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1. [bookmark: _Toc46995373]Introduction
SW9 CH as a Local Management Organisation (LMO) is committed to maintaining high standards of conduct and integrity in all areas of our activities. We rely on our staff to observe these high standards of conduct in relation to all the work of SW9 CH and our relationship with our clients, suppliers, employees and the communities in which we operate in. We expect everyone to set an example to our colleagues and others by upholding and promoting these principles.

You are expected to fulfil your duties and obligations responsibly, always acting in good faith and in the best interest of SW9 CH, its residents and other service users. You must comply with the law, your terms and conditions of employment, as well as our policies and procedures, delegations and contract standing orders. This includes any rules for the use and control of our systems and processes and any terms of reference. Please make sure that you and those who work with you do nothing to undermine our values.

This code of conduct sets out the standards of behaviour expected of all our employees. In addition to this, we are also bound by the code of conduct laid down by the National Housing Federation which makes specific reference to behavioural standards expected from the Board, staff and involved residents. Behaviour which breaches the standards set out in this policy will be subject to appropriate action under our Disciplinary Policy. 

The Policy  does not form part of your contract of employment, and we may amend it at any time. 

2. Scope
This policy applies to all SW9 employees, agency workers, consultants, self-employed individuals and all contractors. It applies everywhere you work and to interactions within and outside working hours, including work-related events and work-related communications by any method.

3. Expectations 
The expectations below have been reviewed with customers and colleagues to make sure they’re not only aligned with SW9 Values but also the requirements of the Competence and Conduct Standard due to be released October 2026.   

This lists key responsibilities which are underpinned by our Values and Competency Framework
	Description 
	SW9 Responsibilities 
	Your Responsibilities as employees

	Working environment
Inclusive, safe, sustainable workplace
	Promote an inclusive, sustainable and safe workplace  
Consider individual circumstances; provide reasonable adjustments; signpost to support. Encourage open communication and cross team collaboration.
Ensure legal and regulatory compliance relating to workplace safety and wellbeing.
	Read and follow policies and procedures wherever you work, to create and maintain an inclusive, sustainable and safe working environment
Treat colleagues, customers and partners with respect; challenge bullying, harassment or inappropriate behaviour. 
Work collaboratively and share information constructively. 

Use evidence and professional judgement to act promptly, prioritising safety and quality.
Maintain professional boundaries in interactions with customers and colleagues.

	Responsibility and Ownership 
	Take accountability for organisational decisions and outcomes; learn from mistakes. 
Provide clear frameworks for reporting concerns, managing performance and supporting ethical decisions. 

Support colleagues to make lawful, fair and transparent decisions.
	Take ownership of your actions and outcomes. 
Declare, manage and where possible avoid conflicts of interest. 
Make decisions based on accurate information, evidence and professional judgement. 

Act within the law, regulatory requirements and SW9 policies at all times.

	Unacceptable behaviour 
	We take a zero  tolerate approach to  offensive or inappropriate behaviour towards colleagues, customer or contractors. We’ll encourage people to report concerns by providing safe and confidential channels.  We’ll aim to investigate without delay. 
	Raise concerns about inappropriate behaviour towards you or others promptly

Use the appropriate whistleblowing or safeguarding procedures when necessary.

	Culture 
	Monitor workplace culture through surveys, exit interviews, 1:1s and team meetings. 

Reinforce values and inclusive behaviours.
	Act consistently with SW9 values. 
Give and receive constructive feedback. 
Help maintain a positive, inclusive and respectful working environment.  

	Training and resources 
	Give information and training, provide reporting mechanisms, conduct risk assessments
	Complete mandatory training and maintain  competence for your role, including membership of professional bodies where applicable. 
Keep your e-learning, skills and qualifications up to date and act in line with the expectations of your role.


	Support 
	Provide wellbeing resources for employees and promote work-life balance. Consider and provide reasonable adjustments under the Equality Act 2010 

Offer support and guidance on the management of safeguarding and wellbeing concerns
	Take care of your health and wellbeing; use available resources. 
Request help when needed; manage working hours appropriately.
Communicate clearly, check understanding and follow through on commitments.
Report any safeguarding concerns promptly.

	Continuous Improvement 
	Seek and regularly discuss feedback across leadership team, operational managers, employee representatives  and the HR team. 
Support tenant voice and scrutiny; involve customers in shaping services to improve customer satisfaction (TSMs)
Ensure colleagues remain competent and have development opportunities.
	Seek better ways of working to continuously improve
Share relevant information with others, including during appraisals and development conversations 
Learn from mistakes and feedback.

