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1. Scope and Purpose 

 

1.1 The overall purpose of this policy is to promote the highest standards of professional 

conduct and behaviour among everyone associated with SHARP, through preventing 

incidences of harassment, bullying or victimisation; and to ensure a safe and non-

threatening work environment. 

 

1.2 This applies both at Sedgeford and off-site, and is not confined to the excavation season, but 

relates to all activities undertaken to meet the Charity’s objectives throughout the year.  

 

1.3 This policy applies equally to:  

• Volunteers at SHARP 

• Trainees at SHARP 

• SHARP Supervisors 

• SHARP employees 

• Officers and Directors of SHARP 

• SHARP Trustees  

 

1.4 Third parties (e.g. contractors, members of partner agencies and members of the general 

public visiting SHARP) are also expected to comply with acceptable standards of behaviour. 

 

2. Policy Statement 

 

2.1 SHARP has a duty of care towards everyone associated with the Charity. It aims to maintain 

a working environment where everyone is treated with trust, dignity and respect; and where 

each person's contribution is valued. 

 

2.2 Harassment, bullying, victimisation and other forms of inappropriate behaviour from anyone 

engaged in activities relating to SHARP will not be tolerated. SHARP is committed to 

resolving incidents and concerns relating to such inappropriate behaviour – whether 

experienced or observed – quickly, objectively, at the appropriate level, and in confidence. 

 

2.3 Behaviour that may amount to harassment, bullying, victimisation, gross misconduct or 

other forms of inappropriate behaviour will be dealt with using the resolution procedure set 

out in this policy. SHARP encourages the use of informal resolution to address and resolve 

less serious issues in the first instance. However the formal resolution process should be 

used where an informal approach is unsuccessful, as well as in more serious cases. 

 

2.4 Confidentiality will be maintained as far as possible, consistent with the need to investigate 

facts and take action to prevent further instances of inappropriate behaviour. 

 

3. Policy Overview 

 

3.1 PART 1 of this policy sets out everyone’s responsibilities to ensure appropriate standards of 

behaviour whilst engaged in activities relating to SHARP. 

 

3.2 PART 2 of this policy identifies the approaches to be taken to ensure issues raised can be 

resolved quickly and in a fair and consistent manner.  
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4. Some definitions of general terms used within this policy 

 

4.1 The term ‘Trustees’ within this policy includes all current SHARP Committee members within 

the current constitution 

 

4.2 The term ‘employees’ within this policy applies to those working for SHARP under contracts 

of employment, or under any other contractual arrangement, including self-employed and 

sub-contracted staff. 

 

4.3 The term ‘suspension’ within this policy includes the cessation of active work in connection 

with SHARP and/or the removal of the individual from the site. 
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PART 1: Everyone’s responsibilities for meeting acceptable 

standards of behaviour at SHARP 

5. Definitions of unacceptable behaviour 

 

5.1 Harassment is unwanted conduct relating to a protected characteristic* which either 

violates the person’s dignity, or creates an intimidating, hostile, degrading, humiliating or 

offensive environment for the person being harassed (ACAS). Harassment is unlawful under 

the Equality Act 2010. Harassment may not be intentional – it is the impact of the behaviour 

on the person affected that determines whether it is harassment or not, although an 

assessment of whether it was ‘objectively reasonable’ for the conduct to have had that 

effect would also need to be considered. A person may suffer harassment, even if the 

behaviour is not directed at them. [The protected characteristics covered by the law on 

harassment include: age, disability, gender reassignment, race, religion or belief, sex and 

sexual orientation.] 

 

5.2 Sexual harassment is where the unwanted behaviour has either violated someone's dignity, 

whether it was intended or not; or created an intimidating, hostile, degrading, humiliating or 

offensive environment for them, whether it was intended or not (ACAS). 

 

5.3 Bullying is the unwanted  behaviour from a person or group that is either offensive, 

intimidating, malicious or insulting behaviour; or an abuse or misuse of power through 

means that undermine, humiliate, denigrate, or injure the recipient (ACAS). The bullying 

might be a regular pattern of behaviour or a one-off incident, and might happen face-to-face 

or remotely. 

