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Values and Ethos

Our values and ethos are inclusive and child centred. Our Trust is founded on the
principles of inclusivity, diversity and fairness, and they are fundamental to our delivery
of exceptional learning experiences.

EVAT stands for:

Excellence and high standards
- a can-do culture and no-excuses ethos

Values driven with a deep sense of moral purpose

- putting children and young people first
- behaving ethically

Ambition and aspiration for all
- irrespective of background or barriers — being truly inclusive

Teamwork
- we do more, better and faster, together

We are a vilage. We collaborate, with our learners, their families and our
communities, to provide exceptional education so that all the children and young
people we serve achieve the best possible outcomes.

Our Ethos is to:

e Create a nurturing and friendly atmosphere and provide an environment
where everyone feels valued for who they are
e Bring out the best in every child and young person and meet the full range of
their individual needs
e Provide different and unique experiences, challenges and activities
o Show tolerance and respect for each other
e Prepare our children and young people for lifelong learning
e Improve the life chances of every child and young person we serve.
This policy, and its associated procedures and protocols, are based on these key
principles.
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Statement of intent

The Education Village Academy Trust (EVAT) is committed to providing a work
environment that is free of harassment, bullying and intimidation, and ensuring that alll
employees are treated with dignity and respect at work.

EVAT has a zero-tolerance approach towards bullying and harassment, and those
found to be in breach of these procedures may be subject to disciplinary action, up
to, and including, summary dismissal.

This policy aims to:

e Ensure that all staff are aware of their responsibilities regarding their behaviour
and conduct.

¢ Outline the processes and actions taken in order to resolve any bullying or
harassment incidents.

e Ensure that all staff understand the seriousness of bullying and harassment.

e Promote a climate in which employees feel able to bring forward complaints
without fear of victimisation.

e Ensure that all allegations are responded to promptly, fairly and with the utmost
confidentiality.

Legal framework

This policy has due regard to all relevant legislation and guidance including, but not
limited to, the following:
e Equality Act 2010
Protection from Harassment Act 1997
Health and Safety at Work etc. Act 1974
The UK General Data Protection Regulation (GDPR)
Data Protection Act 2018
Worker Protection (Amendment of Equality Act 2010) Act 2023
ACAS (2015) ‘Code of Practice on disciplinary and grievance procedures’.

This policy operates in conjunction with the following Trust policies:
Managing Allegations Against Staff Policy
Equality Information and Objectives Policy
Data Protection Policy

Social Media Policy

Safeguarding Policy

Disciplinary Policy and Procedure
Grievance Policy

Records Management Policy
Whistleblowing Policy

Employee Code of Conduct

Scope

This policy applies to all employees of the Trust, including all agency staff, consultants,
confractors and volunteers working with or for the school.

This policy does not form part of any employee’s contract of employment.



All EVAT Members, Trustees and Education Standards Committee (ESC) members are
expected to conduct themselves in a way that is consistent with both the provisions
of their code of conduct and, where applicable, this policy.

The procedure applies to all complaints made by an employee relating to their
employment which may be either:
e A grievance regarding to a relevant issue arising in the workplace
e A dignity at work issue involving alleged incidents of harassment and/or
bullying This procedure also applies to collective grievances concerning
workplace issues and to collective dignity at work issues involving alleged
incidents of bullying and/or harassment.

Roles and responsibilities

The Board of Trustees has overall responsibility for the effective operation of this policy
but has delegated responsibility for overseeing its implementation to the Trust
Leadership Group (TLG) and the Director of People & Culture.

The People Team are responsible for:

e Providing advice and support to managers and staff in relation to this policy.

e Supporting the Trust in the risk assessment and monitoring of risk of the
occurrence of sexual harassment in the workplace by other staff and third
parfies.

e Advising the Trust on reasonable steps to minimise the risk of sexual harassment
of our staff in the workplace.

The Trust’s line managers are responsible for:

e Ensuring that all of their staff members attend relevant training on bullying and

harassment, including sexual harassment

e Ensuring that all non-staff undertaking activities on behalf of the Trust, or its

schools are made aware and understand their expectations of the policy.

e Setting a good example to other staff by promoting a respectful attitude
Being responsive and open to employees who make allegations of bullying or
harassment
Providing staff involved in a complaint with any support and guidance required
Providing timely and constructive resolutions to address any issues raised
Being alert to unacceptable behaviour amongst staff members
Following risk assessment and identified steps from People Team to address
harassment and bullying concerns
e Ensuring that staff involved in a complaint, or instances of bullying or

harassment, are supported.

All staff members are responsible for:

e Attending relevant training on bullying and harassment, including sexual
harassment

e Ensuring that their behaviour is in line with this policy and conducting
themselves in a professional manner at all times

e Creating aninclusive environment which is free from bullying and harassment

e Following the correct complaints procedure and dealing with issues in a
respectful manner



¢ Informing their line manager, or a member of the People team of any
behaviour they believe is unacceptable in the workplace and providing a
detailed written record of any employee’s behaviour which is believed to be
unacceptable, stating the date, time, names of those involved and details of
the incident

Supporting fellow colleagues who are suffering from harassment or bullying
Appropriately intervening to stop bullying and harassment

Attempting to address and resolve any concerns at the earliest convenience
Maintaining all necessary confidentiality regarding allegations and appeals
Assisting with any investigation into a complaint of harassment or bullying
Adhering to the EVAT Employee Code of Conduct at all times.