	Fair Treatment
	Empower colleagues to have their say and support fair, transparent decision making. 

Remove barriers to inclusion and promote equality, diversity and accessibility.
	Make fair and inclusive decisions and treat every person with respect. 
Uphold ethical, honest and impartial behaviour. 
Avoid discrimination or harassment in any form. 
Support each other to improve colleague and customer experiences  

	Our Reputation 
	Protect SW9’s reputation and uphold trust with customers, colleagues, suppliers and the public. 
Deliver quality services that meet regulatory and professional standards. 

Communicate transparently and honestly.
	Be accessible and communicate clearly. 
Listen to feedback and explain decisions professionally. 
Represent SW9 positively in all interactions. 
Respond respectfully; resolve complaints effectively; tailor services to diverse needs.

	Resolve Problems 
	Offer fair and transparent processes for informal and formal issue resolution. 

Ensure concerns are handled promptly and professionally.
	Try to resolve minor issues informally where appropriate. 
Engage constructively with formal processes for serious or repeated issues.

	Protect Information 
	Follow data protection legislation and maintain confidentiality unless there is an immediate or serious risk of harm. 

Ensure safe and lawful handling of personal and sensitive information.
	Safeguard confidential information and handle data responsibly. 
Only share information where lawful, appropriate or necessary to prevent harm.



4. [bookmark: _Toc46995376]Principles of Public Life, SW9 CH’s Behaviour Standards and Values

This Code of Conduct is consistent with the seven principles of public life. We agree to uphold the
values of: 

· Selflessness
You should take decisions solely on the basis of the values and objectives of SW9 CH. You should not do so in order to gain financial or other material benefits for yourself, your family or friends.

· Openness
You should be as open as possible about all the decisions and actions you take. You should give reasons for your decisions and restrict information only when individuals or commercial confidentiality clearly demand. You are expected to understand the need to maintain confidentiality at all times particularly when your role gives you access to personal information regarding colleagues or tenants.

· Integrity
You should avoid placing yourself under any obligations, financial or otherwise, to 
Outside individuals or organisations that might influence you in the performance of 
your duties. You are expected to maintain an acceptable level of personal integrity as 
this will impact on the reputation of the business.

· Objectivity
You should ensure that in the delivery of services, the appointment of staff or the awarding of contracts, you maintain impartiality and base decisions on merit alone. 

· Accountability
You must accept accountability for your decisions and actions and submit yourself to whatever scrutiny is appropriate such as   by the boards of management, residents, the providers of public funds and other stakeholders.

· Honesty
You must declare any private interests relating to the business of SW9 CH and take steps to resolve any conflicts arising in a way that is lawful and protects the reputation, values and mission of the business.

· Leadership
You must promote and support these principles by leadership and example through personal behaviours  and demonstrating our values that we try to embed and promote  these qualities in all our work. 


5. Our SW9 Mission and Values 
You are also expected to work in accordance with the SW9 Values and Mission. 

Our values are supported by a competency framework which reflects the expectations above. 
Staff performance against our values and expectations are discussed regularly as well as during the mid-year and annual personal performance and  development review. 
6. [bookmark: _Toc46995377]  Dignity at Work

Everyone has the right to be treated with respect and we all have a duty to treat other people with respect, having regard for other people’s different needs, attitudes and lifestyles.

You are expected to adhere to the Equality, Diversity and  Dignity at Work policy in all your work, oppose all forms of unlawful discrimination, challenge harassment, bullying or intimidation, and help ensure dignity at work for all.

You must respect the privacy of your colleagues. This includes respecting people’s differences in terms of age, disability, race, sex, religion/beliefs, sexual orientation, gender reassignment. In particular you must maintain confidentiality about a colleague’s sexual orientation, past or intended gender reassignment, unless the colleague has agreed to have this information disclosed. 

We regularly review our policies and processes to ensure we comply with legal developments
and reflect the needs of our communities.  
7. [bookmark: _Toc46995378]Dress and Appearance

We believe that appropriate dress is a part of projecting a positive professional image of the organisation. Please use common sense and discretion and dress appropriately for work and the customer group that you will be working with. When representing or acting on behalf of the organisation, please make sure that your appearance conforms to professional business attire, appropriate to your location, activity and practicality. We do not impose a specific dress code except where employees are provided with a uniform and/or protective clothing.

