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Creating a Respectful Workplace at Hillside View Holiday Park
Introduction: Upholding Our Values
Hillside View Holiday Park, situated within the scenic Bannau Brycheiniog National Park, is proud of its longstanding reputation for corporate responsibility, environmental care, and dedication to community values. These values should extend beyond our interactions with guests and the environment they must also shape how we treat one another within the workplace. In light of recent concerns raised in staff exit interviews, particularly among our kitchen staff, it has become clear that aspects of our internal culture require attention. Descriptions of a “toxic” working atmosphere, sexualised jokes, intrusive questions, and derogatory nicknames cannot be ignored (Chikhale, Duncombe and Larsen, 2025). While some may perceive these behaviours as mere “banter,” we must acknowledge the serious impact they can have on individuals and the wider organisational environment.
We are committed to cultivating a workplace where everyone is respected and where dignity is non-negotiable. The findings from the recent investigation compel us to act educating staff, challenging long-held assumptions, and reinforcing that harassment, in any form, is unacceptable (Sarkar, 2024).  As an organisation that faces ongoing recruitment challenges due to our rural location, staff retention is crucial. It is both a moral and business imperative to ensure that no employee feels they must leave their role due to mistreatment by colleagues.
Understanding Sexual Harassment: More Than Just Inappropriate Behaviour
Sexual harassment in the workplace is defined as unwanted conduct of a sexual nature that either violates a person’s dignity or creates an intimidating, hostile, degrading, humiliating, or offensive environment. This definition, outlined by the Chartered Institute of Personnel and Development (CIPD, 2024), emphasises the effect of the behaviour rather than the intention behind it. What matters is how the conduct makes the recipient feel not whether the perpetrator viewed it as a joke (Autor, Dube and McGrew, 2022). This distinction is crucial in helping staff recognise when behaviour crosses the line.

Examples of sexual harassment may include sexually suggestive remarks, uninvited physical contact, inappropriate comments about someone’s appearance, or the use of sexually explicit language. Even seemingly minor or one-off incidents can constitute harassment if they have a negative impact on the individual concerned. The Advisory, Conciliation and Arbitration Service (ACAS, 2024) underscores this point: a single act can meet the legal threshold for harassment if it is unwanted and offensive.

The impact of sexual harassment goes far beyond momentary discomfort. Research shows that harassment can lead to psychological distress, decreased job satisfaction, and long-term career damage. Victims may suffer anxiety, depression, and reduced self-esteem. In many cases, employees feel they have no choice but to leave their jobs to escape the behaviour (Feldblum and Lipnic, 2016). This not only harms the individual but also leads to increased staff turnover, loss of talent, and reputational damage for the organisation. Studies have consistently found that women are disproportionately affected by sexual harassment in the workplace (Fitzgerald and Cortina, 2018), adding a gendered dimension that organisations must take seriously.
Workplace Culture and the Normalisation of Harassment
The recent investigation at Hillside View revealed that certain behaviours within the kitchen team have become normalised. When sexually offensive language, intrusive questions, or degrading nicknames are treated as harmless “banter,” it creates a culture where unacceptable conduct is tolerated and even encouraged. This culture not only puts individuals at risk but erodes team morale and undermines organisational integrity (Solotoff and Kramer, 2025). 

Culture in the workplace is shaped by both leadership and long-standing habits. In family-owned or founder-led businesses, the founder’s personal values often heavily influence workplace norms (Tagiuri and Davis, 1992). While this can promote loyalty and shared purpose, it may also lead to a reluctance to challenge inappropriate behaviours that have been ingrained over time. In some family firms, researchers have identified a lack of professionalisation and weaker HR structures as potential risks (Gersick et al., 1997; Anderson et al., 2017).

At Hillside View, we must be vigilant to ensure that family-oriented values such as trust, loyalty, and informality are not misused to excuse inappropriate conduct. Respect must be at the heart of our organisational culture. To create a workplace that is truly inclusive, we must examine and challenge behaviours that have previously gone unchecked, even if they were once considered acceptable.
Legal Obligations and Recent Changes to Employment Law
Employers have a legal responsibility to prevent harassment in the workplace. Under the Equality Act 2010, it is unlawful to harass someone because of sex, race, religion, disability, age, or any other protected characteristic. 
The Act sets out clear definitions of harassment and victimisation and places duties on employers to protect their staff.
In April 2024, the Worker Protection (Amendment of Equality Act 2010) Act came into effect. This legislation introduces a new proactive duty on employers to take reasonable steps to prevent sexual harassment. It is no longer enough to react to complaints after the fact; employers must be able to show that they have implemented effective preventative measures. These include mandatory training, clear policies, and procedures for dealing with complaints. Employers who fail to take these steps may face increased liability in employment tribunals, with compensation awards rising significantly if a court determines that the organisation failed in its duty (Mitsakis, Hadjisolomou and Kouki, 2025).

