BULLYING & HARASSMENT POLICY
 BULLYING AND HARRASSMENT OF COUNCIL EMPLOYEES
A council can very easily become consumed with fractious internal issues instead of working together as a team and serving its community. Councillors need to remember that they, together with other members of the corporate body are the employer and as such, have a duty of care towards employees just like any other employer. Bullying and harassment in any form is unwarranted, this includes in the workplace.
Council employees are entitled to come to work and be at work without fear of being bullied. Bullying and harassment create an unhappy and unproductive workplace where you may have:
· poor morale and poor employee relations;
· loss of respect for managers or council members;
· poor performance/lost productivity;
· absence/resignations;
· tribunal and other court cases and payment of unlimited compensation.

WHAT AMOUNTS TO BULLYING AND HARASSMENT?

For practical purposes those making a complaint usually define what they mean by bullying or harassment – something has happened to them that is unwelcome, unwarranted and causes a detrimental effect. If employees complain they are being bullied or harassed, then they have a grievance which must be dealt with regardless of whether their complaint accords with a standard definition, or not.
Bullying is defined as:
· offensive, intimidating, malicious, or insulting behaviour;
· abuse of authority which violates the dignity of an individual or a group of people;
· creating a hostile environment against an individual;
· the undermining, humiliation or injury of an individual.
Bullying or harassment can be between two individuals or it may involve groups of people. It might be obvious, or it might be insidious. It may be persistent or an isolated incident. It can also occur in written communications, by phone or through email, not just face-to-face. Obviously, where offences are repetitive the issue is worsened.
In a local council bullying comes in a variety of forms, some of the more common are:
· Shouting at the clerk at council meetings;
· Criticising a clerk or other council employee within a council meeting or at any other time;
· Entering the council office and shouting at the clerk or threatening the clerk or other staff
· members;
· Spreading malicious rumours about employees
· Unfair treatment of a single employee.
· Sending e-mails that make unreasonable demands of employees, often with threatening language and on a repetitive basis;
· Approaching outside workers and challenging them about performance in their work.

This is not an exhaustive list but just highlights some examples experienced in the local council sector.
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WHAT, AS AN EMPLOYER, SHOULD THE COUNCIL DO?
Prevention:
  There are several key considerations that should help to prevent this behaviour:
Develop and implement a formal policy: this can be kept simple, but you should consider involving staff when writing it (YLCA can provide a template which can be tailored to the council’s requirements)

Set a good example: the behaviour of employers and senior employees is as important as any formal policy.
Maintain fair procedures for dealing promptly with complaints from employees
Ensure all council members are aware of the standard of behaviour expected of them as holders of public office (Code of Conduct based on the Nolan Principles, see below)
How should councillors behave?
Perhaps some people don’t know that what they are doing is bullying?
In all that they do for their councils, councillors should remember the seven Principles of Public Life on which their council’s code of conduct is based. If these are being adhered to, no bullying should take place whatsoever. These principles apply to anyone who is a public office holder. This includes all those who are elected or appointed to public office, nationally and locally. All public office holders are servants of the public and stewards of public resources. Council employees should also adhere to the principles as a matter of good practice, as there is no formal, nationally recommended code of conduct for employees.
The seven principles are:
Selflessness                                                                                                                   Integrity                                                                                                                            Objectivity                                                                                                                 Accountability                                                                                                                Openness                                                                                                                         Honesty                                                                                                                         Leadership
Many codes of conduct also speak of respect which is a very important aspect and should always be preserved.
Action:
Where the council is aware or has reason to believe an employee is being bullied by a councillor the council must demonstrate that it has exercised ‘its duty of care’ and done everything within its power to protect any employee from such situations. Talk to the YLCA, we can suggest measures which can be implemented to protect the employee from such behaviour.
People do not always feel able or confident enough to complain, particularly if the harasser is their manager or a senior member of the council. Sometimes they will simply resign. It is therefore very important for employers to ensure that staff are aware of options available to them to deal with potential bullying or harassment and that these remain confidential.
If you are aware and do nothing and the employee considers they can ’take no more’, breach of that duty could provide the employee with a claim for constructive dismissal.
Don’t wait for the employee to raise a grievance or resign!

What should a councillor do if unhappy with the work of a council employee?                                                 
Where there is reasonable belief that a council employee is not doing their job as they should, due process must be followed to address such matters. A concerned councillor needs to be professional and approach the matter in the correct way and in accordance with their council’s policies. Firstly, speak to the employee’s line manager or to the chairman who should consult the council’s disciplinary policy.
Hopefully an issue can be resolved informally. However, if it does need taking further an investigation may be needed and this is where advice can be sought from YLCA.