Where a uniform is provided, it should be kept clean, in good repair and worn at all times whilst carrying out your work. Where the nature of your role means you must wear protective clothing, you must strictly comply with these rules for health and safety reasons. Where you are required to wear Personal Protective Equipment (PPE) as part of your job, you must do so as required when undertaking potentially hazardous tasks. We may take disciplinary action if you do not follow this guidance.

We recognise the diversity of cultures and religions of our team and will take a sensitive approach where this affects dress and uniform requirements. However, priority will be given to health and safety, security, SW9 CH’s reputation and other considerations e.g. the needs of disabled employees. We reserve the right to discuss what you wear to work with you and if, in the line manager’s view this is unacceptable or inappropriate, you may be asked to return home to change. 

On occasion we may agree that ‘dressing down’ is allowed, such as at external away days, events, or on other occasions or on a specific day of the week (such as ‘Dress Down Fridays’). At no time should you wear clothing when dressing down which could cause offence to another member of staff or the public.

8. [bookmark: _Toc46995379]Health and Safety

SW9 CH SLT and managers will take all reasonable steps to ensure every member of staff has a fair, safe and respectful working environment.

However, you share that responsibility. As an employee, you have a duty to familiarise yourself with, and to comply with, our health and safety policies and procedures. In line with the Health and Safety at Work etc. Act 1974, every employee is responsible for taking care of themselves and anyone else who may be affected by their acts or omissions at work.

If your role is categorised as ‘working on the go’, you are also expected to comply with our health and safety policies and procedures wherever and whenever you work. This applies whether you are working flexibly, alternating between the office and other locations and includes times when you are working from your home. Please make sure that your conduct does not endanger the health and safety of yourself or anyone else. 

You must also comply with the Lone Working Policy where that applies. 

At any time, if you believe that the type of work, the circumstances or inadequate precautions are putting anyone’s health and safety at risk, you must tell your manager or another appropriate responsible person immediately.

9. Safeguarding 

We all have a responsibility for protecting children, young people and vulnerable adults from harm, 
abuse, exploitation and neglect. Our policies and procedures on safeguarding, anti-social 
behaviour and domestic abuse which can be found on the intranet, provide detailed information and guidance about how to promote customer welfare. You will also be required to complete safeguarding training if it’s relevant to your role.
There are different ways to report concerns depending on whether it’s an emergency and the risk
and seriousness of the issue. We’ll contact the police or local authority if necessary. If you are 
suspected of being involved in harm, abuse, exploitation or neglect, we’ll investigate and take appropriate action.

10. [bookmark: _Toc46995380]Alcohol, drugs and substance misuse

We are committed to ensuring the health, safety and welfare of our employees and anyone else involved with our business activities.

We distinguish between the misuse of alcohol and drugs in the workplace and sickness arising out of alcohol or drug dependency. We do not tolerate the misuse of drugs or alcohol at work, and you should be aware that we may regard it as gross misconduct, which is likely to lead to dismissal. 

You must not take any substances that may affect your work, except for medical reasons. You should not consume alcohol or take drugs when you are on duty or whilst wearing SW9 CH supplied uniforms which mean you can be clearly identified as one of our employees. If you attend business social events, it may be acceptable to have alcohol during the workday provided it is in moderation, within legal limits and does not affect your ability to do your job. 

If you need to take prescribed medication which may impact your ability to perform their role or carry out specific duties, you must please bring this to the attention of your manager.

SW9 reserve the right to require an employee to undergo a drug and/or alcohol testing when there is reasonable grounds to believe that the employee may be under the influence of drugs or alcohol while at work.  

Reasonable cause may include, but is not limited to:

· Observable signs of impairment (e.g. slurred speech, unsteady movement or unusual behaviour) 
· The smell of alcohol or drugs 
· A pattern of unsafe work practices or significant decline in performance 
· Involvement in a workplace accident or near miss 
· Reliable and credible information reported by others

Where testing is required:

· The employee will be informed of the reasons for the request 
· The employee’s consent will be sought before any test is carried out 
· Testing will be conducted by a qualified provider and in a manner that respects the employee’s dignity, privacy, and confidentiality 
· The employee may be accompanied (e.g. by a colleague or trade union representative) where practicable 
· The organisation may make alternative arrangements for the employee’s duties while the matter is being addressed 

A refusal to undergo testing without reasonable explanation may be treated as a disciplinary matter.

