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AIM AND REMIT OF THE POLICY 

1. This policy covers all those working in chambers, visiting chambers and 
providing services to chambers. It covers, amongst others, tenants, 
probationary tenants, pupils, members of staff and instructing solicitors. 

2. Red Lion Chambers is committed to providing a work environment in which all 
individuals, clients and the public are treated with dignity and respect. Red 
Lion Chambers is determined to promote a work environment in which 
everyone is treated equally and with dignity and can flourish. This Dignity at 
Work and Prevention of Harassment policy is a central plank of Chambers’ 
commitment and will be applied rigorously. 

DIGNITY AT WORK AND PREVENTION OF HARASSMENT 

3. The aim of this policy is to promote and provide a safe environment for 
everyone who is associated with Chambers, or who may come into contact 
with its members of staff, ensuring that they can work without hindrance, 
achieve their potential, socialise with dignity and respect from others and 
flourish professionally. Another aim of this policy is to prevent harassment and 
bullying at work, provide guidance to resolve any problems should they arise 
and prevent recurrence. Chambers is under an obligation to implement the 
policy and to take corrective action to ensure compliance with it. Training will 
be provided as appropriate. 

4. Red Lion Chambers aims to achieve this through: 

 offering guidance as to what is and is not unacceptable behaviour in 
chambers; 

 taking appropriate practical steps to reduce the chances of 
harassment, bullying or other inappropriate behaviour occurring;  

 providing an effective, appropriate and user-friendly system for raising 
concerns about inappropriate behaviour; 

 taking effective steps to address incidents of inappropriate behaviour 
and to deal with perpetrators of the same in an appropriate, fair and 
proportionate way;  

 offering practical support for those who feel they may have been 
targeted by inappropriate behaviour; and  

 ensuring ongoing review, reappraisal and improvement of the policy for 
maximum efficacy. 

5. This policy applies to and may be used by all who work in or at Chambers, 
including:  

 members of Chambers; 
 probationary tenants and pupils; 
 members of staff. 

Visitors to Chambers such as 

 clients, both lay and professional; 
 mini-pupils; and  
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 job/tenancy/pupillage applicants 
 should refer to the policy for Clients and Visitors accessed via the 
“Complaints” link on Chambers’ website. 

6. All persons shall be treated equally and fairly under this policy regardless of 
seniority or lack of it. 

7. In relation to employees of Red Lion Chambers, this policy does not form part 
of any employee’s contract of employment (or any contract with any 
contractor) and Chambers may amend it at any time or depart from it where 
considered appropriate. 

8. This policy applies to all Chambers – or Bar – related situations and events, 
including but not limited to: 

 the working day in Chambers; 
 at Court – including the robing room and the courtroom itself; 
 Chambers social events; 
 Chambers marketing events; 
 Circuit events; 
 Bar messes; 
 Bar Association events; 
 Inns of Court events; and  
 the aftermath of any such events. 

HARASSMENT  
9. All types of harassment, bullying and inappropriate behaviour are 

unacceptable at Red Lion Chambers. Harassment in any form will not be 
tolerated or condoned at Red Lion Chambers.  

10. Our policy is to  

 offer guidance as to the type of behaviour which may be considered 
inappropriate; 

 take appropriate practical steps to reduce the chances of such 
behaviour occurring;  

 resolve, informally and without blame, genuine misunderstandings and 
disagreements about whether such behaviour has occurred;  

 provide an effective, appropriate and user-friendly system for raising 
concerns about objectionable behaviour; 

 taking effective steps to address incidents of such behaviour and to 
deal with perpetrators of the same in an appropriate, fair and 
proportionate way;  

 offer practical support for those who feel they may have been affected 
by such behaviour; and  

 ensure ongoing review of the policy. 
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11. Unlawful harassment is defined by the Equality Act 2010 as any unwanted 
conduct, whether verbal or otherwise, of a sexual nature or related to gender, 
sexual orientation, gender reassignment, race, religion or belief, age or 
disability, which has the purpose or effect of violating another’s dignity or 
creating a degrading, offensive, humiliating, intimidating or hostile 
environment for them. In considering whether such conduct has this effect, it 
is necessary to take into account all of the circumstances, the perception of 
the other person and whether it is reasonable for the conduct to have had that 
effect.  

12. Unlawful harassment does not require a course of conduct – an isolated 
incident can amount to unlawful harassment.  

13. That a person may not have intended their conduct to be offensive does not 
preclude it from amounting to unlawful harassment. 

14. An incident does not have to fulfil the legal definition of “harassment” to be 
dealt with appropriately under this policy. 

15. Such behaviour may take many forms including: 

 Conduct which is unwanted by the recipient and is perceived as hostile 
or threatening; 

 Conduct which gives rise to a hostile or threatening work environment; 
 Conduct which creates an atmosphere in which it is feared that 

rejection or submission will be used as a basis for decisions which have 
an impact on the recipient at work such as an allocation of work or 
tenancy decision. 

