciplinary 

Procedure. 

Glossary of terms 

 

Protected Characteristics: in the UK, the Equality Act 2010 identifies nine protected 
characteristics relating to discrimination which are as follows: age, disability, gender 
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or 
belief, sex, sexual orientation. 
 
Discrimination:  

• Direct Discrimination: occurs when someone is treated less favourably than 
another person because of a protected characteristic they have.  

• Indirect discrimination: occurs where a policy applies to everybody but has a 
disproportionate impact on people with a protected characteristic.  

• Associative discrimination: is discrimination against a person because they have an 
association with someone with a particular protected characteristic.  

• Perceptive discrimination: is discrimination against a person because the 
discriminator thinks the person possesses that characteristic, even if they do not in 
fact do so.  

 
Harassment: Harassment is when bullying or unwanted behaviour is related to any of the 
'protected characteristics' as listed under the UK Equality Act 2010 above. 
The Equality Act 2010 defines harassment 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'. It is behaviour that is considered unwelcome, unwarranted and causes a 
detrimental effect. It does not necessarily need to take place face to face but can involve for 
example, e-mail, text/WhatsApp, Teams, social media or any other forms of communication.  
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Harassment is normally characterised by more than one incident of unacceptable behaviour, 
particularly if it reoccurs, once it has been made clear by the victim that they consider it 
offensive. However, one incident may constitute harassment, if it is sufficiently serious. 
 
Direct Harassment: behaviour that an individual finds offensive or causes them harm, which 
has been primarily directed towards them. 
 
Indirect Harassment: behaviour that an individual finds offensive or causes harm, even 
though it is not directed at them. 
 
Third Party Harassment: 
 
Third party harassment can take two forms: 
1. When a member of staff complains of harassment by a person who is not a member of 
MAG staff. They could for example, be suppliers, sub-contractors, donors, beneficiaries, 
visitors etc. In these situations, an internal investigation will take place that follows MAG’s 
process as closely as possible, and the issue may be reported to the third parties’ employer 
where appropriate and relevant. 
2. When a third party complains to MAG of having been harassed by a MAG representative. 
 
Bullying 
Bullying may be characterised as unwanted behaviour from a person or group that is either: 

• offensive, intimidating, malicious or insulting, 

• an abuse or misuse of power which is intended to undermine, humiliate or causes 
physical or emotional harm to an individual. 

 
Victimisation: occurs when someone is treated less favourably as a result of action they 
have taken or are believed to have taken. 

 
Further relevant definitions can be found in the Safeguarding Policy & Procedure 

Ethics, Values and 
Mission 

 

We recognise that our behaviour has an impact on others and on MAG. By adopting our 

values, we can all contribute towards MAG’s vision and mission. 

INTEGRITY: we strive to do the right thing – taking principled decisions  

COMPASSION: people come first in everything we do – through our day-to-day interactions  

INCLUSIVE: we are inclusive, and we value diversity – having accessible and trusted reporting 

mechanisms available for all and taking a survivor centred approach 

EXPERT: through excellence and expertise we build trust – build expertise and have sufficient 

capacity, with up-to-date resources and effective learning 

DETERMINED: we work with purpose – keep striving for change. 

Delegations  
of Authority 

 

Responsibilities are set out in the relevant procedures and guidelines listed in the Legislation 
and codes of conduct section below.  
 
The policy and its implementation is overseen by the Director of People & Culture 

Mandatory 
Reporting 

 

If contract, regulation, or law requires, complaints will be reported to donors, the UK Charity 
Commission, and relevant local authorities.  

Risk management 

 
Risks are managed through the MAG Risk Framework. 

Legislation and 
codes of conduct 

 

MAG expects to meet the standards in dignity at work required by relevant legislation, 
regulatory authorities, donor contracts and best practice guidance.  
 



 HSC and PCRC SEPTEMBER 2025 HR/POL/017 

Internal policies: 
MAG Code of Conduct  
MAG Safeguarding Policy  
MAG Protection of Children and Vulnerable Adults Policy  
MAG Equal Opportunities Policy  
MAG Complaints Policy and Procedure 
MAG Whistleblowing Policy and Procedure 
MAG Grievance Policy and Procedure 
MAG Disciplinary Policy and Procedure 
 

 

ENDS 

 

https://maginternational.sharepoint.com/:b:/r/magguide/Shared%20Documents/05-HR%20Framework/05.%20Equality%20and%20Diversity/HR%20POL%20019%20-%20Equal%20Opportunities%20Policy%20v6.pdf?csf=1&web=1&e=GNE6el
https://maginternational.sharepoint.com/:b:/r/magguide/Shared%20Documents/03-Compliance/Core%20Business%20Processes/HQ09%20Customer%20Services%20(Corporate%20%26%20Fundraising)%20Process/HQ09-4%20Complaints%20Policy%20v5.pdf?csf=1&web=1&e=kW5dUx
https://maginternational.sharepoint.com/:b:/r/magguide/Shared%20Documents/03-Compliance/Core%20Business%20Processes/HQ09%20Customer%20Services%20(Corporate%20%26%20Fundraising)%20Process/HQ09-6%20Complaints%20Procedures%20v1.pdf?csf=1&web=1&e=oGwSx8
https://maginternational.sharepoint.com/:b:/r/magguide/Shared%20Documents/14-Safeguarding/For%20all%20staff%20-%20how%20to%20report%20a%20concern/HR%20POL%20014%20Whistleblowing%20Policy%20v9.pdf?csf=1&web=1&e=rATH1j
https://maginternational.sharepoint.com/:b:/r/magguide/Shared%20Documents/05-HR%20Framework/03.%20Dealing%20with%20problems%20at%20work/Greivance/HR%20POL%20007%20-%20MAG%20Grievance%20Policy%20v3.pdf?csf=1&web=1&e=XNnkUu
https://maginternational.sharepoint.com/:b:/r/magguide/Shared%20Documents/05-HR%20Framework/03.%20Dealing%20with%20problems%20at%20work/Discipline/HR%20POL%20006%20-%20MAG%20Disciplinary%20Policy%20v3.pdf?csf=1&web=1&e=R6XQKW

