Re:  Staff


ANTI-BULLYING POLICY OF

ST. BRENDAN’S COLLEGE

This policy is based on a Whole school approach.

This policy is related to our school’s:

· Mission Statement

· Ethos
· School Plan
· Employment Legislation
· Health & Safety 

Rationale for this School Policy

The purpose is to emphasise the traumatic and devastating effects of bullying on the individual and the school as an organisation.

Goals of this Policy (i.e. objectives)

· To clearly define what constitutes bullying in the workplace.

· To put in place a Dignity at Work Charter.

· To have clearly defined grievance procedures in place to deal with bullying.

· To identify designated contact persons.

Roles and Responsibilities in developing and implementing this policy

· The Board of Management has a duty of care towards all its employees.

· All employees are responsible for their professional behaviour in the workplace.

· All individuals, whether directly employed or contracted by the school have a duty and responsibility to uphold this Policy.

We, the Board of Management of St. Brendan’s College and employees, wish to give commitment to foster an environment free from bullying.

The Board of Management of St. Brendan’s College wishes to state that harassment/bullying (and sexual harassment) is not acceptable in the workplace.   Both management and employees wish to ensure that this type of behaviour will not be tolerated within the school.   The purpose of the policy is to promote awareness among employees of the steps you can take if you feel you are encountering any problems in this area.   The Board of Management wishes to give a commitment to ensure “Reprisal free complaining”.

DEFINITION OF WORKPLACE BULLYING

(Definition recommended by the Government Task Force, 2001)


What is Sexual Harassment?
Sexual harassment means unwanted conduct of a sexual nature or other conduct based on a person’s sex which affects the dignity of men and women at work.

Examples of sexual harassment include:

(a) Unwanted physical or verbal advances.

(b) Unwanted touching or physical gestures.

(c) Comments and remarks of a sexual or discriminatory nature.

(d) Unwelcome comments about personal appearance.

(e) Demands of sexual favours.

(f) Displays of pin-ups and pornographic material.

(g) Innuendoes of a sexual nature or based on a person’s sex.

This list is not exhaustive.

Dignity At Work’ Charter - objectives

· To create and maintain a positive working environment that recognises and protects the right of each individual to dignity at work.

· To ensure that all individuals are aware of and committed to the principles set out in this Character.

Declaration

“We at St. Brendan’s College, commit ourselves to working together to maintain a workplace environment that encourages and supports the right to dignity at work.  All who work here are expected to respect the right of each individual to dignity in their working life.  All will be treated equally and respected for their individuality and diversity.  Bullying in any form is not accepted by us and will not be tolerated.  Our policies and procedures will underpin the principles and objectives of this Charter.

All individuals, whether directly employed or contracted by St. Brendan’s have a duty and responsibility to uphold this Dignity at Work Charter.

Supervisors, Managers and Trade Union Representatives where applicable in the workplace have a specific responsibility to promote its provisions”.

Nothing in this Charter overrules a person’s legal and statutory rights.

This Charter is endorsed by Board of Management.

Designated Contact Person(s)

The following are the designated contact person(s) who can act as an independent contact person(s) or counsellor(s) should an issue of bullying/harassment arise –

1. Ed O’Neill, Principal

2. Billy Condon
3. Nora Griffin
4. Tim Gleeson

5. M  áire Ní Iarlaithe
6. Pat Fleming

Their role will be to act as an impartial mediator who would advise the complainant as to what course of action he/she should take.  The contact person(s) will have no direct role in the grievance procedure but will be trained in counselling skills and have a greater appreciation of the implications of bullying/harassment.  Contact person(s) will discuss cases in confidence and will not divulge any information without the agreement of the employee.

Definition Of The Effects Of Harassment/Bullying

Bullying impinges on job satisfaction, job opportunities, family life and general quality of living.

It may result in:

· A person leaving their job

· Long term effects may include nervous breakdown, heart attack and suicide

· Insomnia, stomach upset and muscular problems

· On the cognitive level bullying can affect an individual’s thinking process and result in mistakes, decreased problem solving ability, concentration difficulties and irrational judgement

· On the behaviour level, an individual can become withdrawn, aggressive, irritable, increased consumption of alcohol and other substances, reduced work performance and show signs of mood changes

· Bullying can result in psychological symptoms, such as anxiety, irritability, angry thoughts, crime, feelings of depression and paranoia

This list is not exhaustive.