A confirmed positive test result will be considered in line with the organisation’s disciplinary procedures, taking into account all relevant circumstances, including any underlying health issues or whether support may be appropriate.

The organisation recognises that drug and alcohol misuse may be a health issue and, where 
appropriate, will consider support options alongside any formal action.

11. Smoking
Smoking or the use of e-cigarettes is permitted only within the designated staff smoking area. 

12. [bookmark: _Toc46995381]Work related social events and activities

We encourage our team to take part in social events and activities from time to time to foster good working relationships between colleagues across the business. Some of these social events take place away from the workplace and outside normal working hours. We expect that in these circumstances, this Code of Conduct and all our other policies and procedures continue to apply. Please be mindful of how your behaviour might impact on relationships between colleagues and  SW9 CH’s reputation.
Where conduct at social events or activities is considered to damage or potentially damage our reputation, we may take action under the Disciplinary policy.

13. [bookmark: _Toc46995382]Use of SW9 CH property

You are responsible for the security of any property belonging to SW9 CH in your control and must take proper care to prevent its loss or damage,  whether you are using it in a work location or at home. 

This includes equipment such as iPads, laptops or mobile phones. You are responsible for the security of all information contained on any device provided to you by SW9 CH. You must not access or misuse any information acquired in the course of your duties for private interest. Any deliberate unauthorised access to our systems through any devices provided to you may constitute gross misconduct under our Disciplinary policy.

Please make sure that:

Any equipment or other property provided to you by us is maintained and serviced when necessary.

You do not allow any property provided to you to be used by anyone outside the organisation, unless this has been authorised by a Head of Department (for example, a professional undertaking repairs or servicing)

You do not make modifications to our property (for example, upgrades to a laptop or software) without the prior approval in writing from your manager or SLT.

You do not use our property to carry out any illegal activities or activities that might bring our organisation into disrepute (for example, drink driving in a company car or using a laptop to visit inappropriate websites).

You do not allow our property to be lost, stolen damaged (for example, by not securing the property properly or leaving it in a public place such as on public transport)

You take all reasonable steps to ensure that no one else has access to the property to enable confidential data to be accessed or copied,

You do not remove property from SW9 CH premises without prior agreement in writing from your manager or SLT.

All documents and equipment provided for you to carry out your duties remain the property of the organisation. When your employment ends, or at any other time on request, all property, documents and equipment must be returned to the organisation.

14. [bookmark: _Toc46995383]Disclosure of criminal charges, convictions or other allegations

If you are arrested, facing criminal charges, cautioned or convicted of a crime you must immediately inform your manager or the HR Manager. The details must be disclosed as soon as practically possible to allow us to assess the potential employment risks and implications [if any].

Failure to disclose such information may  constitute misconduct under our Disciplinary Policy. An unspent criminal conviction may not in itself debar you from employment, but if you fail to disclose information of this nature, disciplinary action up to and including dismissal may be taken against you if it later comes to light. In most cases spent convictions do not need to be disclosed.

If your job role indicates that it is necessary, you may be required to undergo a Disclosure and Barring Service (DBS) check. This can be undertaken as part of our recruitment and selection process or at any time during employment.


15. [bookmark: _Toc46995384]Conflict of Interest

We understand and approve that our team engage in a wide variety of external activities, such as serving on Government, Business or Community Boards, professional practice, international projects and a number of other interests. However, we recognise that occasionally such activities may give rise to conflicts of interest.

You should be sensitive to any conflict of interest, whether potential or actual, perceived or alleged, between your position or work for SW9 CH and any external role or activity that you have. This is particularly key if you are in a position to make decisions which may have a significant impact on others or the way in which we conduct our business.

You must recognise and disclose activities that might give rise to conflicts of interest or the
perception of a conflict of interest. We ask employees complete the declaration of interest form 
on the HR system annually, and we expect you to tell your manager, or notify the HR team straight away if you think a personal relationship or business interest you have, or are connected to, could impact work.

This will allow us to manage or avoid any issues of conflict.

You should not take outside employment or positions (paid or unpaid) that conflict with SW9’s interests or would overlap with your normal job duties. Please consult your manager and/or HR before starting any other employment or position and get written permission from your line manager. If we agree to your taking up another job or doing regular work outside of normal working hours, this should not affect your work performance for SW9 CH.


16. [bookmark: _Toc46995385]Political Campaigning and Public Activities
You must not engage in any political or campaigning activity that might compromise SW9 CH’s position as an employer. If you are intending to stand for political office, you must discuss the matter with your manager beforehand.

