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VISO WORKPLACE HARASSMENT POLICY 
 
 

This  has been extracted directly from VISO’s human resource manual.  
 

8.0 Policy Statement 
 

(a) VISO values and upholds the human dignity and rights of all its employees, volunteers or students 
who are in placements and is committed to creating an environment that protects the employees, 
volunteers or student on internship from any form of harassment. VISO shall not tolerate any form of 
harassment which disrupts, or interferes with another’s work performance or which creates an 
intimidating, offensive, or hostile environment. 
 

(b) VISO management requests and expects the cooperation of every employee, volunteers or students on 
placements in realizing this goal. It is the responsibility of all employees, volunteers and students on 
placements to take appropriate action to eliminate harassment. 
 
 

8.1 Scope and Application  
(a) This policy against harassment applies to all local and international employees, temporary staff, 

volunteers and students on placement in VISO. It however does not replace or supersede an 
individual’s rights and remedies under the law. Confidentiality shall be observed in all instances and 
at all the levels of the organization. 
 

8.2. Definition of Harassment  

(a) For the purpose of this policy, harassment means unacceptable behavior towards an individual, that is 
abusive in nature or unreasonable, unwelcome, offensive and usually continuous or persistent or when. 
 

(b) Such conduct has the purpose or effect of unreasonably interfering with an individual’s, job 
performance or employment by creating an intimidating, hostile or offensive work environment. 

 
(c) Submission to such conduct is made explicitly or implicitly a term or condition of an individual’s 

performance evaluation or employment. 
 

(d) Submission to or rejection of such conduct by an individual is used as the basis for employment or 
decisions affecting such individual. 

 

8.2.1 Manifestation of Harassment  

(a) Harassment manifests itself in many forms. This behavior may include but it is not limited to the 
following; 
 

i. Conduct directed at an individual based on the individual’s gender, race, ethnicity, religion, sex, 
HIV/AIDS antibody status, age, or disability that are abusive in nature or unreasonable, 
unwelcome, offensive. 

ii. Patting, Pinching or other unwanted touch of another’s body or unwanted body contact. 

iii. Physical assault  

iv. Enforced sexual attention  

v. Leering or ogling  

vi. Uninvited letters, emails, and telephone calls. 

vii. Inappropriate and offensive sexual advance  



viii. Coercion of sexual activity by threat or punishment  

ix. Sexual crimes, including rape and attempted rape or sexual assault. 

 

8.2.2 Verbal Harassments  
(a) Verbal harassment shall take but not be limited to the following forms; 

i. Offensive comments or jokes directed at an individual, based on the individual’s gender, race, 
ethnicity, religion, sex, HIV/AIDS antibody unwelcome, offensive. 

ii. Unwanted persistent sexual demands from another. 

iii. Sexually degrading words, verbal abuse of a sexual nature, teasing, jokes or questions, use of 
obscene language intended to embarrass. 

iv. Sexual remarks, flirtations, graphic or suggestive comments about a person’s body, clothing or 
behavior. 

v. Uninvited pressure for dates  

vi. Solicitation of sexual favors or other sexually related behavior by promise of rewards. 

8.2.3 Non-verbal harassment  
(a) The non-verbal harassment shall take but not be limited to the following forms; 

 
i. Irresponsible sexist behavior, e.g. violation of individual privacy  

ii. The display in the workplace of sexually suggestive objects, magazines, cartoons, pictures-
including nude photographs, videos or films 

iii. The display in the workplace of poster material, writings which are sexist, racist, or offensive 
to disabled people. 
 

(b) The above list though not exhaustive, provides examples of what can constitute harassment. There 
may be other more subtle behavior, which will be perceived to be harassment by the recipient and 
which may be open to further investigation on complaint. 
 

8.2.3    Context for Investigating and Resolving Harassment  
(a) VISO takes allegations of harassment seriously, management shall respond promptly to complaints of 

harassment and where it is demonstrated to satisfaction that such harassment occurred, management 
shall act promptly to eliminate the harassment and impose such corrective action as is necessary, 
including disciplinary action or dismissal where appropriate. 

(b) A single incident of behavior would not usually be considered to constitute harassment, particularly if 
the behavior stops when the alleged harasser’s attention is drawn to how the behavior is affecting 
another individual or group. 

(c) The implication follows on from the persistent aspect of the behavior that the alleged harasser is likely 
to be conscious, or have some knowledge of his/her behavior. 

(d) A single incident may amount to an action deemed as harassment, where the single action or incident 
could be considered to be gross misconduct. 

(e) Allegations concerning behaviour/conduct that subsequently is not considered to fall within the scope 
of the harassment definitions above are not precluded from being dealt with under the normal 
disciplinary procedure and investigated as potentially being breaches of other conduct rules or set 
standards. 

8.2.4 Line Manager’s Responsibilities in Situations of Harassment  



(a) Line managers have an essential role in implementing this policy only in dealing promptly with 
complaints of harassment but in taking active steps to create an environment where harassment is not 
tolerated and where all individuals are treated with respect and dignity, by maintaining the workplace 
free of any form of harassment.  

(b) Line managers responsible for setting examples and standards of behavior in the work place. They are 
required to ensure that the staff they line manager are aware of their responsibility not to harass other 
employees. 

(c) No line manager is to threaten or insinuate, wither explicitly or implicitly, that and employee’s refusal 
or unwillingness to submit to harassment will affect the employee’s terms and conditions of 
employment. They are required to treat staff and colleagues with respect and dignity and not to harass 
colleagues and employees they line manage. 

(d) Line managers shall be responsible to develop appropriate training programs to assist with the 
implementation of this policy. 

(e) In order to ensure all employees are fully aware of VISO policy on harassment and of the appropriate 
procedure for dealing with it, a basic introduction by the Departmental Directors shall be given to all 
managers and employees through team meetings. 

(f) The Human Resources/Administrator shall ensure that this policy is included as part of the induction 
for staff and volunteers joining the organization. Temporary staff should also be made aware of this 
policy and procedure when they commence employment with VISO. 

(g) Line managers shall be responsible for applying the procedure for dealing with complaints/grievances 
as detailed below, and for liaising with the Human Resources/Administrator in applying with 
disciplinary procedure as appropriate. 

(h) Line managers shall be responsible for applying the procedure for dealing with complaints/grievances 
as detailed below, and for liaising with the Human Resources/Administrator in applying the 
disciplinary procedure as appropriate. 

 


