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Stefnuyfirlysing

Reykjavikurborg leggur fram azetlun um heilsuvernd par sem medal annars er
tekid a forvérnum og vidbrogdum til ad koma i veg fyrir og til ad bregdast vid
ef upp koma mal tengd einelti, areitni og/eda annad ofbeldi. Azetlunin felur i sér
verklag borgarinnar og skal Utfzerd fyrir hvert svid.

Reykjavikurborg tekur skyra afst6du gegn einelti, kynferdislegri areitni,
kynbundinni areitni og ofbeldi. [ starfsmannastefnu borgarinnar segir:
»Starfsmadur, sem med ordum, latbragdi eda atferli, 6gnar, truflar eda ograr
68rum & vinnustad, leggur starfsmann i einelti eda synir honum kynferdislega
areitni, telst brjota grundvallarreglur samskipta & vinnustad". Slik hegdun getur
leitt til dminningar og eftir atvikum starfsmissis.

Mannréttindastefna Reykjavikurborgar naer til fjogurra patta; Reykjavikurborgar
sem stjornvalds, sem atvinnurekanda, sem pjonustuveitanda og sem
samstarfsadila. Midar stefnan ad pvi ad allir starfsmenn njéti jafns réttar an
tillits til uppruna, pjédernis, litarhattar, trbarbragda, stjornmalaskodana,
kynferdis, kynhneigdar, aldurs, efnahags, &tternis, fétlunar, heilsufars eda
annarrar stodu.

Reykjavikurborg leggur dherslu & ad skapa og vidhalda starfsumhverfi par sem
gagnkvaem vir8ing, traust, heilindi og fagmannlegt vidmét er i havegum haft

i 6llum samskiptum. Til pess ad undirstrika paer dherslur hefur skyr stefna og
verkferlar verid settir fram sem felur i sér naudsynlegar adgerdir til ad koma i
veg fyrir og uppraeta hattsemi sem teljast ma einelti, areitni eda ofbeldi.

Rannsoknir hafa itrekad synt fram a alvarlegar afleidingar eineltis og areitni
fyrir heilsu og lidan. baer afleidingar geta komid fram sem andlegir og/eda
likamlegir kvillar eda breytingar i hegdun hja peim sem fyrir sliku verda. Einnig
hafa rannsoknir leitt i 1jos mikilvaegi pess ad bregdast fljott og markvisst vid
kvortunum um einelti, kynferdislega areitni, kynbundna areitni og/eda annad
ofbeldi & vinnustad.



Manifesto

Reykjavik City proposes a health care plan which addresses, among other things,
preventative actions to prevent and respond to possible matters of bullying,
harassment and/or other kinds of violence. The plan involves work procedures
devised by the city that shall be implemented for each department.

Reykjavik City has a clear stance on bullying, sexval harassment, gender-based
harassment and violence. The city’s employment policy reads: "An employee is
considered to be breaking the basic principles of conduct at the workplace if he:
uses words, gestures or behaviour to threaten, disturb or provoke another at the
workplace, or bullies or sexually harasses a fellow employee.” Such behaviour
may result in a warning or, depending on the situation, termination.

Reykjavik City’s human rights policy applies to the city’s four roles: Reykjavik
City as an authority, an employer, a service provider as well as a colleague. The
policy aims to guarantee that all employees benefit from equality with no regard
to their origins, nationality, skin colour, religious beliefs, political views, gender,
sexual orientation, age, economic situation, ancestry, disabilities, health or other
positions.

Reykjavik City emphasises the creation and maintenance of a working
environment where mutual respect, trust, integrity and professionalism in all
communication are paramount. A clear policy and work procedures have been
enacted to underline these factors. They contain the necessary measures to
prevent and eliminate behaviour that might be considered bullying, harassment or
violence.

Research has repeatedly shown the serious consequences of bullying and
harassment to a person’s health and well-being. These consequences can manifest
as psychological and/or physical ailments or changes in behaviour in those that
are victims of such conduct. Research has also revealed the importance of reacting
quickly and decisively to complaints of bullying, sexual harassment, gender-based
harassment and/or other kinds of violence in the workplace.