While it is important that SW9 CH is seen to be politically neutral and must not be linked, directly or indirectly to any political organisation, we acknowledge that our staff are free to exercise their rights to freedom of belief, expression and of association as well as their constitutional rights. However, there is an expectation that staff members should act in a lawful manner at all times. Under no circumstances should you intentionally publicly defame or seriously criticise the organisation even if you are doing so during your own personal time.
[bookmark: _Toc46995386]
17. Membership of Secret/Banned Organisations

If you are a member of any organisation which is not open to the public and has secrecy about its rules or membership or conduct, this should be declared as an interest. You should provide written notification to your Department Head to make your membership known using the ‘Declaration of Interest’ form.

Membership of any banned organisation is a criminal offence and will be dealt with under the disciplinary policy. We may also report it to the relevant authorities including the Police.

18. Personal relationships
Relationship with Residents

You should always provide your name and job title to residents or members of the public as required and  should treat all residents with courtesy and respect.

You must take great care in handling residents’ and other service users’ money and complete a receipt for each transaction. Please be aware of and comply with Section 122 of the Housing and Regeneration Act 2008 which restricts the making and receiving of gifts and the payment of dividends and bonuses to members of Registered Providers and other organisations. 

You must:

· never owe money or any financial obligations to a resident
· not accept a loan or valuable gifts from a resident
· never agree to be named as executor, trustee or beneficiary of a resident’s Will or Trust (oract as a witness to a resident’s Will)
· never give loans, however small, from your personal money to residents
· if residents’ money or valuables must be handled as part of your employment duties, you must
· always ensure that you follow the rules and procedures set out for these tasks
· report any concerns about being compromised in the course of dealing with residents,
· including the offer of gifts or other advantages.

You should never allow any personal relationship with a potential or current resident to conflict
with your duties, or the best interests of a resident or SW9 CH. It is very important never to allow yourself to be compromised by relationships with residents.
	
Employees who are also residents

If you are both an employee and a resident of SW9 CH, you must declare this relationship of the declaration of interests’ form and be sensitive to the potential conflict of interest which may arise from this relationship.

You must take extra care not to conduct yourself in a manner, either at work or in your personal life, which could have the potential of compromising your integrity or could be perceived as such. For example, you should not engage in public disputes – legal or otherwise be charged or convicted of a criminal offence fall into arrears to SW9 CH

If you are involved in the award of tenancies or allocation of housing and are also a resident of SW9 CH, you must  make sure that you are absolutely impartial in the decisions that you make and follow all rules and procedures at all times.

You must declare if you or a relative are making an application for housing by making a formal submission to your Head of Department or the SLT.

Regardless of your role  in SW9 CH you should never try to exert influence over those making decisions about housing allocations.

Relationship with Colleagues

We  recognise that members of our team may have  close personal relationships with other colleagues. While we do not wish to interfere with these personal relationships, we also recognise that such relationships can create conflicts of interest or be disruptive within a work context.

If you have a close personal relationship with another member of staff, you should declare a potential conflict of interest to your manager. We will treat this information in the strictest confidence, although we may record it on your personnel file. We may then take the steps that we think are necessary to protect both you and us from perceptions of unfairness, particularly where there is an imbalance of power in the relationship. For example, we might consider changing report lines or relocating someone. Before taking any such steps, however, we will consult with you and try to reach a satisfactory arrangement for everyone. 

If you do not disclose a close relationship where one person has power or influence over the other, for example where one reports to the other, we may regard it as misconduct which may lead to disciplinary action.
Relationship with Contractors

All current or past relationships of a business or private nature with external contractors; or potential contractors should be declared on the ‘Declaration of Interest Form’. This applies whether one is personally involved in the appointment of or in supervising the contractor.

You must not be involved in the appointment of a contractor or supplier where you are related, or closely connected, to an organisation or individual applying or tendering for a contract. You must not be involved in establishing the terms of a contract, or its ongoing monitoring and management, if you are related, or closely connected, to the contractor or supplier.

Except where specifically approved by your manager and in exceptional circumstances, you should avoid using SW9 CH contractors and suppliers for private purposes. Where there is no reasonable alternative, you must be clear about the separation between the personal purchasing decision and their role in SW9 CH. If you are not sure whether the rules apply to your particular circumstances, please ask the HR Manager for clarification. 