Informal Procedure

Employee(s) who feel that they are being harassed should:

(a) Consider if the conduct in question constitutes harassment/bullying;

(b) Raise the issue informally with the person who is creating the problem pointing out that their conduct is unwelcome, offensive or interfering with work;

(c) Alternatively, if the employee feels uncomfortable with a direct approach, he/she could raise the issue with the personnel department, a senior member of management or a designated contact person so that an informal solution can be achieved.

Such approaches may be particularly helpful where the complaint concerns the employee’s direct supervisor.

Formal Procedure

If the informal procedure is not possible or appropriate the employee should:

(a) Approach designated contact person, manager or supervisor, verbally, in writing or by telephone, outlining the nature of the complaint.

On receipt of this complaint the school authority should:

(a) Immediately investigate the circumstances of the complaint;

(b) Treat all complaints of this nature seriously and with the utmost confidentiality.

Interview the complainant

The investigation should begin with a thorough interview with the complainant to ascertain the facts behind the complaint.  The problem should be described clearly.  The investigator should try to discover:

(a) Who was involved?

(b) When the incident(s) occurred?

(c) Where the incident(s) occurred?

(d) Whether there were any witnesses to the event(s)?

(e) Possible solutions to the problem.

It is advisable to record the statements in writing from all parties in the investigation, as the use of written statements tends to make matters clearer from the outset of the investigation and maintain clarity through the procedure.

The complainant should be informed of the procedures which will be followed.  It is essential that the confidentiality of the complainant be maintained at this time.

Interview the alleged harasser

The alleges bully/harasser must be:

(a) Advised of the allegations against them;

(b) Given an opportunity to be heard;

(c) Allowed representation, if requested;

(d) Given an unbiased hearing;

(e) Fully informed of the decision as a result of the investigation;

(f) Be assured of confidentiality (where possible).

A copy of the complainant’s written statements may be given to the alleged harasser who should be afforded an opportunity to reply to the allegations made against him/her.  A record in the form of a written statement of reply from the alleged harasser may also be kept.

Action after investigation

When the interviews have been completed, depending on the strength of evidence and the probability of the complaint, the course of action to be followed must be decided.

If, following the investigation, the complaint is found to be valid, prompt action should be taken to stop the bullying/harassment (including, where appropriate, disciplinary action).

This action may involve:

(a) Issuing a verbal warning in cases of minor infringements;

(b) Follow with a written warning if the bullying continues;

(c) In cases of serious complaints, it may be necessary to suspend the alleged harasser with pay to facilitate a full investigation and possibly, the complainant also in certain circumstances;

(d) Another option involves transferring the perpetrator to another division/department.  The transfer may be on disadvantageous terms where the allegations have been confirmed.  While often there will be no difficulty with transferring the perpetrator as part of the penalty, this course of action should be clearly stated as an option in the school’s grievance procedure.  Transfer may also be appropriate where the complainant requests that he/she would prefer to move to another department rather than continuing to work with the alleged bully.

(e) If the bullying persists or if the harassment is of a more serious nature the employee has to be made aware that more severe disciplinary penalties will be applied.  A final written warning may be warranted or suspension without pay (if this provision is provided for in the disciplinary procedures/contract of employment) or even dismissal.

If it is found that the perpetrator’s behaviour had been misinterpreted and they were genuinely unaware of the effect of his/her actions, further procedures may not be necessary as the investigation may come to an end.  However, the ongoing relationship between both individuals should be monitored over a number of months.




Workplace bullying is repeated inappropriate behaviour, direct or indirect whether verbal, physical or otherwise, conducted by one or more persons against another or others; at the place of work and/or in the course of employment, which could reasonably be regarded as undermining the individual right to dignity at work.





An isolated incident of the behaviour described in this definition may be an affront to dignity at work but as a once off incident is not considered to be bullying.
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