Stefna Reykjavikurborgar vegna eineltis, kynferdislegrar
areitni, kynbundinnar areitni og ofbeldis

Gildissvid og leidarljos

Stefna pessi gildir fyrir alla starfsmenn Reykjavikurborgar, hvort sem vinna
peirra fer fram i hUsnaedi borgarinnar eda annars stadar sem og adra sem
malid geta vardad sbr. reglugerd um adgerdir gegn einelti, kynferdislegri
areitni, kynbundinni areitni og ofbeldi & vinnustodum nr. 1009/2015, 3. gr. g li6.
Jafnframt gildir hun um 6l vinnutengd storf s.s. a radstefnum, namskeidum,
ferdalogum og 68rum félagslegum samkomum sem tengjast vinnustadnum.

Starfsmenn geta ordid fyrir einelti, kynferdislegri areitni, kynbundinni areitni og
ofbeldi baedi af halfu samstarfsmanna og peirra sem njéta pjonustu borgarinnar.

Reykjavikurborg lidur ekki einelti, kynferdislega areitni, kynbundna areitni og
ofbeldi a starfsstodum sinum og skuldbindur sig til ad:

¢ Tryggja og vidhalda heilbrigdu og 6ruggu starfsumhverfi fyrir
allt starfsfolk.

¢ Vinna ad forvérnum gegn einelti, kynfer8islegri areitni, kynbundinni
areitni og ofbeldi t.d. med fraedslu og vitundarvakningu.

e Bregdast skjott vid rokstuddum grun um einelti, areitni og ofbeldi a
vinnustodum borgarinnar.

¢ Vinna eftir samreemdum verkferlum og vidbragdsazetlun um
einelti, kynferdislega areitni, kynbundna areitni og ofbeldi, a faglegan
og ohlutdraegan hatt.

e Geeta jafnraedis og naergaetni i 6llum adgerdum.



Reykjavik City's policy on bullying, sexual harassment
and genger-based harassment and violence

Purview and Guidance

This policy is valid for all employees of Reykjavik City, whether their work is
confined to the city’s official workplace or elsewhere, as well applying to others
that this may concern (in accordance with regulation 1009/2015, article 3 section
g on bullying, sexval harassment, gender-based harassment and violence at the
workplace). It also applies to work-related activities, such as conferences, courses,
work-related travel and any other social gatherings connected to the workplace.

Employees may be victims of bullying, sexual harassment, gender-based
harassment and violence at the hands of fellow employees as well of those that
utilize the city’s services.

Reykjavik City does not tolerate bullying, sexval harassment, gender-based
harassment and violence from its employees and is committed to:

e Ensuring and maintaining a healthy and safe working environment for
all employees.

e Working on preventative measures against bullying, sexual
harassment, gender-based harassment and violence, for example by
way of education and awareness.

e Reacting quickly to well-founded suspicions of bullying, sexual
harassment, gender-based harassment and violence at the city’s places
of work.

e Making use of coordinated work procedures and a response plan in
a professional and unbiased way when dealing with bullying, sexual
harassment, gender-based harassment and violence.

e Being mindful of equality and tact in all actions.
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Skilgreiningar og birtingarmyndir eineltis, kynferdis-
legrar areitni, kynbundinnar areitni og ofbeldis

Einelti er siendurtekin hegdun sem almennt er til pess fallin ad valda vanlidan
hja peim sem fyrir henni verdur, svo sem med pvi ad gera litid Ur, m638ga, saera
eda ogna vidkomandi eda ad valda honum otta. Skodanaagreiningur eda
agreiningur vegna odlikra hagsmuna fellur ekki hér undir. (sbr. b. lidur. 3. gr.
reglugerdar nr. 1009/2015).

Almennt gildir ad til ad hegdun teljist einelti parf mynstur endurtekinnar,
litilsvirdandi eda neikvaedrar hegdunar og prounar samskipta ad vera til stadar
og valda vanlidan hja peim sem hun beinist ad.

Um einelti getur verid ad raeda hvort sem pad er dsetningur geranda edur ei.
Einelti getur falid i sér misbeitingu valds, 6formlegs eda formlegs sem meintur
polandi & erfitt med ad verjast. Tilfallandi arekstrar eda skodanaagreiningur

er ekki einelti eda areitni. Folk er misjafnt og pvi verdur ekki hja pvi komist ad
einn getur upplifad pad sem modgun eda otilhlydilega hattsemi sem annar
tekur ekki naerri sér. petta verdur ad hafa i huga pegar einelti eda areitni er til
umfjollunar.