16. While sexual harassment is defined in s.26 of the Equality Act 2010, Red Lion 
Chambers will not take an overly legalistic approach to allegations of sexual 
harassment and so an alleged victim’s concerns will not be dismissed out of 
hand because they may not fulfil the legal criteria. Allegations of sexual 
harassment are a serious matter and Red Lion Chambers will, as a matter of 
fairness and to uphold the integrity of the profession, treat the complainant 
and the alleged perpetrator justly.  

17. Bullying is offensive, intimidating, malicious or insulting behaviour involving 
the misuse of power that can make a person feel vulnerable, upset, 
humiliated, undermined or threatened. Power does not always mean being in 
a position of authority but can include both personal strength and the power to 
coerce through fear of intimidation.  

18. The following are examples of types of inappropriate behaviour which can 
include physical, verbal and non-verbal conduct and which may amount to 
harassment: 

 physical or sexual assault; 
 requests for sexual favours in return for career advancement;  
 unnecessary physical contact; 
 sexist, suggestive or sexual comments, “jokes” or “banter”; 
 sexual innuendo; 
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 sexist, sexual or offensive comments regarding someone’s 
appearance; 

 overly personal comments or over familiar behaviour, including 
questions about someone’s relationship, sex life or gender identity; 

 continued suggestions for social activity after it has been made clear 
that such suggestions are unwelcome; 

 racist, sexist, anti-LGBT+ or ageist jokes, or derogatory or stereotypical 
remarks about those of a particular ethnic or religious group, gender, 
gender identity or sexual orientation; 

 knowingly mis gendering someone; 
 offensive or intimidating comments or gestures; 
 insensitive jokes or pranks; 
 mocking, mimicking or belittling a person’s disability; 
 exclusion from social networks and activities or other forms of social 

isolation; 
 bullying of colleagues, especially junior colleagues including 

probationary tenants and pupils by intimidatory behaviour;  
 compromising suggestions or invitations; 
 staring or inappropriate/suggestive remarks or looks; 
 invading someone’s personal space; 
 sexual or offensive gestures; 
 inappropriate sexual advances or repeated unwelcome sexual 

advances; 
 inappropriate or unwelcome physical contact; 
 display of offensive materials, including on a computer screen; 
 displaying or sending pornographic or sexually suggestive pictures or 

written material; 
 initiating or continuing sexual contact with someone who is unable, for 

example, through drink, to give truly informed consent; 
 tasteless jokes or verbal abuse, including any sent by email; 
 offensive remarks or ridicule; 
 suggesting that sexual favours or a sexual relationship may result in 

favourable treatment, provide work opportunities or career 
advancement, or suggesting that refusing such may lead to less 
favourable treatment, the loss of work opportunities or damage career 
advancement; 

 dealing inappropriately or inadequately with complaints of harassment. 

Examples of bullying include: 

 shouting at someone; 
 being sarcastic towards, ridiculing or demeaning someone; 
 overbearing or intimidating levels of supervision; 
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 inappropriate and/or derogatory remarks about a person’s 
performance; 

 abuse of authority or power by those in positions of seniority; 
 deliberately excluding someone from meetings or communications 

without good reason. 

19. When considering whether a comment or action is appropriate or 
inappropriate the following questions may assist: 

 Would you say or do it to someone of a different gender to the person 
you are addressing? 

 Would you say or do it to someone of the same level of seniority as 
yourself? 

 Would you want someone else to say it to your spouse, child or sibling? 
 If in doubt, don’t do it. 

20. Chambers’ Equality and Diversity Committee [EDC] shall have responsibility 
for the implementation of this policy and anyone with any concerns regarding 
inappropriate behaviour and/or this policy should turn to the EDC for advice 
and information.  

CHALLENGING INAPPROPRIATE BEHAVIOUR, HARASSMENT AND 
BULLYING 

21. Everyone who works at Red Lion Chambers is encouraged to take steps to 
stop, deter and prevent harassment, bullying and inappropriate behaviour. 

22. Anyone who witnesses such behaviour directed at another, including hearing 
harassing or bullying comments, is encouraged to challenge it rather than let it 
pass (unless to do so would place themselves in danger). 

23. Anyone who witnesses such behaviour directed at another, including hearing 
harassing or bullying comments, is encouraged to bring it to the attention of 
the EDC, as set out below. 

24. Anyone who learns of such behaviour by another should encourage those 
involved to raise a concern with the EDC, informally or formally, as set out 
below. 

