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Anti-Adult Bullying policy  
of  

Saint Patrick’s Infants N.S. 
 

The Board of Management of Saint Patrick’s Infants N.S. seeks to provide a supportive work 
place where all staff is free from all forms of harassment/bullying.   
 
All complaints relating to bullying/harassment will be taken seriously and investigated 
thoroughly and promptly.  All parties involved will be treated with respect. 
 
Victimisation as a result of a member of staff raising a complaint will be treated as 
harassment/bullying and subject to disciplinary action.  Similarly, staff will be protected from 
victimisation or discrimination for assisting in an investigation. 
 
The Employment Equality Act (1998) explicitly states that any kind of harassment on legally 
defined discriminatory grounds is unlawful and constitutes discrimination contrary to the 
Employment Act 1998.  In keeping with this and in line with our mission statement we along 
with our partners in Education endeavour to create a school climate and atmosphere where 
respect for each and every person is promoted. 
 
Who is involved? 
Individuals or groups of people can be responsible for or be the victims of 
harassment/bullying.  It can occur at any level in the school. 
 
There are three types of harassment: 

 Adult bullying  

 Sexual harassment on specified discriminatory grounds 

 Other harassment on specified discriminatory grounds 
 

1. Adult Bullying  
 
We in St. Patrick’s see bullying as “repeated aggressive behaviour of a verbal, physical or 
psychological nature” 
 
Adult bullying can take many forms which usually include: 

 Intimidation or harassment  

 Aggression  

 Verbal abuse 

 Humiliation  

 Undermining 

 Dominance or abuse of power 

 Different or unfavourable treatment  

 Exclusion or isolation 
 
Key features of adult bullying are that the behaviour is generally  

 Persistent and / or systematic  

 Unwanted  

 Subtle  

 Non- physical  
 
The following is a definition of bullying set out by the Health and Safety Authority  
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“Bullying in the workplace is repeated aggression, verbal, psychological or physical, 
conducted by an individual or group against another person or persons.  Bullying is where 
aggression or cruelty, viciousness, intimidation or a need to humiliate, dominate the 
relationships.  Isolated incidents of aggressive behaviour, while to be condemned, should 
not be described as bullying.  In the workplace environment there can be conflicts and 
interpersonal difficulties.  Many of these are legitimate industrial relations difficulties, which 
should be dealt with through the appropriate industrial relations channels.  Only aggressive 
behaviour which is systematic and ongoing should be regarded as bullying.” 
 
Harassment/bullying may take subtle or insidious forms, which gradually wears a person 
down over a period of time.  Harassment may take place where there are no witnesses and 
victims may be afraid to make a complaint because they fear that they may not be believed 
or that the harassment/bullying may themselves be afraid to come forward because they 
fear that they too may become victims. 
 
Bullying /harassment is to be understood not necessarily by its intention but by the impact of 
the behaviour on the recipient. 
 
 
Forms of Bullying 
Harassment/bullying can be verbal, gesture or physical bullying, exclusion or extortion.  It 
can be sexual, ageist, sectarian or racial in form or in undertone, or it can offend because of 
a person's disability. Some examples could be:- 
 

 Using terror tactics, open aggression, threats or staring, shouting abuse or 
obscenities towards a colleague. 

 Subjecting a colleague to unreasonable scrutiny, and being excessively critical about 
minor things. 

 Regularly taking the credit for another person's work but never taking the blame 
when things go wrong. 

 Undermining a person's authority, public humiliation in any form. 

 Maliciously removing whole areas of work responsibility from an individual or 
reducing her/his job to routine tasks which are below her/his skills capabilities. 

 Setting individuals impossible objectives, or constantly changing the work 
requirements and then criticising or reprimanding the individual for not meeting 
those requirements or objectives. 

 Ignoring or cutting out an individual at meetings. 

 Deliberately withholding information which an individual requires in order to do 
her/his job effectively. 

 Ostracising and /or marginalising an individual, dealing with an individual only 
through a third party, excluding the individual from discussions, decisions, etc. 