Definitions

The Equality Act (2010) makes three types of harassment unlawful. These are:
¢ Harassment related to a ‘relevant protected characteristic’
e Sexual harassment
e Lessfavourable treatment of a worker because they submit to, or reject, sexual
harassment or harassment related to sex or gender reassignment.

As defined in the Worker Protection (Amendment of Equality Act 2010) Act 2023,
employers must take reasonable steps to prevent sexual harassment in the course of
their employment.

For the purpose of this policy, “bullying” may be characterised as offensive,
intfimidating, malicious or insulting behaviour, an abuse or misuse of power through
means that undermine, humiliate, denigrate or injure the recipient.

For the purpose of this policy, “harassment” is defined as unwanted conduct related
to arelevant 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. The relevant protected characteristics are
age, disability, gender identity, race, religion or belief, marriage and civil partnership,
sex and sexual orientation. Unlike bullying, harassment can be an act of behaviour
through which there is no clear intent to cause the person suffering.

Sexual harassment occurs when a worker is subjected to unwanted conduct that is of
a sexual nature. The conduct need not be sexually motivated, only sexual in nature.

For the purpose of this policy, “victimisation” is when an individual is treated less
favourably as a result of being involved with a discrimination, bullying or harassment
complaint.

For the purpose of this policy, “third-party harassment” occurs when a person is
harassed or sexually harassed by someone who does not work for, and who is not an
agent of, the same employer, but with whom they have come into contact during
the course of their employment.

Bullying and harassment may not just occur face-to-face, but also in written
communications, via social media, emails or phone conversations. Both bullying and
harassment are unacceptable forms of behaviour, which can cause stress and



anxiety for employees, resulting in low morale, iliness, underperformance,
absenteeism and even resignation.

Examples of bullying and harassment include the following:
e Spreading malicious rumours or insulting someone by word or behaviour

Exclusion or victimisation

Unfair treatment

Overbearing supervision or other misuse of power or position

Unwelcomed sexual advances or physical conduct e.g. touching, standing too

close

e Sending or displaying material that is pornographic or that some people may
find offensive (including emails, text messages, social media content and
images sent by mobile phone or posted on the internet)

e Making threats or comments about job security without foundation

e Deliberately undermining a competent worker by overloading and constant
criticism

e Preventing individuals progressing by intentionally blocking promotion or
training opportunities

What to do if you are being harassed or bullied

Informal resolution

If you are being harassed or bullied, consider whether you feel able to raise the
problem informally with the person responsible. You should explain clearly to them
that their behaviour is not welcome or makes you uncomfortable. If this is too difficult
or embarrassing, you should speak to your manager, or the People Team who can
provide confidential advice and assistance in resolving the issue formally or informally.

If informal steps are not appropriate, or have not been successful, you should raise the
matter formally under our Grievance Procedure.

Formal resolution

If you wish to raise your concern formally, i.e. about bullying, harassment or
victimisation you should submit a formal written grievance. The complaint will be
investigated in line with the Trust’'s Grievance Policy; a copy of the policy is available
from the People Team.

The Trust will investigate concerns in a timely and confidential manner. The
investigation will be conducted by someone with appropriate experience and no
prior involvement in the complaint, where possible. Details of the investigation and the
names of the person making the complaint, and the person accused must only be
disclosed on a "need to know" basis. We will consider whether any steps are necessary
to manage any on-going relationship between you and the person accused during
the investigation.

Once the grievance investigation is complete, the Trust will inform you of the outcome
of the grievance and any further action the Trust intend to take to resolve your
concern. If we consider you have been harassed or bullied by an employee, the
matter will be dealt with under the Disciplinary Procedure as a case of possible



misconduct or gross misconduct. If the harasser or bully is a third party such as a pupil,
parent, visitor or member of the public, the Trust will consider what action would be
appropriate to deal with the concern. Whether or not upheld, the Trust will consider
how best to manage any ongoing working relationship between you and the person
concerned.

Protection and support for those involved

Staff who make complaints or who participate in good faith in any investigation must
not suffer any form of retaliation or victimisation as a result. Anyone found to have
retaliated against or victimised someone in this way, or deliberately falsified, or given
malicious allegations may will be subject to disciplinary action under the Trust's
Disciplinary Procedure.

As a general principle, the decision whether to progress a complaint is up to individual
members of staff. However, we have a duty to protect all staff and may pursue the
matter independently if, in all the circumstances, we consider it appropriate to do so.

Representation

Under this policy, where a formal investigation is taking place, the person making the
allegation and the person under investigation, are entitled to be accompanied by a
Trade Union representative or workplace colleague.

Record-keeping

Information about a complaint by or about an employee may be placed on the
employee's personnel file, along with a record of the outcome and of any notes or
other documents compiled during the process. Details relating to retention, access
and how these will be processed can be found in the Trust's Data Protection Policy,
in accordance with the Data Protection Act 2018.

Public Sector Equality Duty (Equality Act 2010)

In preparing or amending this policy, the author has given due regard to the Public
Sector Equality Duty; that is, they have considered any potential impact on people
who share certain protected characteristics. These protected characteristics are
defined as: race, disability, sex, age, religion or belief, sexual orientation, pregnancy
and maternity and gender reassignment.