Otilhlydileg hattsemi sem beinist gegn persénu starfsmanns og virdingu,
brytur gegn almennri sidferdiskennd og vidmidum um hvernig koma skuli
fram vid einstakling. Slik framkoma getur haft i fér med sér neikvaed ahrif a
einstaklinginn og jafnvel hopa starfsmanna.

Meta parf hvert tilvik og hverjar adstaedur & nakvaeman og hlutlausan hatt, &
grundvelli fyrirliggjandi stadreynda og upplysinga.

Hafa ber i huga ad einelti felur oft i sér marga samverkandi peetti. Einelti getur
m.a. falist i eftirfarandi ef um endurtekin atvik eru ad raeda:

e Szrandi eda modgandi athugasemdir gagnvart polanda, fjandskapur,
baktal og rogur eda Utilokun fra félagslegum og faglegum samskiptum.
¢ Ad nidurlaegja polandann eda gera hann ad athlzegi.



Definitions of bullying, sexual harassment, gender-based
harassment and violence and their manifestations

Bullying is constantly repeated behaviour that causes discomfort to those victim
to it by belittling them, insulting them, hurting them, threatening them or instilling
fear in them. This does not include differences of opinion or disagreements due to
conflicts of interest (in accordance with regulation 1009/2015 article 3 section b).

For behaviour to be considered bullying, a pattern of repeated, pejorative or
negative behaviour or communication must exist which causes discomfort in those
itis directed towards.

Actions may be considered bullying even if it is not the desired intent. Bullying may
include the formal or informal misuse of authority which the intended victim finds
difficult to defend against. Occasional conflicts or differences of opinion, however,
are neither bullying nor harassment. People are different and it is therefore
unavoidable that someone may experience something as an insult or improper
conduct which others may not take personally. This must be borne in mind when
dealing with bullying or harassment.

Improper conduct which is directed towards an employee’s character or dignity is
immoral and contradicts the standards of how to treat another human being. Such
behaviour may negatively affect individuals as well as have adverse effects on
groups of employees.

Each instance and circumstance must be evaluated in a precise and impartial
manner, relying on the available facts and information.

Given the fact that bullying often involves multiple contributing factors must also
be considered. If the case in question is a repeated instance, then bullying may
include:

e Hurtful or insulting comments, hostility, slander, libel or exclusion from
social or professional relationships.
e Humiliation or making someone the subject of ridicule.

11
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o Opegileg eda illkvittin stridni gagnvart polanda.

e Ad starf, haefni og verk polandans eru litilsvirt.

e Addraga Ur abyrgd og verkefnum polanda an malefnalegra skyringa.

e Misnotkun, t.d. med pvi ad neyda polandann til ad sinna endurtekid
erindum sem falla ekki undir starfsvid hans eda ad lata hann hafa of fa
eda of morg verkefni.

¢ Nidurlaeging eda audmyking, t.d. vegna aldurs, kynferdis, uppruna,
kynhneigdar, litarhattar, kynvitundar eda likamlegs atgerfis.

e Hundsun, Utilokun vinnufélaga, t.d. med pvi ad lata eins og peir séu ekki
a stadnum.

Kynferdisleg areitni er hvers kyns kynferdisleg hegdun sem er i 6pokk

pess sem fyrir henni verdur og hefur pbann tilgang eda pau ahrif ad misbjoda
virdingu viskomandi, einkum pegar hegdunin leidir til gnandi, fjandsamlegrar,
nidurlaegjandi, audmykjandi eda modgandi adstaedna. Hegdunin getur verid
or8bundin, taknraen og/eda likamleg (sbr. 4. lidur. 2. gr. laga nr. 10/2008 um
jafna stodu og jafnan rétt kvenna og karla). Almennt gildir um kynferdislega
areitni ad hun er i 6pékk pess sem fyrir henni verdur. Upplifun einstaklingsins
skiptir meginmali i pessu sambandi.

i mannréttindastefnu borgarinnar kemur einnig fram ad kynferdisleg areitni

sé med 6llu dheimil & vinnustodum borgarinnar og ad litid sé a klam eda
kldamvaedingu a vinnustad sem mogulega birtingamynd kynferdislegrar areitni.
Kynferdisleg areitni getur verid ordbundin, taknraen og/eda likamleg og birtist
m.a. i eftirfarandi hegun:



* Unpleasant or malicious teasing.

e Disregarding someone’s work, ability or actions.

