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If the behaviour involves violence, for example physical assault or the threat of 
physical assault, it should be reported to the police. 
 
However, it must be noted that differences of opinion and disagreements are 
generally not workplace bullying. People can have differences or disagreements in the 
workplace without engaging in repeated, unreasonable behaviour that creates a risk 
to health and safety. Some people may also take offence at action taken by 
management, but that does not mean that the management action in itself was 
unreasonable. However, in some cases conflict that is not managed may escalate to 
the point where it becomes workplace bullying. 

VII. ANTI-BULLYING POLICY

212. Gender Links is committed to preventing workplace bullying as part of providing a safe and 
healthy work environment for all its staff, stakeholders and partners. Gender Links takes 
work place bullying very seriously. 

213. 
and psychological health. Failure to take steps to manage the risk of workplace bullying can 
result in a breach of Health and Safety laws. 

214. Workplace bullying can occur wherever people work together and in all types of workplaces. 
It is best dealt with by taking steps to prevent it from occurring and responding quickly if it 
does occur. The longer the bullying behaviour continues, the harder it becomes to repair 
working relationships and the greater the risk is to health and safety. 

Definition of workplace bullying 

215. Examples of behaviour, whether intentional or unintentional, that may be workplace bullying 
if they are , and include but 
are not limited to: 

 abusive, insulting or offensive language or comments 
 aggressive and intimidating conduct 
 belittling or humiliating comments 
 victimisation 
 practical jokes or initiation 
 unjustified criticism or complaints 
 deliberately excluding someone from work-related activities 
 withholding information that is vital for effective work performance 
 setting unreasonable timelines or constantly changing deadlines 
 se  level 
 denying access to information, supervision, consultation or resources to the detriment of 

the worker 
 spreading misinformation or malicious rumours, and 
 changing work arrangements such as rosters and leave to deliberately inconvenience a 

particular worker or workers. 
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216. Gender Links is aware that workplace bullying can be carried out in a variety of ways 
including through verbal or physical abuse, through email, text messages, internet chat 
rooms, instant messaging or other social media channels. In some cases workplace bullying 
can continue outside of the workplace. 

217. Workplace bullying can be directed at a single worker or group of workers and be carried 
out by one or more workers. It can occur: 

 sideways between workers 
 downwards from supervisors or managers to workers, or 
 Upwards from workers to supervisors or managers. 

218. Workplace bullying can also be directed at or perpetrated by other people at the workplace 
such as clients, patients, students, customers and members of the public. Everyone at 
Gender Links has a work health and safety duty and can usually help prevent workplace 
bullying. The following table sets out the various duties in relation to workplace bullying as 
outlined by Gender Links. 

219. Gender Links ensures that the risk of workplace bullying will be minimised by taking a pro-
active approach that involves: 

 early identification of unreasonable behaviour and situations likely to increase the risk of 
workplace bullying occurring 

 implementing control measures to manage the risks, and 
 monitoring and reviewing the effectiveness of the control measures. 

Controlling the risks 

 Gender Links manages the risk of bullying by creating and promoting a positive work 
environment where everyone is treated fairly and with respect. A combination of control 
measures aimed at the organisational level and at individual behaviours have been put in 
place: 

Gender Links senior management commits to identifying, preventing and responding to 
workplace bullying as one of the key factors for preventing unreasonable behaviour and 
managing psychological risks. This helps to send a clear message to staff that the 
organisation is serious about preventing workplace bullying and contribute to a positive 
workplace culture where unreasonable behaviour is not tolerated. 
Managers can demonstrate commitment in various ways including by: 

 modelling respectful behaviours at all times 
 developing and implementing a bullying policy which clearly identifies the expected 

behaviours and consequences of not complying 
 dealing with unreasonable behaviour as soon as they become aware of it 
 ensuring that reports of bullying are taken seriously and properly investigated, and 
 consulting with junior staff and interns. 

 

Gender Links has set and enforced clear standards of behaviour through the code of conduct 
in the Human Resources Policy that outlines what is and is not appropriate behaviour and 
what action will be taken to deal with unacceptable behaviour. It can apply to all behaviours 
that occur in connection with work, even if they occur outside normal working hours. The 
standards of behaviour should also include a reference to reasonable management action. 