 Spreading malicious rumours about an individual. 

 Blocking another staff member's development. 

 Inflicting menial tasks. 

 Refusing reasonable requests for leave. 

 Deliberately interfering with post and other communiqués. 
 

2. The Employment Equality Act (1998) defines sexual harassment as any unwelcome 
act, request or conduct, which could reasonable be regarded as sexually or 
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otherwise on the grounds of gender, to be offensive, humiliating or intimidating to 
the employee in question, such as 

 any act of physical intimacy 

 any request for sexual favours 

 any other production, display or circulation of written words, pictures or 
other materials 

 
The following is a definition of a code of practice issued in accordance with the European 
Commissions Code of Practice. 
“Sexual harassment is unwanted conduct of a sexual nature, or other conduct based on sex 
affecting the dignity of women and men at work” 
 
 

3. Other harassment on Specified discriminatory grounds. 
 
The Employment Equality Act (1998) states that other harassment whether in the workplace 
or otherwise in the course of employment may constitute discrimination contrary to the 
legislation in circumstances where: 
 

          The harassment arises from an employee’s 
 

 Marital status 

 Family status 

 Sexual beliefs 

 Age 

 Disability  

 Race or membership of the traveller community and 
 

 The harassment is unwelcome and could reasonably be regarded as 
offensive, humiliating or intimidating to the employee concerned. 

 
Effects of harassment and bullying 
 
 (a) Effects on the victim 
It is generally accepted that individuals who are constantly bullied lose their self-confidence, 
their self esteem and are at an increased risk of suffering stress.  Stress is associated with a 
wide range of ill-health effects.  The long term exposure to harassment/bullying can have 
serious effects on an individual's health.  This could include resignation in order to avoid 
contact with the bully, or absenteeism, which in turn can have a detrimental effect on the 
person's career.  In severe cases it can include nervous breakdown, heart attack or even 
suicide. 
 
(b) Effects on the School  
Individuals working in a climate of fear and resentment do not perform to their capabilities.  
The adverse effects of harassment and bullying may result in increased absenteeism, staff 
turnover, low morale or poor performance levels. 
 
What can you do if you think you are being harassed or bullied. 
If you think you are being harassed/bullied at work, you should seek advice form any of the 
following ''Contact people''. 
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Contact People 
Principal, Deputy Principal, Teachers' Representative of the Board of Management, 
INTO Staff Representative, and the Chairperson of the Board of Management. 
 
Other specific actions you may take 
 

 Log all incidents of bullying/harassment.  Record dates, times and full details of the 
incident. 

 Write down your feelings at the time and what your own response was. 

 Speak to the alleged bully and make it clear that his/her behaviour is unacceptable 
and ask him/her to stop.  If you cannot do this verbally, then do so in writing.  Keep 
copies of any correspondence. 

 Ascertain if there were any witnesses to the harassment/bullying. 

 If possible avoid being alone with the alleged bully. 
 
The purpose of the policy is to deter unacceptable behaviour and to create an environment 
where staff can work together free from harassment/bullying. 
 
Procedures 
There are two procedures for dealing with cases of alleged harassment/bullying, one 
informal the other formal.  Individuals should familiarise themselves with the procedures 
below. Any of the people who are listed as 'contact people' can advise on both procedures.  
If the Informal Procedure is followed and the problem persists, the complaint can then be 
dealt with under the Formal Procedure. 
 
(a) Informal Procedure 
If an incident occurs which offends you, it may be sufficient to explain clearly to the person 
engaging in such behaviour that it is unacceptable.  In circumstances where this is too 
difficult or too embarrassing to do on your own, you should seek support from one of the 
'contact people'. 
 
If you are in any doubt as to whether a type of behaviour is harassment/bullying, do not 
hesitate to approach one of the ''Contact People'' for advice, on an informal and confidential 
basis. 
 
Many incidents of harassment/bullying can be dealt with effectively in a informal way,  as 
often the harasser/bully may be unaware of the affect her/his behaviour is having on others. 
 
