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SUDBOROUGH PARISH COUNCIL 

 
POLICY FOR HARASSMENT AND BULLYING 

_________________________________________________________________ 
 
 
Harassment is a form of direct discrimination.  Harassment, or bullying, or 
any act, omission or conduct which causes an employee or councillor to be 
alarmed or distressed, including behaviour which is on more than one 
occasion: 
 

a) Offensive, abusive, malicious, insulting, or intimidating. 
b) Unjustified criticism on more than one occasion. 
c) Punishment imposed without reasonable justification. 
d) Changes in the duties or responsibilities of the employee to the 

employee’s detriment without reasonable justification. 
e) Copying of memos that are critical about someone to others who 

do not need to know. 
f) Exclusion or victimisation. 
g) Unwelcome sexual advances. 
 

It will not be tolerated by Sudborough Parish Council.  The above list is not 
exhaustive. 
 
HARASSMENT 
Specifically, harassment can take many forms including skin colour, religion, 
age, disability, gender, sexual preference, physical appearance/stature, 
even accent and dialect can form the basis for unwanted attention and 
aggression.  It is the perception of the recipient that is important rather 
than that of the perpetrator.  The latter may view the attention as a joke, 
but if the victim does not consider it so, then persistent references or jokes 
can be interpreted as harassment.  Under the Criminal Justice Act 1994, 
harassment is a criminal offence punishable by a fine and/or prison 
sentence. 
 
Sudborough Parish Council will take all complaints of harassment and 
victimisation seriously and investigate them comprehensively, swiftly, and 
fairly.  Harassment may be treated as a disciplinary offence.  In addition the 
Parish Council will: 
 

 Advise employees and councillors what constitutes harassment and make 
it clear that it is unacceptable. 

 Ensure employees and councillors know that it is their responsibility to 
ensure that harassment does not occur. 

 Ensure the confidentiality and anonymity of the complainant is 
protected. 

 Provide suitable counselling facilities. 
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 Ensure all employees and councillors know both the policy and the 
complaint process. 

 Record full details of all investigations. 

 Consider reasonable adaptations to the working environment if those 
involved work together or within a close proximity. 

 
It should be noted that harassment can take place through actions, as well 
as written, verbally, via the telephone and e-mail.  It is the Parish Council’s 
right to monitor all electronic communications relevant to council business 
made by employees and councillors and any breach, i.e. sending offensive 
or abusive e-mails will be deemed as a breach of the Code of Conduct that 
could lead to formal complaint.  
 
Harassment of employees or councillors by visitors to the organisation will 
not be tolerated. 
 
BULLYING 
Respect for every individual is an integral part of the philosophy and 
practice of the Parish Council.  Any and all stress and/or anguish caused by 
attitudes, innuendo, derogatory comments, ridicule, undermining of status 
or authority whether by direct or indirect means, by physical or mental 
process is bullying and will be dealt with.  
 
Bullying of employees or councillors by visitors to the organisation will not 
be tolerated. 
 
PROCEDURE FOR DEALING WITH COMPLAINTS: 
In all instances the procedure for dealing with complaints should be: 
 
The employee/councillor believing themselves to be bullied or harassed, to 
make careful note of the time, place, and content of the events.  Names 
should be noted of any others present who might be prepared to act as 
witnesses and to make this information available when lodging their 
complaint.  Any suggestions from the victim regarding a solution should also 
be identified at the point the complaint is lodged. 
 
The complaint should be lodged within 7 days of the incident’s occurrence 
to the most relevant person.  The relevant person may depend on the 
subject of the complaint, but in preferential order will be the chairperson, 
the vice chairperson, or the clerk.  The relevant person will investigate in 
the following manner: 
 
a) Assess the evidence provided in conjunction with an interview with the 

recipient.  This will take place within 3 days of the complaint being 
lodged, or as soon as is reasonably practicable. 

b) Discuss with the recipient the preferred course of action which may 
include: 

 Counselling of both parties 

 Monitoring of the situation over a mutually agreed period 
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 Interview with the perpetrator 

 Setting objectives for both parties to resolve the situation 
 
If the above action fails to bring about a resolution of the problem over an 
agreed period, the relevant person will commence: 
 

 Disciplinary procedures at the appropriate level 

 Consider reasonable adaptations to the working environment if 
necessary 
 
 

_________________________________________________________________ 
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