* Reducing someone’s responsibility or workload without legitimate reason.

e Exploitation by for example repeatedly forcing someone to run errands
that are not within his or her purview, or by giving someone too many or
too few assignments.

e Humiliating someone due to their age, sex, origin, sexual orientation,
skin colour, gender identity or physical traits.

e Ignoring or excluding a co-worker by pretending as if he or she is not
present.

Sexual harassment is any kind of sexual behaviour that is performed without
the explicit consent of the one it is performed upon. This has the intention of
degrading them, particularly leading to circumstances that feel threatening,
hostile, denigrating, humiliating and insulting. This behaviour can be verbal,
symbolic and/or physical (in accordance with law 10/2008 article 2 section 4 on
equal status and equal rights of men and women). Sexual harassment is generally
an act against the wishes of those that are victims of it, and the way an individual
experiences it is paramount when considering cases of this nature.

Also stated in the city’s human rights policy is that sexval harassment in the
workplace is absolutely prohibited and that pornography or pornification in the
workplace is considered a potential manifestation of sexual harassment.

Sexual harassment may be verbal, symbolic and/or physical. It may also manifest
in the following behaviours:

13
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e Grofur munnsofnudur.

e Klamefni sem hengt er upp eda synt med 68rum heettis.s. i tolvu.

e Ovideigandi spurningum um kynferdisleg malefni.

e Snertingu sem er dvelkomin.

e Ovideigandi athugasemdum settum fram { mali, & vefnum og/eda i
gegnum snjallsima.

e Tvired og nidurlaegjandi tilbod.

Kynbundin areitni er hegdun sem tengist kyni pess sem fyrir henni verdur,

er i 0pokk viskomandi og hefur pann tilgang eda pau ahrif ad misbjéda virdingu
viokomandi og skapa adstaedur sem eru 6gnandi, fiandsamlegar, nidurlaegjandi,
audmykjandi eda modgandi fyrir viskomandi (sbr. c. lidur. 3. gr. reglugerdar nr.
1009/2015).

Ofbeldi er hverskyns hegdun sem leidir til, eda geeti leitt til, likamlegs eda
salrens skada eda pjaninga pess sem fyrir henni verdur, einnig hotun um slikt,
pvingun eda handahofskennda sviptingu frelsis (sbr. e. lidur. 3. gr. reglugerdar
nr. 1009/2015).

Abyrgd og skyldur stjérnenda

Stjornendur bera abyrgd & pvi ad vidhalda gddu starfsumhverfi sem er laust
vid einelti. [ 16gum nr. 10/2008 um jafna st6du og jafnan rétt kvenna og karla
kemur jafnframt fram ad atvinnurekendur og yfirmenn stofnana skuli gera
sérstakar radstafanir til ad koma i veg fyrir ad starfsfolk peirra verdi fyrir areitni
a vinnustad.

Atla ma ad einelti, kynferdisleg areitni, kynbundin areitni og ofbeldi af halfu
yfirmanns geti reynst enn pungbaerara en af halfu annarra vegna 6jafnrar

stodu pessara einstaklinga & vinnustadnum. Mikilvaegt er po ad hafa i huga

ad stjornendur, likt og adrir starfsmenn geta ordid fyrir einelti, kynferdislegri
areitni, kynbundinni areitni og ofbeldi i starfi. Ef tilkynnt er um meint einelti,
areitni, eda ofbeldi af halfu yfirmanns verdur hann eda hin vanhef til ad
akvarda um vinnuskilyrdi tilkynnanda @ medan a kénnun mals stendur og skal
naesti yfirmadur taka dkvardanir er varda meintan polanda eda malinu visad til
starfsmannastjora/mannaudsstjora (sbr. 1. og 2. mgr. 22. gr. laga um jafna stodu
og jafnan rétt kvenna og karla nr. 10/2008).



¢ Coarse language.

e Publicly exhibiting pornography or displaying it in other ways, for
example with the use of a computer.

e Inappropriate questions about sexual matters.

e Unwelcome physical contact.

* Inappropriate comments, be they verbal, on the internet and/or through
the use of a smartphone.

e Proposals of an ambiguous or humiliating nature.

Gender-based harassment is behaviour associated with the gender of the
victim, done against their wishes and with the purpose and consequence of
offending the dignity of the individual as well as resulting in circumstances that
may be threatening, hostile, denigrating, humiliating and insulting (in accordance
with regulation 1009/2015 article 3 section c).