 

5.4 Cyberbullying is bullying with the use of digital technologies. It can take place on social 

media, messaging platforms, gaming platforms and mobile phones; and can result in 

unwanted attention from a wide range of people, including strangers. It is repeated 

behaviour, aimed at scaring, angering or shaming those who are targeted (Unicef). Examples 

include:  

o spreading lies about or posting embarrassing photos or videos of someone on social 

media;  

o sending hurtful, abusive or threatening messages, images or videos via messaging 

platforms;  

o impersonating someone and sending mean messages to others on their behalf or 

through fake accounts. 

 

5.5 Victimisation is the detrimental treatment of someone who has made a complaint or gives 

information about a contravention of the Equality Act 2010 or is believed to have done so. 

 

5.6 Gross Misconduct is any unacceptable or improper behaviour of a very serious kind; and 

examples include, but are not limited to: 

o Theft, fraud or the deliberate falsification of records 

o Physical violence or assault 

o Deliberate damage to property 

o Serious abuse of email or internet policy 
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o Fraudulent misuse of an organisation's property or name  

o Serious incapability at work or incapacity due to alcohol or illegal drug use  

o Serious negligence which might cause unacceptable loss, damage, or injury 

o Serious acts of insubordination 

o A serious breach of Health and Safety rules 

o A serious breach of confidentiality 

o Acts bringing the organisation into serious disrepute. 

 

5.7 Other examples of inappropriate behaviour include (but are not limited to): 

o using obscene language or gestures which are likely to cause offence to a reasonable 

person 

o using language which is exclusive or humiliating 

o making offensive comments, insults, name-calling, nicknames or jokes that relate to 

protected or personal characteristics 

o making unwelcome sexual advances (e.g. touching, or asking for sexual favours); as 

well as making (or threatening to make) decisions on the grounds of sexual advances 

being accepted or rejected 

o displaying, storing, or communicating, in any format, pornographic, racist, 

homophobic or other offensive materials likely to offend a reasonable person 

o undertaking practical jokes or other activities which could offend, humiliate or harm 

 

5.8 The misuse of alcohol or non-prescription medication is no excuse for inappropriate 

behaviour. In addition, working while hungover is also dangerous for both yourself and 

others around you, and so will be treated as a disciplinary matter. 

 

6. Everyone’s responsibilities for ensuring appropriate behaviour 

 

6.1 Everyone undertaking activities in connection with SHARP should: 

o understand their obligations to behave in an appropriate manner; including through 

their use of language, tone of voice, body language and actions 

o challenge inappropriate behaviour – if necessary, seeking support from a colleague  

o report more serious incidents of harassment/sexual harassment, bullying/cyberbullying, 

victimisation, gross misconduct or any other serious breaches of acceptable behaviour 

which they have experienced, witnessed, or been told about to a Trustee of SHARP 

o report any incidents of harassment by a third party to the Committee of Trustees (for 

example by someone who is a member of the public, or partner agency, a client, 

contractor, or visitor to SHARP). 

o co-operate with investigations into complaints of harassment/sexual harassment, 

bullying/cyberbullying or victimisation, gross misconduct or other serious breaches of 

acceptable behaviour. 

 

6.2 Supervisors and Trustees of SHARP must additionally: 

i. provide a safe working environment by taking a zero-tolerance approach to 

harassment/sexual harassment, bullying/cyberbullying or victimisation 

ii. ensure volunteers and employees of SHARP are aware of this policy – particularly 

new members, temporary staff and those returning from a long break. 

iii. set a professional example by their own behaviour, consistent with this policy 

iv. follow the procedures for resolving complaints set out in PART 2 of this policy. 
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PART 2: What happens when expected standards of behaviour are 

not met 

 

7. Support 

 

7.1 Anyone engaged in work connected with SHARP who believes they have experienced 

harassment/sexual harassment, bullying/cyberbullying, victimisation or other forms of 

inappropriate behaviour can seek support from a trusted colleague or a Trustee of SHARP. 

Support may be anything from talking through what has been experienced or observed, to 

asking for support in challenging the person/people responsible. 

 

8. Informal Resolution 

 

8.1 Many problems relating to inappropriate behaviour of a less serious nature can be raised 

and settled during the course of everyday working relationships. Normally, this is often 

quicker and more conducive to constructive longer-term working relationships than 

following a formal procedure. 