Additionally, the legislation now recognises that third parties—such as clients or customers—can also be sources of harassment. This has particular implications for hospitality settings like Hillside View, where staff regularly interact with members of the public. Ensuring that all employees are protected and supported is not just a legal requirement—it is a reflection of our values (Beresford and Jeffery, 2024). 
Consequences for Staff Who Engage in Harassment
At Hillside View Holiday Park, we take a zero-tolerance approach to sexual harassment. This means that any employee found to have engaged in such conduct will face serious consequences. These may include formal disciplinary action, suspension, or termination of employment. In some cases, individuals may face legal proceedings, including personal liability for their actions.

The reputational consequences can also be severe. An individual found guilty of harassment may struggle to secure future employment and may face social or professional exclusion. More broadly, the organisation risks damage to its reputation, which can affect business viability, staff morale, and customer trust.

We do not issue these warnings to instil fear but to underscore the seriousness of the issue. Creating a safe and respectful workplace is essential for the well-being of every employee and for the success of the business (Turkoglu, 2025).
Changing the Narrative Around “Banter”
One of the most persistent challenges in addressing workplace harassment is the minimisation of harmful behaviour under the guise of humour. Statements like “it’s just a joke” or “everyone does it” are used to deflect accountability and silence those who speak up. This is particularly true in environments like kitchens, which are often high-pressure, fast-paced, and male-dominated.

While camaraderie and good humour are valuable in any workplace, they must never come at the expense of respect or inclusion. Humour that targets personal characteristics—such as someone’s gender, appearance, or sexuality—is not harmless. It reinforces power imbalances, marginalises colleagues, and contributes to a hostile work environment.

Employees must learn to distinguish between positive social interaction and harmful banter. Before making a comment or joke, consider whether it could make someone feel uncomfortable or unsafe. Ask yourself: Would I say this in front of my manager or a customer? If the answer is no, it should not be said at all (Siqueira and Teixeira, 2025).
Building a Culture of Respect: Everyone’s Responsibility
Creating a respectful culture is not solely the responsibility of HR or management. Every employee plays a crucial role in shaping the workplace environment. This includes speaking up when they witness inappropriate behaviour, offering support to colleagues who may be affected, and modelling respectful conduct at all times.

Reporting concerns is not an act of disloyalty—it is an act of courage and care for the well-being of others. Hillside View has mechanisms in place for reporting concerns confidentially. If you experience or witness harassment, you are encouraged to speak with your line manager, Human Resources, or a designated safeguarding lead. All reports will be handled sensitively and professionally (Behzadi Fard, Al-Amer and Dehghan, 2024).

We also encourage everyone to participate in training and education initiatives. Understanding what constitutes harassment, how to intervene safely, and how to support others are all key components of a respectful workplace.
The Critical Role of Staff Training and Open Dialogue
An essential pillar of creating and sustaining a respectful workplace is comprehensive staff training and ongoing education. Training provides employees with a clear understanding of what constitutes sexual harassment and inappropriate behaviour, empowering them to identify, prevent, and respond to incidents effectively (Blumell and Mulupi, 2025). Well-designed training programs help demystify complex issues, reduce stigma, and equip staff with practical tools to intervene safely and support their colleagues. Importantly, training fosters a common language and shared expectations about acceptable conduct, which is vital in dismantling cultures where harmful “banter” or silence have previously prevailed (CIPD, 2024).
Equally important is the encouragement of open, honest conversations about these topics. Talking openly about harassment helps to normalise reporting and removes the taboo that often surrounds such discussions. When employees feel safe to speak up whether they are victims, bystanders, or simply concerned observers it creates a climate of psychological safety that is foundational for cultural change (Edmondson, 1999). Silence, by contrast, can enable harmful behaviours to persist unchallenged, damaging individuals and the organisation as a whole.
At Hillside View, we are committed to making training a continuous process, not a one-time event. We aim to create spaces for dialogue, reflection, and learning, recognising that education is a shared responsibility that evolves as our workplace grows and changes. Through education and open communication, we empower every team member to be an active participant in building the respectful, inclusive environment we all deserve (Valland, Nordberg and Bjørkelo, 2024).
Our Ongoing Commitment to Change
Hillside View Holiday Park is more than just a business it is a community. Our staff are at the heart of what we do, and we are committed to creating an environment where everyone can thrive. We recognise that change takes time and effort. Addressing deep-seated cultural norms requires consistency, transparency, and open dialogue (Saungweme, Ngang  and Towl, 2024). 

We are not making these changes simply because the law requires it. We are making them because it is the right thing to do. Respect, dignity, and inclusion should be the foundation of every workplace. At Hillside View, we are committed to leading by example.
We will continue to invest in staff education, improve our policies, and strengthen our accountability measures. But most importantly, we need each of you our team members to be active participants in this journey. Together, we can create a workplace culture that not only meets legal standards but exceeds them. One where no one has to choose between keeping their job and feeling safe.
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