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Introduction 
At Sunset Retail, we believe that a thriving enterprise starts with thriving employees. Yet 
beneath the floor of each day's operations, the bullying of the administrative center and 
intellectual health challenges can quietly erode morale, productivity, and ideation. Yet, like 
ripples spreading in the water, unresolved warfare touches every corner of our business 
enterprise. This webpage explores why intellectual health and bullying numbers happen at 
Sunset Retail, how we can create a more inclusive place of business, and what I actually found 
to be presumably the necessary connection between employee relations and organizational 
fulfillment.  
 

Why Mental Health and Bullying Matter at Sunset Retail 
 
At Sunset Retail, our people are our greatest asset. Yet intellectual health problems and bullying 
remain huge challenges in workplaces across the UK that undermine worker well-being and 



organizational performance. The CIPD (2023) reports that mental health issues are in fact the 
leading causes of prolonged sickness absence, costing employers billions in lost productivity 
each year Workplace bullying, defined as repeated unreasonable behavior that creates an 
opportunity for fitness and safety (ACAS, 2023), is the number one driving force for pressure, 
anxiety, and depression Fevre et al. (2011) observed that bullying affects nearly one in ten UK 
employees, including reduced motivation, disengagement and extended absenteeism  
 

 
 
The Managing Workplace Conflict (2020) document additionally found that administrative center 
conflict costs UK employers £28.5 billion per year in absenteeism, workforce turnover, and 
reduced overall performance through the medium. The impact is clear: harassed employees 
suffer higher sickness absence fees, reduced job satisfaction, and decreased productivity. 
Workers from organizations with terrible intellectual health cultures face a greater set of 
turnover, legal liability, and reputational damage. At Sunset Retail we understand that 
addressing those issues is not just a prison obligation under the Equality Act 2010 and the 
Health and Safety at Work Act 1974; however, it is ethically important to protect our staff and 
build a sustainable and successful business enterprise.  

How Sunset Retail Can Become More Inclusive: Practical 
Recommendations 
Creating a truly inclusive place to work requires a planned pace at every stage of our company. 
Based on study evidence and great practice, here are practical pointers for Sunset Retail:  



1.  Visible Leadership Commitment 

Leadership unites the voice of organizational lifestyle. When senior leaders actively support 
inclusion, employees feel empowered to voice and document concerns (CIPD, 2023). At Sunset 
Retail, our executive team needs to visibly demonstrate zero tolerance for bullying and 
harassment through day-to-day communication, leading by example and holding managers 
accountable for developing inclusive teams.  
 

 

2. Comprehensive Manager Training  
Managers are the front-line defense against workplace bullying. Fevre et al. (2011) posited that 
bad control practices, including lack of confidence in dealing with difficult situations, drastically 
contribute to the poor handling of the administrative center. We need to spend money on 
education that equips managers to understand early warning signs, have tough conversations, 
and intervene before troubles escalate. This education must include intellectual competence, 
consciousness, conflict resolution, and unconscious biases.  

3.  Robust Anti-Bullying and Dignity at Work Policy 
Clear, accessible coverage demonstrates organizational dedication to stopping bullying and 
harassment. Our policy has to be co-designed with personnel to ensure relevance and 
ownership, communicated frequently and applied consistently across all workforces regardless 
of seniority. The Managing Conflict within the Workplace (2020) record emphasizes that 
regulations alone are insufficient; they should be sponsored through truth enforcement and have 
visible actions.  



4.  Anonymous Reporting Mechanisms  

Fear of reprisals prevents many employees from reporting harassment. Implementing personal 
anonymous reporting channels, which include standalone third-party helplines or virtual 
reporting gear, encourages employees to effectively elevate concerns This allows for early 
intervention, preventing escalation, and valuable facts about organizational hotspots needing 
attention are available.  

5.  Wellbeing Programmes and Employee Assistance 
Employees need packages to be nice and easy to support intellectual fitness. An Employee 
Assistance Program (EAP) presenting private counseling alongside primary care physicians and 
well-being champions provides vital support for employees experiencing stress or bullying. The 
CIPD (2023) reviews that corporations with active Nicely Being support experience less 
absenteeism and better engagement.  

6.  Flexible Working Arrangements 
Flexible operations aid in mental fitness by allowing employees to control the stability of their 
work existence and reduce stress. While there is no longer an immediate technique for 
harassment, flexibility demonstrates respect for a man or woman's wishes and contributes to a 
supportive subculture where personnel feel valued and trusted.  



7.  Regular Diversity Monitoring and Evaluation 

We have to monitor our growth through a regular range of information gathering, employee 
engagement surveys, and outside interviews. This evidence-based technique allows Sunset 
Retail to identify problem areas, demonstrate the degree of effectiveness of interventions, and 
show a true dedication to continuous development. By implementing those indicators, Sunset 
Retail can create a tradition in which every worker feels reputable, valued, and safe to thrive.  

 

What I Have Learned 

 
 
Before completing this project, I often understood employment tribunals in criminal terms—as a 
formal strategy for resolving disputes. Having studied the place of work, bullying, and mental 
fitness, I now understand that working family members, wellness, and inclusive lifestyles are 
deeply intertwined. Fevre et al. (2011) and the Managing Conflict within the Workplace (2020) 
report taught me that prevention is much more powerful than cure. 
 I was surprised to find that the systematic positioning of functional factors as opposed to 
individual personality was the strongest predictor of bullying. This changed my perspective on 
how corporations like Sunset Retail should proactively create a way of life through leadership, 
education, and worker support, instead of actually responding to issues when they arise.  
 
 



Conclusion 
Like an ocean in a mud jar, workplace tradition looks clean on the surface, while hidden currents 
of bullying and poor intellectual fitness swirl beneath At Sunset Retail it is our priority to ignore 
these hidden demanding situations or deal with bravely and dedication to bring them to light. 
The evidence is clear—prevention, management, and worker assistance are honestly the keys 
to creating an inclusive workplace. By imposing those recommendations, we can ensure that 
every worker feels valued, respected, and safe to be themselves. Together we are able to turn 
the tide  
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