Violence is any kind of behaviour that either results in or may result in the
physical or psychological injury or suffering of the victim. Any threats of such
injury or suffering, as well as coercion or arbitrary deprivation of liberty also
applies (in accordance with regulation 1009/2015 article 3 section e).

Responsibility and Duties of Management

Management is responsible for maintaining a healthy working environment
which is free of bullying. Law 10/2008 on the equal status and equal rights of men
and women states that the employers and superiors of organizations must take
appropriate measures to prevent harassment in the workplace.

Bullying, sexual harassment, gender-based harassment and violence by a superior
may prove even harder to bear due to their uneven status in the workplace. It is
however important to keep in mind that management, like other employees can
become victims of bullying, sexual harassment, gender-based harassment and
violence in the workplace. In the event of a reported case of bullying, harassment
or violence by a superior, he or she is disqualified from making decisions regarding
the working conditions of the informer. While the case is being investigated, either
the next superior in line shall make decisions regarding the alleged victim or the
case is referred to a personnel or human resource manager (in accordance with law
10/2008 paragraphs 1 and 2 of article 22 on the equal status and equal rights of
men and women in the workplace).

15
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Skyldur stjornenda fela m.a. i sér aé:

Syna gott fordeemi med faglegu vidmoti sem einkennist af tillitsemi,
kurteisi, virdingu, og umburdarlyndi.

Syna i ordi og athofn ad einelti, areitni og annad ofbeldi er ekki li5id.
Tryggja ad allt starfsfolk hafi greidan adgang ad og sé upplyst um stefnu
pessa og verklagsreglur.

Bregdast skjott vid ef peir verda varir vid dvideigandi hegdun i skilningi
pessarar stefnu, eda fa vitneskju um slikt.

Virda rétt allra til réttlatrar malsmedferdar.

Stydja vid adila sem vinna ad athugun eda Urlausn mala.

fhlutast og gripa til adgerda, eftir atvikum & medan og eftir ad
malsmedferd lykur.

Tryggja ad allir starfsmenn fai upplysingar um hvert peir geti leitad ef
peir upplifa einelti, kynferdislega areitni, kynbundna areitni og ofbeldi.

Réttindi, hlutverk og abyrgd starfsfélks

Atlast er til ad starfsmenn Reykjavikurborgar framfylgi og stydji framgang
stefnunnar med pvi ad:

Hegda sér i hvivetna a faglegan hatt, med virdingu fyrir 66rum ad
leidarljosi.

Taka patt i hverju pvi kdnnunar- og/eda Urlausnarferli sem heyrir undir
stefnuna, sé pess 6skad enda teljist peir bua yfir mikilveegum
upplysingum er varda malid.

Upplysa par til baera adila um meint einelti, kynferdislega areitni,
kynbundna areitni eda ofbeldi sem hann hefur vitneskju um. beir adilar
gaetu verid yfirmadur, mannaudsradgjafi, fulltrii eineltis- og
areitniteymis, fulltrii stéttarfélags, trinadarmadur, 6ryggistrunadar-
madur eda Oryggisvordur.

Studla ad pvi ad stefnunni sé framfylgt.

Virda rétt allra til semdar og virdingar og geeta trinadar um
personuleg mal.



The duties of management include, but are not limited to:

Setting a good precedent with professionalism, consideration,

politeness, respect and tolerance.

Showing that bullying, harassment and violence is not tolerated, by their
words and as well as actions.

Guaranteeing that all employees are informed of and have easy access to
this policy and these work procedures.

Swiftly responding should they ever become aware of or are made aware
of inappropriate behaviour of the kind related in this policy.

Respecting everybody’s right to fair treatment.

Supporting those that investigate and work in resolution of cases.
Involving themselves and acting when the situation calls for it, during as
well as after the resolution of cases.

Guaranteeing that employees are informed of where to turn if they
experience bullying, sexual harassment, gender-based harassment or
violence.

Rights, Roles and the Responsibilities of Employees

Employees of Reykjavik City are expected to support the progression of the policy

by:

Behaving professionally in all respects, with mutual respect as a guide.
Participating in any investigation and/or resolution process which is

a part of the policy, if requested, or if they are considered to have
important information related to a case.

