
 

 
 

 
POLICY PAPER ON THE PREVENTION OF MOBBING IN CISST OFFICES 
 
1. OBJECTIVE AND SCOPE  

This document is composed as a measure against all systematic psychological harassment types known 

as mobbing including psychological violence, pressure, harassment and emotional siege and disturbance, 

among others, witnessed in hierarchical structuring that might occur within the institution.  

The Policy to Prevent Psychological Harassment (Mobbing) in the Office is binding for the members, 

employees, Executive Board members, Monitoring Board members, Ethical Board members, 

Supervisory Board members,  Committee to Support Gender Equality and Prevention of Harassment 

members, members of the academical consultancy board, volunteers, interns and counselors.  

 
The objective of the Policy involves the definition of the framework and the guidance to 
determine which actions/behaviors fall under the category of mobbing, detection of liabilities in 
necessary monitoring phases and principles to guide inspection and decision-making procedures. Civil 
Society in the Penal System Association is committed to support victims of mobbing and to efficiently 
deal with all related complaints and allegations. 

This document is updated every year under the approval of the Executive Board by the Ethical 
Board.  

 
2. DEFINITIONS 

Mobbing defines repeated and persistent behaviors to knock someone out, torture, agonize and 

restrain someone by putting pressure on, intimating and frustrating them. Psychological 

harassment (mobbing) at the office shall be considered a type of behavior that is inflicted not only by 

executives to their subordinates but also by all levels of employees to each other without any distinction 

in rank.1 

This Policy defines mobbing as a long-term, deliberate and systematic harassment type. The reason 

for this harassment or discrimination might be race, religion, religious belief, color, national 

identity, origin, physical disability, mental disability, a medical condition, civil status, sex or age.  

Nevertheless, the Policy doesn’t restrict itself to these motives.  

Some examples of systematic harassment that lay under the scope of this Policy are listed below: 

• Preventing someone to step forward and communicate. For instance: the subordinate 

prevents the victim to show herself/himself by constantly interrupting him/her, 

yelling at him/her or loudly reprehending him/her, constantly criticizing the work 

done.  

• Damaging social relations of the victim. For instance: people not talking to the victim, the 

victimized person not being able to talk to anyone, acting as if someone doesn’t exist.  

• Assaulting someone’s dignity. For instance: Talking behind the victimized person, spreading 

ungrounded rumors, ridiculing and disturbing someone with sexual allusions.  

 
 

1 http://www.sgk.gov.tr/mobbing/SGK_MOBBING_KITAP_WEB.pdf

http://www.sgk.gov.tr/mobbing/SGK_MOBBING_KITAP_WEB.pdf


• Assault on the life quality and professional status of someone. For instance: not assigning 

particular tasks to someone, withdrawing tasks that have already being assigned to 

someone,  assigning trivial tasks to string someone along, changing tasks included in 

someone’s job definition, causing personal damage.  

Behaviors that do not fall under above categories might also be defined as psychological 

harassment (mobbing) at the office.  

 
3. LIABILITIES  

3.1. The Executive Board 

The Executive Board is responsible for implementation of the Policy, and top monitoring of 

implementation in all its phases including notification, inspection and sanction mechanisms in 

case rules and regulations envisaged therein are violated.  

 

It is among the liabilities of the Executive Board to provide all its employees and volunteers with the 

means to have access to the Ethical Board to file a complaint regarding cases that fall under the 

jurisdiction of the Policy.  

3.2. The Ethical Board  

The Ethical Board is composed of three people elected among the candidates nominated by the 

staff. It is the liability of the Ethical Board to regulate all related applications and the phase of 

inspection when necessary. Upon receiving a mobbing complaint regarding one of its members, the 

Board asks the member to be removed from the inspection phase.  

Members having a personal relationship with the person in question that goes beyond professional 

life are also withdrawn from the investigation. The Ethical Board might also ask for the involvement 

of the members of the Committee to Support Gender Equality and Prevention of Harassment if 

necessary.  

4. APPLICATION AND THE INVESTIGATION PHASE   

The complainant directly files an application to the Ethical Committee via e-mail, face-to-face meeting 

or phone call. The Committee evaluates the application in ten days and informs the complainant. The 

investigation is to be finalized within 6 months upon the initiation of the process, and a report is 

submitted to the Executive Board.  The Executive Board conveys its decision upon the matter to the 

complainant, takes necessary actions and files a sanction, if necessary. Besides, if necessary, the 

Committee is also entitled to support the complainant, independent from the decision and sanctions 

of the Executive Board, to take further legal/juridical steps.  

 

Below are the two basic principles to be applied during the application and investigation phases: 

• Confidentiality Principle: The association and the Committee act according to the 

principle of the right to privacy and confidentiality to protect the rights of both the 

complainant and the complainee in cases involving harassment and assault.  

• Care Principle: The association pays attention to and cares about preventing further 

victimization of the complainant during the process. One of the most basic principles to be 

adhered to in the application and investigation phase is to prevent further victimization of 

the aggrieved party. 

 

 



5. DECISION AND SANCTIONS  

CISST is liable to abide by the related decrees of the Labor Law. The Business Ethics and Employment 

and Administrative Procedure Policy are also instructive and binding for the association in the decision-

making process. In case of a crime or fault delineated in this policy, the procedure indicated in the 

“Dismissal Process” of CISST Employment and Administrative Procedure Policy is implemented 

depending on the severity of the situation. This procedure may also include a warning, internship/ 

voluntary activities or contract termination. The association holds the right to inform persons or 

institutions it is in contact with regarding the decision.  
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