 

8.2 Informal resolution aims to draw attention to and stop inappropriate behaviour that is 

“clumsy” and is most likely unintentional. Specifically, it aims to: 

o stop the inappropriate behaviour 

o find a resolution through dialogue with the person responsible 

o raise awareness and understanding of what is and is not acceptable behaviour 

o ensure positive working relationships can resume. 

 

8.3 Two options are open to complainants who decide on informal resolution. In both 

cases, complainants are advised to make and keep notes of the incidents causing 

offence, including dates, events, place etc., and any other people present. This can 

help to identify multiple and escalating offensive behaviours where a single incident may not 

appear important. To ensure the inappropriate behaviour stops, however, it is also vital 

that the person is made aware of and challenged about their behaviour. 

 

Option 1 - tell the person responsible 

 

i. With a supportive colleague, explain clearly to the person responsible that their 

behaviour was offensive. Be specific about which behaviour offended you including 

the place/s and time/s. 

ii. Explain the impact the behaviour has on you and ask them to stop it 

iii. Try and reach agreement that the behaviour will not be repeated 

iv. Agree how you will behave towards each other at work in future 

v. Agree to respect confidentiality 

vi. If the instigator finds it difficult to understand what is an acceptable standard of 

behaviour and no agreement is reached, the issue should be raised with a Trustee of 

SHARP who has not been party to the initial discussion. 
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Option 2 - ask someone else to tell the person responsible 

 

i. Ask a supportive colleague to act on your behalf (referred to as supporter). The 

supporter should aim to do so as soon as possible. 

ii. The supporter should aim to help the person responsible understand that their 

behaviour caused offence, and gain a commitment to not repeating it 

iii. The supporter should arrange a follow-up meeting between the complainant, the 

person responsible and supporter: 

o The aim of the meeting is for the person responsible to apologise to the 

complainant, where appropriate, and agree to stop the behaviour 

o The meeting should also aim to restore a positive working relationship 

o There should also be an agreement to respect confidentiality 

iv. If the instigator finds it difficult to understand what is an acceptable standard of 

behaviour and no agreement is reached, the issue should be raised with a Supervisor 

or Trustee of SHARP who has not been party to the initial discussion. 

 

9. Responsibility of Supervisors and Trustees of SHARP notified of a problem relating to 

inappropriate behaviour 

 

9.1 There may be occasions when the complainant does not wish to follow even the informal 

procedure, but simply wishes to ‘let off steam’. If approached about the issue, the supervisor 

or Trustee of SHARP should clarify this by asking the complainant whether or not they wish 

the matter to be treated informally.  

 

9.2 SHARP, however, has a duty of care to everyone undertaking work on its behalf; therefore if 

the matter is one which the supervisor or Trustee of SHARP cannot ignore (e.g. possible 

bullying/cyberbullying, harassment/sexual harassment, victimisation or gross misconduct, 

etc.) they must make it clear to the complainant that, due to the serious nature of the 

allegations, it cannot be guaranteed that no further action will be taken. In such instances, 

or if in any doubt, Supervisors should always report the allegations, in confidence, to a 

Trustee of SHARP as a matter of urgency. 

 

10. Formal Resolution 

 

10.1 Formal Resolution should be used when: 

i. Informal Resolution fails to achieve a satisfactory outcome and the inappropriate 

behaviour continues, or the complainant considers they have a grievance that cannot be 

resolved using informal resolution; or 

ii. The alleged harassment/sexual harassment, bullying/cyberbullying, victimisation, gross 

misconduct or other inappropriate behaviour is of such a serious nature that SHARP 

would be failing in its duty of care not to conduct an investigation and take appropriate 

action to prevent its reoccurrence. 
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10.2 The aim of using the Formal Resolution should be to: 

o determine, by investigating the facts and gathering evidence, whether inappropriate 

behaviour of a serious nature has taken place; including harassment/sexual harassment, 

bullying/cyberbullying, victimisation, gross misconduct, or any other serious breaches of 

acceptable standards of behaviour 

o identify the most appropriate way of resolving the situation to ensure that the 

inappropriate behaviour stops immediately. 

 

11. Investigation 

 

11.1 Where an individual is subject to allegations that may make it necessary to invoke 

the Formal Resolution process, or where they are suspected of having committed gross 

misconduct, a full investigation will be carried out prior to any disciplinary hearing. The 

individual may be suspended from SHARP during this period (see below).  

 

11.2 All individual facing allegations of inappropriate behaviour are required to 

contribute to any investigation where requested, whether suspended or not. 