Informing the proper individuals of any bullying, sexual harassment,
gender-based harassment or violence that they may have knowledge
of. The individuals in question may be a superior, a human resource
manager, a bullying- and harassment team representative, a union
representative, a workplace confidante, a workplace security steward
or a security guard.

Promoting the implementation of the policy.

Respecting the rights of others to dignity and keeping the confidence of
people’s private matters.

17
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Eineltis- og areitniteymi svida Reykjavikurborgar

A 6llum svidum Reykjavikurborgar og i midlaegri stjérnsyslu eru starfandi
eineltis- og areitniteymi sem skipud eru premur til fimm adilum.
Starfsmannastjorar/mannaudsstjorar svida Reykjavikurborgar eru
abyrgdamenn teymanna og tilnefna fulltroa i pau. Listi yfir medlimi eineltis- og
areitniteyma ma sja a starfsmannavef Reykjavikurborgar, undir hverju svidi og
undir Mannaudur / Einelti og areitni.

Hlutverk eineltis- og areitniteymanna er ad:

Upplysa starfsfolk hja Reykjavikurborg um stefnu pessa, verkferla og
vidbragdsaaetlun sem unnid er eftir vegna eineltis kynferdislegrar areitni,
kynbundinni areitni og ofbeldi.

Upplysa starfsfolk um Urraedi og studning sem i bodi eru i slikum malum.
Taka & moti og koma tilkynningum um einelti, areitni og ofbeldi i

réttan farveg i samraemi vid verkferil og vidbragdsazetlun.

Tryggja ad farid sé eftir upplysinga- og stjornsysluldgum og peim reglum
sem eiga Vvid.

Leidbeina stjornendum um verklag og Urraedi ef upp kemur einelti,
kynferdisleg areitni, kynbundin areitni eda ofbeldi a starfsstad.



Reykjavik City's Departmental Bullying and Harassment
Team

There are bullying and harassment teams of three to five people employed at all of
Reykjavik City’s departments as well as the central administration. Reykjavik City’s
departments have personnel/human resource managers which are responsible for
the teams and nominate their representatives. A list of bullying and harassment
team members can be seen on the Reykjavik City employee website, found under
each department in Human Resources/Bullying and Harassment.

The goal of the Bullying and Harassment team is:

e Informing the employees of Reykjavik City of its policy, work procedures
and response plan used in the case of bullying, sexual harassment,
gender-based harassment and violence.

 Informing the employees of the resources and support available in such
cases.

* Receiving reports of bullying, harassment and violence and responding
to them in accordance with the work procedures and the response plan.

e Ensuring that information and administrative laws and applicable rules
are followed.

e Guiding management on the work procedures and resources when a
case of bullying, sexual harassment, gender-based harassment or
violence in the workplace arises.

19
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Verum
vel upplyst

ORYGGI OG HEILBRIGDPI A VINNUSTAD

Til ad koma i veg fyrir 6videigandi hegdun og auka likur & dnaegju i starfi ber ad
framkvaema dhattumat a vinnustddvum reglulega. Ahattumat er gert medal
annars med pvi ad greina dhaettupaetti er varda:

e Hegdun a viskomandi vinnustad par sem atvinnurekandi, stjérnendur
og/eda starfsmenn geta att hlut ad mali.

e Samskipti starfsmanna viskomandi vinnustadar vid einstaklinga sem
ekki teljast til starfsmanna vinnustadarins en samskiptin eiga
sér stad i tengslum vid pa starfsemi sem fram fer a vinnustadnum.

Ahzttumat skal byggjast & 6llum tiltaekum upplysingum par sem medal annars
skal tekid tillit til andlegra og félagslegra patta i tengslum vid vinnuadstaedur &
vinnustadnum, par sem medal annars er litid til eftirfarandi patta:

e Fjoldistarfsmanna

e Aldur starfsmanna

e Kynjahlutfall medal starfsmanna

 Olikur menningarlegur bakgrunnur starfsmanna

e Hugsanlegir 6réugleikar medal starfsmanna i tengslum vid talad og/eda
ritad mal



Let’s be well
informed

SAFETY AND HEALTH AT THE WORKPLACE

In order to prevent inappropriate behaviour and increase the chances of happiness
at work it is important to conduct a risk assessment of the workplace on a regular
basis. A risk assessment is conducted by, among other things, evaluating risk
factors regarding:

e Behaviour at the pertinent workplace where the employer, management
and/or employees may be involved.

e Communication between employees at the workplace in question and
individuals that are not considered employees where the communication
is in regards to the activities of the workplace.

