
Dignity and Respect
Croeso - Welcome



DOMESTICS

• Fire Procedures & Exits

• Smoking

• Mobile phones

• Facilities & Breaks

• Any Special Requirements



Introductions

WHAT WORKS FOR YOU?

• Name

• Job role and location

• Your favourite food



Dignity & Respect
Course Aim

The aim of this programme is to increase your awareness of:

• Bullying & Harassment – the various forms it can take, the 
effect it can have and how to challenge and report it

• The protected characteristics identified in the Equality Act 
2010, and how unconscious bias affects our judgements, 
behaviours and reactions.



Course Objectives

• Understand what constitutes Bullying & Harassment

• Appreciate why we have a Dignity at Work Policy

• Realise the impact of Bullying & Harassment

• Gain an understanding of the context of the Equality Act 

• Increase awareness of equality issues and how they relate 
to Bullying & Harassment and Dignity at Work

• Gain confidence to challenge inappropriate behaviour & 
language

• Know where to go for further advice and assistance



Equality Act 2010
The Protected Characteristics

• Age

• Disability

• Gender (sex)

• Gender reassignment

• Marriage & civil partnership

• Pregnancy & maternity

• Race

• Religion & belief

• Sexual orientation 



What are we talking about? 

What is your understanding of…
Harassment
Bullying
Dignity



The definition of harassment 
adopted by WG

‘Unwanted conduct affecting the dignity of men and 
women in the workplace. It may be based on age, 
sex, sexual orientation, gender reassignment, race, 
colour, nationality, ethnic origin, association with a 
minority, language, disability or medical condition, 
religion or belief, trade union membership or lack of 
it, domestic circumstances, property, birth or other 
status or personal characteristic of the individual and 
may be persistent or even in some cases an isolated 
incident.’



The definition of bullying 
as defined by WG

‘Persistent unacceptable behaviour (or a single 
grossly unacceptable act) by one or more 
individuals working in the organisation 
against one or more other employees, where 
the behaviour is perceived by the person(s) 
experiencing it to be offensive, abusive, 
intimidating, malicious, insulting or involving 
an abuse of power.’



Dignity

Used in moral, ethical, and political discussions 
to signify that a being has an innate right to 

respect and ethical treatment... 



Why is this protection needed? 

Example: Britain’s lesbian, gay and bisexual
employees have been protected from
homophobic discrimination and
harassment in the workplace since 2003.

However, in the last five years 2.4 million
people of working age still said they 
had witnessed verbal homophobic
bullying at work.

Source: Stonewall Workplace Guide



Dignity at Work
We do not tolerate harassment or bullying of any members of staff.   

Harassment could be:

• Unwelcome comments or jokes;

• Stereotypical assumptions, e.g. that all gay men are HIV-positive; all Asian      
people have arranged marriages;  all disabilities can be seen;  

• Intimate questioning about an individual’s personal or sexual life or genitalia

• Assumption that everyone is heterosexual; and

• Physical abuse or intimidation.

All Managers are responsible for:

• Ensuring that staff are aware of the Dignity at Work Policy;

• Handling all complaints sensitively and confidentially;

• Reporting all complaints to the HR Case Officers for monitoring purposes;

• Treating any complaints seriously and without bias;

• Acting promptly and fairly to both parties when attempting to resolve a 
complaint.



Language, stereotypes & assumptions

• What sort of assumptions do we make about 
colleagues and/or customers?

• What stereotypes do we hold about different 
people?

• What experience have you had of these as a 
customer?



Mind your language!

• We’re all different – Diversity 

• You can’t guess what people’s likes & dislikes are

• Impact of language we use

• Be mindful of other people



Banter

How would you describe it to 

someone who’s never heard the 

word before?



Banter

The playful and friendly exchange 

of teasing remarks 

- Oxford English Dictionary



R-E-S-P-E-C-T

• What does it mean to you day-to-day?

• What do you expect?

• How do you show it?



Check & Challenge

• Inappropriate behaviour or language

• What do you do?

• How do you go about it?



Challenging inappropriate behaviour

• Behaviour

• Effect

• Need



Faith & Sexual Orientation

• Religious belief cannot be used to justify behaviour 
that contravenes WG’s Equality & Diversity or 
Bullying & Harassment policies

• Staff are entitled to their own private views about 
LGBT people but they must treat all colleagues, 
clients and service users with dignity & respect

• Language or behaviour that discriminates against

people of faith is prohibited in just the same way



Multiple Discrimination
• Most of us don't belong to one community but several. We 

have multi-faceted identities - being Black and gay, or disabled 
and transgender and a woman.

• The different aspects of our identity are a source of pride and 
strength. But they can also make us the target of prejudice on 
more than one level. For example, a Black gay man might 
experience homophobia from some parts of the Black 
community, racism from some parts of the gay community, 
and racism and homophobia from everyone else! This is 
known as multiple discrimination.



Unconscious Bias



Unconscious Bias

Favouring people who look, sound or act like us 
– without realising we’re doing it.

“We’re all affected by unconscious bias to some 
degree or other. While our prejudices may 

vary, we’re all the same in having prejudices.” 
Prof. Binna Kandola



Unconscious Bias



Case Studies



Case Study 1

The LGBT employee group send an email 
inviting members to their next meeting. A 
member of your team says “Why do they need 
a special group? We don’t have a straight 
employees group.” 

A colleague responds “You know them gays, 
they like to get together and feel special. It has 
to be all in your face.”