 

11.3 An Investigating Officer will be appointed by the Welfare Officer, Chair and/or Vice 

Chair of the Board of Trustees (provided they are not themselves directly involved in the 

allegation of misconduct) to carry out the investigation. The Investigating Officer will not be 

someone who is responsible for the decision to dismiss or is involved in the appeal 

procedure, and may be an external party brought in for the purposes of conducting the 

investigation. 

 

12. Suspension 

 

12.1 In cases where there is reasonable ground for suspecting that an individual is subject 

to an allegation of gross misconduct, or where it is considered necessary to enable an 

investigation to be undertaken, the individual facing allegations of serious instances of 

inappropriate behaviour will be suspended from SHARP activities while the case is 

investigated (in the case of an employee, they may be suspended with pay).  

 

12.2 A decision to suspend may be made by the Trustee of SHARP who was informed of 

the allegation by the complainant or their supporter (or themselves witnessed the 

inappropriate behaviour), in consultation with the Welfare Officer and or/Chair (or Vice 

Chair) of the Board of Trustees (provided they are not themselves directly involved in any 

allegation of misconduct). 

 

12.3 The terms of suspension will be conveyed to the individual facing allegations of 

inappropriate behaviour as soon as possible, verbally and followed up in writing. During any 

time of suspension, the individual is required to surrender any property belonging to SHARP 

together with their keys to premises owned, or otherwise used by SHARP, and to comply 

with any conditions of suspension. On completion of the investigation, a disciplinary hearing 

will be held as soon as is practicable. 
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12.4 The suspended individual will remain so during the period of the disciplinary 

hearing, which may include additional periods of investigation subject to the decisions of the 

disciplinary panel. 

 

12.5 A decision to suspend an individual, pending investigation and the outcome of the 

disciplinary hearing is not a disciplinary sanction and will not be counted as such nor held on 

file as such.  

 

12.6 The individual facing allegations of serious inappropriate behaviour will not be 

warned in advance of a decision to suspend. 

 

13. The Disciplinary Hearing  

 

13.1 The individual facing allegations of serious inappropriate behaviour will be informed 

of the date of the disciplinary hearing in writing, and no less than 5 days’ notice will be 

given. They will be informed of the nature of the disciplinary hearing, the names of the panel 

and any witnesses that may be called. In cases involving possible gross misconduct, the 

individual concerned will be informed of this and told that the likely sanction is dismissal 

from SHARP. 

 

13.2 Those individuals facing allegations of serious inappropriate behaviour have the 

right to be accompanied [or represented] by a mutually agreed person of their choice at all 

disciplinary meetings.  

 

13.3 Disciplinary hearings will be conducted by SHARP, as outlined below: 

 

i. At the meeting, the disciplinary panel will outline the complaint against the 

individual and go through the evidence that has been gathered.  

 

ii. The individual accused of serious inappropriate behaviour will be allowed to set 

out their case and answer any allegations that have been made. They will also 

be allowed to ask questions, present evidence, call witnesses and raise points 

about any information provided by witnesses. 

 

iii. In cases of harassment/sexual harassment or personal abuse/assault, the 

disciplinary panel must make appropriate arrangements to protect the personal 

safety of any witnesses. 

 

iv. If either the individual facing the allegations or their companion is not available 

to attend the meeting on the proposed date, the meeting may be postponed to 

a mutually convenient time proposed by the employee, which must be no more 

than 5 working days after the day originally proposed by SHARP. 

 

v. If either side for good reason fails to attend an agreed meeting, the meeting 

may be rearranged once. Any subsequent agreed hearing may proceed without 

the person facing the allegations if they are unable to attend. 

 



SHARP Acceptable Behaviour Policy (Final Version: Agreed May 2023) 

10 
 

13.4 Following the meeting the disciplinary panel will decide whether disciplinary action 

is justified or not. Where it is decided that no action is justified the individuals concerned will 

be informed. Where it is decided that disciplinary action is justified the panel will decide 

what form this should take. Before making any decision, account should be taken of the 

individual’s disciplinary and general record, actions taken in any previous similar case, the 

explanations given for their behaviour, and whether the intended disciplinary action is 

reasonable in the circumstances. 