19. [bookmark: _Toc46995387]Benefits Received from SW9 CH
As an employee, you must not receive any payment, grant or loan from any funds associated with SW9 CH except:
· under the contract of employment
· as reimbursement of legitimate expenses
· where expressly permitted under SW9 CH rules

This extends to any close relatives and businesses trading for profit in which you or your relatives have a personal interest. It also applies to all SW9 CH employees for 12 months after they leave SW9’s employment
20. Gifts, Hospitality and Entertainment  
You may be offered or want to offer gifts, money or entertainment while employed; it’s good 
practice to always let your manager know and seek advice. In some circumstances it’s ok if 
declared and the value is nominal, in others you’ll need to politely decline, or find a more 
appropriate way to say thank you or develop a business relationship (if there’s no conflict of 
interest). 

Be cautious and ask yourself:
· Could it influence your decision making or compromise your integrity?
· What’s the purpose or intention behind it?
· Could it be considered a bribe?
Corruption, fraud and bribery are unlawful. Corruption involves using your position of trust for 
personal gain, for example, accepting money from a customer to ignore rent arrears, or using your influence to get a job for a friend or relative. Bribery involves giving or promising someone a financial or other advantage to encourage or reward them to act improperly. 
Fraud is deliberately seeking to gain unauthorised benefit by lying, deliberately providing
misleading or incorrect information, or inappropriately withholding, changing, or deleting 
information. For example, improperly processing or recording financial transactions or using funds 
and resources.

You’re responsible for maintaining your integrity and we have processes in place to prevent and
identify fraudulent activity and hold you accountable. If we suspect fraud, this will be investigated 
and appropriate action taken if needed. 

It might not always be obvious what’s considered acceptable and what isn’t, which is why it’s important you read and understand your responsibilities under our Anti-Fraud, Bribery and Corruption Policy. 
21. [bookmark: _Toc46995388]Publications and Media Involvement
[bookmark: _Hlk39129130]Our public image and reputation is obviously very important to us and is affected by how it is presented in the media. We have rules for dealing with media enquiries and approaches, which we expect you to observe.

All media contacts or enquiries must be referred immediately to the Customer Resolutions Manager. The Customer Resolutions Manager is responsible for organising interviews with authorised spokespeople from our organisation, issues statements and press releases and supplies editorial material for publication on behalf of SW9 CH. 

This ensures information given to the media is consistent, accurate and reflects the organisation’s view. It is important that you do not  communicate directly or indirectly with any member of the press or broadcast media without prior authorisation from the Executive Director. 

Please contact the Head of Customer Services immediately if you are aware of an issue that will cause media interest or are told someone intends to contact the media about us.

We also expect you to comply with the standards set out in our Social Media Policy paying attention to administration and moderation of your social media profiles. This is necessary to ensure the reputation of our organisation and its employees are protected.

If you have concerns about the conduct of your colleagues, or the way in which the organisation is run, you should follow the procedures outlined in our Whistleblowing Policy. 

22. Speaking up
We aim to prevent inappropriate behaviour and misconduct and take all allegations seriously. If a complaint or concern is raised, we’ll investigate without delay. If we find something inappropriate has happened, we’ll act to put the situation right.
If you’re concerned about wrongdoing there are various ways to report it:
· Contact your  Line Manager
· Contact another Manager of the HR team
· Call the anonymous 24 helpline 0345 565 1851 *
*Provided by MediCash Health Assured.
If you make a complaint and are worried about being identified, we’ll speak with you about how to protect you. If you’re treated unfairly because you’ve raised a concern, this won’t be tolerated.
23. Communications
Communication needs to be compassionate and respectful, regardless of conflicting opinions. Some beliefs are protected by law, such as religious beliefs. One legally protected belief does not overrule another and there’s space for everyone to hold different views. The way views are expressed is equally important as what’ being said, for example, it’s unacceptable to communicate in a manner that may cause conflict, disruption, or offense to others at work, or reputational damage to SW9 CH.

24.  Adhering to the Code of Conduct  
It’s important you know and understand the provisions in this policy because they’re designed to promote an ethical and safe working environment. It’s essential you complete the mandatory training courses provided and there’s additional e-learning available if you’d like to know more.
We comply with legal requirements, for your protection and that of others. If you work in a way inconsistent with this Code, we will investigate and may need to follow the Disciplinary Policy or take other appropriate action. 
Some of the most serious potential consequences for you could be as follows, particularly if you work in a high-risk job:
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