Case Study 2

A female member of staff asked her line manager for 
time off work as her partner is having a child. The 
line manager informs her that she cannot take 
paternity leave as it is for men only. 

• What do you think of this advice?
• How do you think the response makes the member 

of staff feel?
• How could this situation be managed better?



Case Study 3

It comes to your attention that a member of 
your team who is openly gay, has been using 
the accessible toilet rather than the men’s.



Case Study 4

In a one-to-one catch up, you ask your 
employee how they are settling into their new 
office. They respond “I’m a bit uncomfortable 
because the person who sits next to me is a 
lesbian and there is a picture of her and her 
partner holding hands on her desk.”



Case Study 6

A member of staff is told by a colleague that 
bisexual people “just cannot make up their 
minds” and that “they are really gay and just 
aren’t brave enough to admit it.” 

• As a manager, how would you deal with this 
situation under the Dignity at Work policy?



Case Study 7

You have noticed that a member of your team has 
recently been distracted in work. You ask for a 
private meeting where he confides that he is gay. He 
is relieved to have finally told someone and would 
like your help with coming out to colleagues. 

• How, as a manager, would you handle this situation?



Case Study 8

• Anne-Marie describes (Hunt & Fish, 2008, p12) a complex situation:

• "I am a black lesbian mother and I suffer from clinical depression. I am 
isolated because of the different levels of discrimination due to my race, 
sexuality, mental health problems and single mother status.  Health 
workers tend to take the culturally sensitive approach and will expect me 
to fit in the black community who are often homophobic as most family 
help is centred around religious organisations.  If they know my sexuality 
they may feel LGBT organisations are appropriate but none deal with the 
combination of mental health, families and race.  My own family believe 
homosexuality is a result of mental illness."

• How can you ensure you don't make the kinds of assumptions Anne-Marie 
describes having experienced?



Case Study 9

• Deborah had just started work as an administrator and is 
currently on her probation period when she discovered she 
was pregnant. She was advised by a colleague not to tell 
anyone straightaway as her Senior Manager would be upset.

• You as a Line Manager have overheard of Deborah’s 
pregnancy on the grapevine and are now concerned about 
her wellbeing.  What would your advice be to Deborah? 



Case Study 10

• Your team arranges a night out at a local bar 
and hasn’t invited one team member who 
they know is observing Ramadan.  

• As a Line Manager, how would you tackle this 
situation?



Case Study 11

• Your team are aware that a colleague is 
undergoing gender reassignment from male to 
female.   One colleague has come to speak to 
you, asking why this person is using the 
female toilets.  



Case Study 12

• A member of your team has just turned 60 
years old and has arrived at work to find their 
desk decorated in ‘60 Today!’ banners and 
balloons.  They work in a large open-plan 
office and everyone saw the decorations.  The 
individual walks into the office and is visibly 
upset and walks away.



Case Study 13

• A Line Manager has excluded a member of 
staff from a training programme.  When the 
individual asks, her Line Manager tells her that 
she will not receive any more training because 
“......at your age you will be retiring soon 
anyway!”.



Case Study 14

• A team member has asked to observe a 
religious festival and requires a number of 10 
minute breaks throughout the day to pray. 
Another team member is overheard saying “I 
hope she has to sign out like we have to when 
we take a cigarette break!!”.



The Benefits

• Make the most of a diverse workforce

• Increase productivity

• Retain talented staff

• Improve services

• Comply with the law



Sources of support available

For further guidance and advice, visit the Equality & 
Diversity pages on the Intranet.

You can also get more information and support from:

• HR Equality in the Workplace Team – resource for 
support and advice for staff

• HR Case Officers and Business Partners – deal with 
HR policies that supports staff



Diversity Networks
Disability Awareness and Support (DAAS)

• This group is a support network for disabled staff as well as 
providing support to Welsh Government policy makers.

The Minority Ethnic Staff Network (MESN)

• MESN is the network for staff from minority ethnic backgrounds. 
The network actively seeks to support its members to achieve their 
full potential; to contribute to making their experience of working 
for the Welsh Government one that positively benefits our 
communities as well as helping to develop individual learning. We 
promote a zero tolerance position towards racism.



Diversity Networks
Women's Network (Women Together)

• Women Together, the Welsh Government women's network is an inclusive 
network for men and women working at all levels of the organisation. Through the 
range of events and activities hosted, the network aims to provide opportunities to 
help individuals to fulfil their potential through connecting, learning and sharing 
with others.

PRISM 

• The PRISM Network is the Welsh Government's sexual orientation and gender 
identity staff network that supports staff who identify as lesbian, gay, bisexual, 
trans or gender variant.  We work in partnership with the organisation to create a 
safe, inclusive and diverse working environment that encourages a culture of 
respect and equality for all in order that everyone can reach their full potential 
without fear of discrimination. 

• The network provides confidential advice, support and developmental 
opportunities, as well as offering social networking opportunities for members



Takeaway Time –

what are you going to take away with 

you from today?

Something positive I can do to reduce Bullying & Harassment is… 

Something positive I can do to promote equality……



Course Objectives

• Understand what constitutes Bullying & Harassment

• Appreciate why we have Dignity at Work as a policy

• Realise the impact of Bullying & Harassment

• Gain an understanding of the context of the Equality Act 

• Increase awareness of equality issues and how they relate 
to Bullying & Harassment and Dignity at Work

• Gain confidence to challenge inappropriate behaviour & 
language

• Know where to go for further advice and assistance



DIOLCH YN FAWR
THANK YOU