 

14. Composition of Disciplinary Panels 

 

14.1 The Disciplinary panel will comprise three Trustees of SHARP, selected by the 

Welfare Officer and/or Chair (or Vice-Chair). One of the selected Trustees will be asked to 

chair the disciplinary hearing. The Welfare Officer, Chair and Vice-Chair should not be 

involved at an early stage in any disciplinary hearing in case they are needed as part of the 

appeal process. (See below for the composition of the Appeal Panel). 

 

14.2 No person may be a member of the disciplinary panel if they are directly involved in 

any allegation of misconduct or implicated in the investigation, or otherwise a significant 

witness in the case or otherwise likely to be called as a witness at the hearing. 

 

14.3 The format for the hearing will be as follows: 

i. The person or body responsible for initiating the disciplinary action and any 

Investigating Officer will present their reasons for the disciplinary action and 

may call witnesses or present other evidence to the panel as appropriate. 

ii. The individual facing allegations of serious inappropriate behaviour may 

present their case to the panel, calling witnesses and presenting other 

evidence as appropriate to the case. 

iii. In cases of harassment/sexual harassment or personal abuse/assault, the 

disciplinary panel must make appropriate arrangements to protect the 

personal safety of any witnesses. 

iv. The disciplinary panel may adjourn to consider evidence or undertake 

further investigation, as appropriate. 

v. Once all evidence has been presented from both sides the disciplinary panel 

will consider the evidence and determine whether disciplinary sanctions will 

be imposed and the level of sanction, as identified below. 

 

14.4 The individual whose behaviour is the subject of the hearing will be informed of the 

results of the disciplinary hearing and the reasons for the decision by two Trustees from the 

Disciplinary Panel as soon as possible. This will be confirmed in writing. A record of the 

discussion between the individual and Trustees from the Disciplinary Panel will also be 

made. 

 

15. Disciplinary Sanctions 

 

15.1 There will be three possible sanctions available to the Disciplinary Panel that may be 

imposed as a result of a disciplinary hearing; each designed to cover varying degrees of 

seriousness of the case, and also to give a proper sequence for persistent cases.  
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15.2 The disciplinary panel may impose any level of sanction, as it deems necessary, 

depending on the severity of the case. 

 

15.3 First Warning 

 

15.3.1 Where the case is of sufficient seriousness or, in the case of capability concerns, where 

the individual is not showing the required improvement in work performance, a first 

warning will be given. Notes of the warning will be placed on their record, to be kept for 

twelve months, and a copy given to them. 

 

15.3.2 The individual will be advised that the warning constitutes the first formal sanction of 

the disciplinary process. The nature of the offence and the likely consequences of 

further offences or a failure to improve within the specified timescale will be explained 

to them. The individual thus sanctioned will be informed of their right of appeal. 

 

15.4 Final Warning 

 

15.4.1 Where the case has already involved the first warning stage and insufficient 

improvement has been made, or where the case is of sufficient seriousness, a formal, 

written Final Warning will be given. 

 

15.4.2 The formal, written Final Warning will include: – 

i. the decision to issue the warning; 

ii. the cause or nature of the offence(s); 

iii. action required of the individual, including details of work performance 

improvements required in the case of action relating to capability 

iv. the timescale in which improvement is expected; 

v. any assistance which SHARP may make available; 

vi. the right of appeal; 

vii. the length of time the warning will remain on file 

viii. a statement that the consequences of further misconduct or insufficient 

improvement within the specified timescale will be dismissal. 

 

15.4.3 Formal, written Final Warnings will remain on file indefinitely. 

 

15.4.4 The individual thus sanctioned will be informed of their right of appeal. 

 

15.5 Dismissal 

 

15.5.1 Where the case has already involved the final warning and insufficient improvement has 

been made, or where the case is deemed by the disciplinary panel to represent sufficient 

seriousness, including constituting gross misconduct, the individual may be dismissed. 

 

15.5.2 No decision to dismiss will be made without holding a formal disciplinary meeting at 

which the employee has the opportunity to present their case in line with statutory 

procedures. These procedures entail: 
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i. Writing to the individual to invite them to a disciplinary meeting, with a mutually 

acceptable companion/representative if they so wish, stating the nature of the 

alleged offence and telling them that dismissal may result; 

ii. Holding the meeting, in line with procedures outlined above; 

iii. Informing the individual in writing of the outcome of the meeting and of their 

right to appeal. 