The risk assessment shall be based on all the available information where
psychological and social factors of the working environment shall be taken into
account. In this respect the following factors will be considered:

e The size of the workforce.

e The age of the workforce.

e The gender distribution of the workforce.

e The different cultural makeup of the workforce.

e Possible difficulties among employees due to verbal and/or written
communication.
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e Skipulag vinnutima

e Vinnudlag

e Edli starfs/starfa a vinnustadnum
e Hvar/hvernig vinnan fer fram

Reykjavikurborg ber ad vera med daetlun um heilsuvernd. { datlun um
heilsuvernd er medal annars tekid & forvérnum og vidbrogdum til ad koma i veg
fyrir og til ad bregdast vid ef upp koma mal tengd einelti, areitni eda ofbeldi.
Aztlun um heilsuvernd felst medal annars i pvi ad tilgreina til hvada adgerda
skuli gripid i pvi skyni ad koma i veg fyrir einelti, kynferdislega areitni,
kynbundna areitni og ofbeldi & vinnustad og hvad skuli gert ef slik atvik koma
upp eda leikur grunur & pvi ad slik atvik hafi komid upp. I pvi sambandi skal taka
mid af 6llum tiltaeekum upplysingum, par med talid nidurstédum Ur ahaettumati
sem og skyldum vinnuveitenda. Aeetlunin felur i sér verklag borgarinnar og skal
Utfaerd fyrir hvert svid.

par parf m.a. ad koma fram:

e Hvernig vinnuadstadum a vinnustad skuli hattad pannig ad dregid sé
Ur haettu & ad adstaedur skapist sem likur eru a ad leitt geti til eineltis,
kynferdislegrar areitni, kynbundinnar areitni eda ofbeldis a vinnu-
stadnum.

e Hvert starfsmenn geti komid a framfaeri kvértun eda dbendingu
um einelti, kynfergislega areitni, kynbundna areitni eda ofbeldi &
vinnustadnum.

e Hvada adgerda skuli gripid til i kjolfar mals vegna eineltis, kynferdislegrar
areitni, kynbundinnar areitni eda ofbeldis i pvi skyni ad koma i veg fyrir
ad slik hegdun endurtaki sig & vinnustadnum.

e Hvada adgerda gripa skuli til komi fram kvortun, dbending eda
rokstuddur grunur um ad einelti, kynferdisleg areitni, kynbundin
areitni eda ofbeldi eigi sér stad eda hafi att sér stad & vinnustadnum
eda verdi atvinnurekandi var vid slika hegdun.

e Hvad atvinnurekandi geri verdi hann var vid adstadur & vinnustadnum
sem likur eru & ad leitt geti til eineltis, kynfer8islegrar areitni, kyn-
bundinnar areitni eda ofbeldis verdi ekki gripid til adgerda.



e Working hours.

e Work load.

e The nature of the work done at the workplace.
e Where/How the work is carried out.

Reykjavik City is required to have a health care plan. This plan tackles, among
other things, preventative measures that help prevent cases that involve bullying,
harassment or violence, as well as how to react to them. The health care plan
contains the relevant actions for the prevention of bullying, sexval harassment,
gender-based harassment and violence in the workplace, as well as including what
shall be done if a case of the aforementioned events or a suspicion of such comes
to light. In such an event, all available information is to be considered, including
the results of the risk assessment as well as the responsibilities of the employer.
The plan includes the city’s work procedures and shall be implemented across each
department.

It must include the following information:

e How the working environment is to be arranged in order to lessen the
risks of developing conditions that may lead to bullying, sexual
harassment, gender-based harassment or violence at the workplace.

e Where employees may turn to in order to file a complaint or give a tip
in regards to bullying, sexual harassment, gender-based harassment
or violence at the workplace.

e How to respond in the event of a case of bullying, sexual harassment,
gender-based harassment or violence in order to prevent the recurrence
of such behaviour.

e How to proceed in the event of a complaint, tip or well-founded
suspicion of ongoing or previous bullying, sexual harassment, gender-
based harassment or violence at the workplace or if the employer
becomes aware of such behaviour.

e How the employer is to respond if he becomes aware of conditions in
the workplace which may lead to bullying, sexual harassment, gender-
based harassment or violence if action is not to be taken.
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