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12.1
INTRODUCTIONPRIVATE 

There are occasions when staff may be at the risk of potential violence and abuse, including racial and sexual abuse, whilst undertaking their duties.  This may take the form of physical assault or threat and also aggressive verbal abuse.

The Authority is concerned to ensure that all staff receive fair treatment regardless of their gender, marital status, race, colour, nationality, ethnic or national origins.  It is, therefore, suggested that the governing body adopt the Code of Practice for dealing with sexual and racial harassment contained in Appendix 12.1.

Sexual and racial harassment should be considered as unacceptable behaviour.  Complaints should not be ignored or treated lightly on the assumption that staff of a particular race or sex are over-sensitive about alleged harassment.

It is recommended that incidents are initially dealt with in accordance with the Code of Practice.  It may then be necessary, in certain circumstances, to follow this up with the use of the school's disciplinary procedure.

It should also be remembered that sexual and racial harassment constitutes unlawful discrimination under Sex Discrimination and Race Discrimination legislation.

12.2
DEFINITIONS
Sexual Harassment
Sexual harassment is behaviour of a sexual nature which is uninvited, offensive, unreciprocated7 and which creates a stressful work environment for the recipient and/or which adversely affect the recipient's well-being, employment prospects or work performance.

Sexual harassment can take many forms, including undermining confidence, leering, ridicule, embarrassing remarks or jokes, unwanted physical contact, demands for sexual favours, physical assault or unwelcome comments about dress or appearance.  The key factor is that the attention is unwanted and/or persistent.  A single incident is sufficient to be classified as harassment.

Racial Harassment
Racial harassment is behaviour of a racist/discriminatory nature in the form of words or actions that make a person feel frightened, humiliated and/or undermines confidence and is directed at someone because of their colour, nationality or ethnic group.

Racial harassment can be physical or spoken abuse, insulting comments or jokes, written abuse or treating a person less favourably than other people of a different ethnic group.

12.3
VICTIMISATION
It is often difficult for a person who feels that they have been a victim of racial or sexual harassment to complain, for fear that they will be victimised.  It is important that any attempt to victimise or pressurise a complainant once she/he has made a complaint is treated as a very serious matter.  It is strongly recommended that such incidents are always considered under the school's disciplinary procedure.

A person complained against should be made aware that victimisation is a further, more severe form of harassment and will be dealt with accordingly.

APPENDIX 12.1 CODE OF PRACTICE FOR DEALING WITH ALLEGED INCIDENTS OF SEXUAL AND RACIAL HARASSMENT
Detailed guidelines are being developed on the wider issues relating to sexual and racial harassment, including recording and monitoring such incidents.  This Code of Practice is recommended for dealing with such incidents when they relate to staff.

1.
A line manager or supervisor of staff has the responsibility to respond to any alleged case of harassment occurring, whether this is in the form of a complaint or as a result of personal observation and to take such steps as are necessary to prevent harassment.

2.
It is important that the sensitive nature of harassment cases is recognised and that every effort is made to reduce the embarrassment of the complainant.  Strict confidentiality should, of course, be observed at all stages of this procedure.

3.
A person who claims to be subject to sexual or racial harassment should make a note of the incident(s), including what the alleged harasser said or did and when it occurred.  If possible, any witnesses should also be asked to make notes.  It is helpful if these notes can be made as soon as possible after the incident(s).

4.
At this early stage the employee may wish to make it clear to the alleged harasser that the behaviour is unwanted and offensive and ask them to stop.  It may be that the harasser is unaware of the offensive nature of their behaviour and, therefore, this initial informal discussion is very important,  although it is acknowledged that on occasion the employee may find it  difficult to adopt this approach.

5.
If the individual feels embarrassed or threatened in making this approach they should discuss the matter with the head teacher, another senior member of staff with whom they feel able to discuss the issue, or alternatively a senior member of the HR & OD Service.  Staff should be advised that it may also be helpful to discuss what action they should take with a representative of their professional association/trade union, if they are a member.

6.
The individual should immediately refer the incident(s) of harassment to the head teacher, or other senior member of staff, should the problem not be resolved through informal discussions.

7.
The head teacher, or her/his representative should conduct an investigation to decide whether harassment might have occurred.  This investigation should include interviewing the complainant, the alleged harasser and any witnesses.  These members of staff should have the opportunity of being accompanied by their professional association/trade union representative at these interviews.

8.
The prime requirement of the investigation is to establish whether sexual or racial harassment has taken place and, if it has, to take steps to stop it and prevent it from recurring.   There may well be a need for the individual who has been harassed to receive counselling, if this is thought appropriate.  The harasser may also need to be counselled and/or attend an appropriate training course.


The head teacher, or her/his representative, should also decide whether disciplinary proceedings should be taken in relation to the harasser.  Should this be the case, action should be taken in accordance with the school's disciplinary procedure.
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