 

15.5.3 This procedure will be followed in all cases, including dismissal during training (or an 

employee’s probationary period), dismissal for very serious instances of inappropriate 

behaviour, gross misconduct, dismissal for incapacity, repeated misconduct or breach of 

contract. 

 

15.5.4 Removal of a Trustee will follow the additional requirements of SHARP’s formal 

constitution. Any removal of a Trustee for inappropriate behaviour must also be 

reported to the Charity Commission, including the reasons for their removal, since it 

may affect the Commission’s view of their suitability of the individual to hold similar 

positions within other Charities. 

 

16. Appeal  

 

16.1 The right to appeal shall apply to all outcomes of a disciplinary hearing and shall be 

exercised by the individual facing sanction writing to the Chair of the Committee of Trustees 

within 14 days of notification of the decision, setting out clearly the grounds of the appeal. 

 

16.2 Any appeal will be held as soon as practicable following receipt of the appeal letter. 

The appeal hearing may take place before or after disciplinary action or dismissal has taken 

effect.  

 

16.3 Individuals wishing to appeal have the right to be accompanied [or represented] by a 

person of their choice at all appeal hearings (see below). 

 

16.4 Appeals will be heard by SHARP, as outlined in the grid below. 

 

16.5 The format for the appeal will be as follows: 

i. The Trustee(s) responsible for initiating the disciplinary action and any 

Investigating Officer will present their reasons for the decision to the appeal 

body. 

ii. The individual facing sanction for inappropriate behaviour may present their 

case to the appeal body. 

iii. Both sides may call witnesses to support their case. 

iv. In cases of harassment/sexual harassment or personal abuse/assault, the 

appeal body must make appropriate arrangements to protect the personal 

safety of any witnesses. 

 

16.6 The appeal body can make the following decisions: 

i. To uphold the first decision against which the appeal is made 

ii. To uphold the appeal 
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iii. To vary the sanction imposed by the disciplinary panel (e.g. to change a first 

warning to a formal, written Final Warning, etc.) 

iv. In the case of dismissal, to uphold the appeal not to dismiss but to vary the 

sanction imposed 

 

16.7 The individual will be informed of the results of the appeal and the reasons for the 

decision as soon as possible by the two Trustees from the Appeals Panel, and this will be 

confirmed in writing. A record of the discussion between the individual and Trustees from 

the Appeals Panel will also be made. 

 

16.8 No person directly involved in any allegation of gross misconduct, a significant 

witness or anyone who has been involved in previous decisions will take part as a member of 

any appeal body. Decisions of appeal bodies are final and there is no further appeal. 

 

17. Responsibility Grid - Appeals 

 

17.1 The person or bodies responsible for initiation and appeal at each stage are as 

follows: 

 

Stage Actioned By Appeal 

First Warning Trustee chairing the 
disciplinary hearing 

2 Trustees not involved in 
Informal Resolution or the 
disciplinary hearing 

Final Warning As above 2 Trustees not involved in 
Informal Resolution or any 
previous disciplinary 
hearing or appeals 

Dismissal Welfare Officer, Chair or 
Vice-Chair of Trustees, in 
consultation with the 
Trustee chairing the 
disciplinary hearing 

As above 

 

18. Right to be accompanied – employees of SHARP 

 

18.1 All employees are entitled by law to be accompanied by a trade union 

representative or work colleague of their choice during any disciplinary hearing. Over and 

above this, SHARP will accept any mutually agreed person of the employee’s choice as a 

companion or as a representative. 

 

18.2 There is no duty on a fellow worker to accept a request to accompany a work 

colleague and no pressure should be brought to bear on a person if they do not wish to act 

as a companion. A worker who has been requested to accompany a colleague and has 

agreed to do so will be permitted to take a reasonable amount of paid time off to fulfil this 

responsibility. SHARP will also allow a reasonable amount of time off for the accompanying 

person to confer with the worker before and after the hearing. 
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19. Involvement of relevant authorities 

 

19.1 In exceptional circumstances, where the incidence of bullying/cyberbullying, 

harassment/sexual harassment, victimisation, gross misconduct or any other instances of 

inappropriate behaviour are deemed to be extremely serious, the Welfare Officer, Chair or 

Vice-Chair of the Committee of Trustees of SHARP may decide to inform the police and other 

relevant authorities. 
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