Anti-Bullying and
Harassment Policy

Updated July 2019




Contents

INEPOAUCTION. ... e e e e s e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e aaeaaaeaaaaaaaaaaans 3
POLICY STAtEMENT.......eeiiiiie s s e e e e e e e e e e e e e eeaeaeaenenns 3
Yol o ] 1T OO OPRPPPN 3
WAt IS BUIIYING? ... et e e e e et e e e et e e e s tae e e s tteeeeseaaeeesenannns 3
What is harasSmMENt?...........uuiiiiiiiiiiiiiiiiiii s e e e e e e e e e e e e e e e eeens 4
SEANAANAS ... 4
Responsihilities of everyone invalved . ... 5

LT LT L] [T T=C- 3PP 6



Introduction

Everyone workingin AIB has the rightto be treated with dignity and respect. The bank believesin
providing aworkplace that supports our people to be at their best and make a positive contribution
to what we do.

Policy Statement

AlIBis committed to ensuringthat our organisationis free fromall forms of bullying, harassment, or
associated behaviour. All employees should be protected from bullying or harassment from
colleagues or customers, they should neverfeel intimidated, degraded, or humiliated, orsuffer
hostility within the workplace.

If you experience bullying or harassment behaviours Itisimportant thatyou act as soon as possible
by eithertalkingtothe alleged wrongdoer orto any people leader who may be able to help. If the
behaviouris continues thenyou should escalate your complaint*as soon as possible.

Whetherthe behaviouris bullying or harassment, the intention of the wrongdoerisirrelevantand
the fact that the wrongdoerhad no intention of bullying/harassing afellow employeeis no defence.
Itisthe effect of the behaviouronthe personthatisimportant.

If you make a complaint, you have the banks assurance that the complaint will be treated with
fairness and sensitivity and in as confidential amanneras possible.

Scope

Allthose working eitherin orfor AIB and forms part of our Code of Conduct framework.
This policy relates to any unwelcome behaviour, regardless of where it happens, beitin the
workplace orat any work-related event such as meetings, conferences, training or work-related

social events organised by the bank, whether held atyour place of work or off-site.

What is Bullying?

It isrepeatedinappropriate behavioureitherdirect orindirect, whether verbal, physical or other. It
can be conducted by one or more persons againstanotheror others. It can occur at the place of
work and/or in the course of employment. Anisolated incidentis not considered bullying, unlessit
takes place through a social mediachannel.

Legitimate, constructive and fair criticism of your performance or behaviour at work by management
isnot bullyingaslongasyou are treated with dignity and respect.

Bullying manifests itself as various types of behaviour. Some examples of these behavioursinclude:

=  Humiliation;

= |ntimidation;

= Verbal orphysical abuse, including threats;
= Victimisation;

= Exclusionandisolation;



= Intrusionthrough pestering, spyingorstalking;

= Settingunreasonable assignments or duties which are obviously
unfavourable toindividual(s);

= Settingimpossibledeadlines orimpossible tasks.

What is harassment?
|

Harassment and sexual harassmentincludes any form of unwelcome behaviourthat occursin the
course your employment that causes you distress, disruption, offence. Harassmentis any form of
behaviourwhichis unwelcome such as;

Unwanted physical conduct
Unwanted verbal conduct
Unwanted non verbal conduct
Sexual harassment
Victimisation
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(asingle suchincidentcanbe construed as harassment)
This policy covers harassment based on any of the following characteristics.

o Thereare nine characteristics: gender, age, civil status, family status, sexual
orientation, disability, race, religion or beliefs, membership of the traveller
community, genderreassignment / sex and membership of atrade union. It applies
evenifthe persondoesnotactually possess any of these characteristics.
(Thislistincludesthe grounds of discrimination and characteristics as defined In
boththe Irish and UK Equality Acts)

Click here for more information

Standards
|

o We areall responsible for making sure that we have a work environment free from
bullyingand harassment. Itisimportant nottoignore any suchissues that concern
you and to speak to a memberof managementimmediately.

o Complaintsof bullying/harassment can be raised informally in the firstinstance,
eitherthrough speakingtothe alleged wrongdoerorto any people leader.

o Shouldtheinformal procedure notresolve the issuethen formal procedures can be
invoked. (see supporting information for procedural information)

o Inasfaras possible all allegations, discussions and investigations will be treated in
the strictest of confidence and ona need to know basisonly.

o TheBank will investigate reports thoroughly, objectively and with sensitivity and
take appropriate action on a timely basis.

o Anyoneinvolvedinaninvestigation, e.g. complainant, alleged wrongdoer, or
witness, is expected to co-operate with the investigation.

o Allpartiesinvolvedinaninvestigation must maintain absolute confidentiality.