25. Any barrister who has reasonable grounds to believe that there has been 
sexual or other harassment by another barrister also has a professional duty 
to report it to the Bar Standards Board. To fail to do so is a breach of the 
Code of Conduct, unless they reasonably believe that the misconduct has 
already been reported to the BSB by someone else. If you are not sure 
whether an incident should be reported, or has already been reported, you 
can seek advice from the BSB or the Bar Council, or Chambers’ EDC. 
Guidance from the BSB, and a link to a form which can be used to report the 
misconduct to the BSB, can be found here: 

https://www.barstandardsboard.org.uk/for-barristers/reporting-serious-
misconduct.html and/or advice can be obtained from the BSB by calling them 
on 0207 611 1444 or from the Bar Council by calling their Ethical Queries 
Helpline on 0207 611 1307. 

https://www.barstandardsboard.org.uk/for-barristers/reporting-serious-misconduct.html
https://www.barstandardsboard.org.uk/for-barristers/reporting-serious-misconduct.html
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RAISING CONCERNS/COMPLAINTS 

26. Anyone who has been the target of inappropriate behaviour and anyone who 
has witnessed or learnt of such behaviour by another, is strongly encouraged 
to raise their concerns formally or informally within Chambers in order that 
appropriate support can be provided, and appropriate action taken. 

27. Chambers recognises that it takes courage to raise a concern about 
someone’s conduct and aims to make it easy and as stress-free as possible 
to do so. 

28. Concerns about someone’s behaviour can be raised formally or informally in 
accordance with the Chambers Procedure for Enforcing Standards policy. 
Confidential advice and support can be sought informally, with information 
and resources on wellbeing available here: 
https://www.wellbeingatthebar.org.uk/help-for-barristers/  

29. Whether a concern is raised formally, informally or anonymously, those with 
responsibility for dealing with concerns (in the first instance, the EDC in 
relation to tenants, the Employment Representative or Executive Officer in 
relation to members of staff and the ETC in relation to probationary tenants 
and pupils) shall 

 respond promptly 
 ensure confidentiality 
 listen to and discuss the concern 
 explain Chambers’ Dignity at Work and Prevention of Harassment 

policy and the Procedure for Enforcing Standards policy  
 discuss what outcomes the person raising the concern would ideally 

like 
 discuss which Chambers’ process – formal or informal – would be the 

most appropriate to achieve that outcome 
 explain what support Chambers can provide to the person raising the 

concern, or anyone else who appears to have been affected by the 
conduct in question 

 discuss the BSB reporting requirement (if appropriate) 
 agree a way forward that the person raising the concern is happy with, 

in so far as it is possible. 

ADDITIONAL PRACTICAL STEPS TO REDUCE HARASSMENT, 
BULLYING AND INAPPROPRIATE BEHAVIOUR 

30. Recognising that inappropriate behaviour is more common at events where 
alcohol is served, Chambers shall 

i. Consider the possibility of non-alcoholic/daytime networking events 
where appropriate 

ii. Seek to ensure that a good range of soft drinks is readily available at all 
Chambers functions where alcohol is served, that soft drinks are 
promoted equally to alcoholic drinks and that soft drinks are as easily 
available to all as alcoholic drinks; 

https://www.wellbeingatthebar.org.uk/help-for-barristers/
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iii. Seek to ensure that an appropriate quantity of food, bearing in mind the 
expected consumption of alcohol, is served at all Chambers functions 
where alcohol is served. 

31. Any person considered by either the Head(s) of Chambers, Practice Director 
or any member of Chambers involved with organising an event to have 
consumed too much alcohol at an event shall be asked to leave the event and 
it is expected that they shall do so promptly and quietly. 

32. Any person who, in the view of the Head(s) of Chambers, Practice Director or 
any member of Chambers involved with organising an event, consumed too 
much alcohol at an event may be asked not to attend a future event. 

PROMOTION  

33. This policy shall be actively promoted by the Head(s) of Chambers and all 
Head(s) of Chambers committees. 

34. This policy shall be available and easily accessible on the Chambers intranet 
and/or can be obtained from the EDC. 

35. Notices providing a summary of useful information regarding this policy shall 
be displayed in a range of readily visible and more discreet locations around 
Chambers such as to be easily available to all persons covered by this policy. 

36. This policy shall be circulated by email around the whole of Chambers at least 
annually and usually shortly before the start of the Christmas party season. 

37. A copy of this policy shall be provided to all new members of chambers, 
probationary tenants, pupils and members of staff as part of their induction 
process. 

38. This policy shall be appended to the Chambers Constitution. 

EFFICACY AND FEEDBACK 

39. As part of Chambers’ efforts to address harassment, bullying and 
inappropriate behaviour as effectively as possible, confidential/anonymous 
soundings and surveys will be carried out from time to time to assess the 
efficacy of this policy. 

40. All feedback on this policy and its enforcement through the Procedure for 
Enforcing Standards policy – both positive and negative – is welcomed and 
will be taken into account to inform amendments and improvements. Any 
feedback or comments can be provided to the EDC and will be treated 
confidentially if so requested. 

41. Where possible and appropriate, users of the policy will be asked to provide 
feedback on their experience of making use of this policy. 

42. Chambers EDC shall provide a report to the GMC annually (or as requested 
by the GMC) on the efficacy of this policy and its enforcement. 

43. This policy shall be carefully reviewed at least every 2 years by the EDC and 
amended as appropriate. 

This policy was last reviewed on 19th May 2020. 
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