In the interests of natural justice, the alleged wrongdoer willbe made aware of any
complaints made againstthem.


https://aibintranet.aib.pri/business/HR/Pages/Click%20Here%20Harassment%20further%20information.aspx
https://aibintranet.aib.pri/business/HR/Pages/Anti-Bullying%20and%20Harassment%20Policy.aspx#Standards

o Anyoneinvolvedinaninvestigation hasthe rightto be accompanied orrepresented
at any meeting/ discussion, by an employee representative (i.e. awork colleague or
arecognised Trade Union representative) *.

o Mediation can be employed atany stage of the informal orformal process and may
be encouraged by the bank if it will supportyouinreachinga resolution.

Whatis mediation?Itis a facilitated process where issues are communicated and
negotiated. The goalis to reach a mutually acceptable solution. If mediation is used
then the Bullying/Harassment procedures are suspended for the duration of the
mediation process (if mediation doesn’t’ work then the aggrieved party can re-start
the bullying/harassment procedures.)

o Provencomplaints of bullying or harassment may be grounds fordisciplinary action
up to andincluding dismissal.

o Anyindividualfoundto have made a knowingly false allegation of
bullying/harassment, or any individual who knowingly supports afalse claim,
including witnesses, may be subject to disciplinary action.

o Bullyingbyotherssuch as non-employees, clients, customers and business contacts
will not be tolerated and may lead to sanctions such as termination of contracts,
suspension of services, or exclusion from bank premises.

o Bullying Complaints should be raised as quickly as possible and must be raised within
6 months of incidents taking place. In exceptional circumstances a 12 month time
limit may apply, subject to the discretion of the Head of HR.

o Harassment Complaints should be raised as quickly as possible and must be raised
within aperiod of three months afterthe harassmentincident(s), to facilitatea
timely investigation.

o Thestatutory rights of all involved in this process will remain unaffected.

*Note- A bullyingand harassment complaint differs from agrievance compliantin
that grievances are about rights/entitlements whereas bullying/harassment
complaints are about “repeated unwelcome behaviour”.

* If your representativeis unable to attend ahearing, a postponement of up tofive
days will be allowed so yourrepresentative can be present. Where thisis not
possible you must be represented atthe re-arranged hearing by an alternative work
colleague or Union representative.

Responsibilities of everyone involved
|

o PeopleLeaders- All of usin positions of authority have a particular responsibility to
ensure that bullyingand/or harassment does not happen and that complaints are
addressed speedily. (seesupporting information for more information)

o Employees-As employeeswe should all contributeto achievingan environment
free of bullying or harassmentand we should reportanyincidents on atimely basis.

o Complainant- If youare bullied orharassed, itisimportant that you note the details
of the incidents, including noting any witnesses who may have been present, and
that you report any incidents quickly.

o Alleged Wrongdoer - If someone speaks toyou and indicates thattheyfeel thatyour
behaviourisinappropriate, you should listen to whatis being said. Considerit



calmly and if applicable change your behaviour. (see supporting information for
more information)

o Witness- If you are identified as a witness to a complaintyou may be asked to
provide astatement. Noinformation willbe kept on file regarding your participation
inthe case.

Guidelines
|

o Ifyoucan, youshouldspeaktothe personresponsibleinthe firstinstance.

o Ifyou are notcomfortable speakingdirectly tothe alleged wrongdoerthen you can
talkto eitheryourPeople Leader (orany other people leader) orthe Workforce
Performance Teamin HR Direct for advice.

o ThePeople Leaderinvestigating the case may contact the Workforce Performance
Team in HR Direct foradvice and supportat any time.

o The processfor raisinga complaint both informally and formally are detailed in the
supporting information.

o Anyoneinvolvedinaninvestigation can seek advice on a confidential basis from
theirPeople Leader, the Workforce Performance Teamin HR Direct or from their
Trade Union Representative.

o Both the complainantandalleged wrongdoer have the rightto appeal any course of
action determined by AlBresulting from the investigation and subsequent finding.

o OurEAPphoneline cangive youfree,independent emotional supportatanytime,
on a confidential basis, Please contact:

* In ROl the numberis FREEPHONE 1800 200 314

* In UK the numberis 0800 243 458

= Qutsidethe UKthe numberis+44 (0) 20 8987 6550
* Email: assistance@workplaceoptions.com

*  Website: www.workplaceoptions.com

Useful Information; Workforce Performance Team contactinformation Ext 26640

Policy Implementation date: | 12.03.2015

Last updated with changes: | 01.07.2019

Policyisreviewed: If changes required by legislation or the business

Policy Owned by: Head of Governance & Regulation, HR
This policy replaces any previous policies addressing bullying and harassment and complies with all
codes, legislation and regulationsin all the jurisdictions in which we operate.
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