(b) Formal Procedure 
Your complaint should be made in writing to the Chairperson of the Board of Management 
and should detail the nature of the complaint.  Your chosen contact person may help you to 
do so.  However, you have the right to initiate a formal complaint without reference to a 
Contact Person. 
 
The Board of Management will make every effort to ensure confidentiality will be observed 
by everyone involved while the complaint is being investigated. 
 
There will be an independent investigation carried out by the Board of Management. 
 
The Board will set down a timetable for the completion of the investigation. 
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The Board may engage personnel outside the school to assist in the fact finding 
investigation. 
 
The victim will be interviewed as will the alleged harasser. 
 
Separate interviews will be conducted. 
 
Your Contact Person or Staff Representative will provide help and support during this 
process if you wish. 
 
The investigation will be thorough, impartial and objective.  It will be carried out with 
sensitivity and with due respect for the rights of the complainant and the alleged 
bully/harasser. 
 
The complaint and the alleged Harasser/bully will have the right to the accompanied at all 
interviews.  The alleged harasser/bully will be given full details of the nature of the 
complaint and will be given the opportunity to respond.  Every effort will be made to ensure 
that meetings are conducted sensitively. 
 
Strict confidentially will be maintained throughout the investigation into the allegation.  
Where it is necessary to interview witnesses, the importance of confidentiality will be 
emphasised. 
 
At the completion of the investigation, a report will be prepared, which will include the 
nature and details of the complaint, the response of the alleged harasser, the result of the 
investigation and the conclusion.  A copy will be sent to both the complainant and the 
alleged harasser. 
 
If the report concludes that harassment/bullying did take place, the harasser will be subject 
to a formal interview and the complaint will be treated as a disciplinary matter using the 
Board of Management's Disciplinary Procedure. 
 
However, in some circumstances the use of the Disciplinary Procedure may not be 
appropriate. In such cases the outcome could result in training, counselling and a period of 
monitoring and appraisal. 
 
If the period of appraisal is not satisfactory, then the Disciplinary Procedure may then be 
invoked. 
 
There will be a right to appeal a decision using the agreed Appeals Procedure. 
 
Nothing in the Formal or Informal procedure can override an employee's statutory rights. 
 
Implementing and Monitoring the Code 
All staff in Saint Patrick’s Infants N.S. has a duty to ensure that their working environment is 
free from harassment/bullying.   
 
The Teaching Council published the second edition of the Code of Professional Conduct for 
Teachers on 20 June 2012 which sets out the standards of professional knowledge, skill, 
competence and conduct which are expected of registered teachers. The standards are 

http://www.teachingcouncil.ie/en/_fileupload/Professional-Standards/code_of_conduct_2012_web-19June2012.pdf
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underpinned by four core values – respect, care, integrity and trust, and reflect the 
complexity of teaching. 
 
See also Working Together (INTO) www.into.ie 
 

Success Criteria 

Practical indicators of the success of the policy 

 Positive feedback from teachers, parents, pupils 

 Observation of behaviour in classrooms, corridors, yard  

 

Roles and Responsibility 

 The Principal will coordinate and monitor the implementation of this policy. 

 The principal has particular responsibilities for noting, recording and responding to 
incidents. 

 The principal plays a managerial and supportive role by ensuring that the policy is 
communicated to all staff and implemented in the school. If there are serious incidents 
of bullying the principal will become involved in dealing with the parties involved. 

 

Implementation Date 

This policy will take effect immediately. 

 

Timetable for Review 

The operation of this policy will be reviewed and, if necessary, amended on a yearly basis (in 
May of each school year). A review of this policy was coordinated by the policy 
subcommittee in May 2017. This policy will be reviewed in May 2018. 
 

 Ratification & Communication 

Parents were notified of its existence and were invited to look and comment on the 
policy, which was displayed in the school’s Reception and on the school’s website. 
 

 
This policy will be distributed to all BOM members at meeting level. A copy will be given to 
Parents’ Association representatives. It will be available to parents on the school website 
and as a hard copy in reception. It will be communicated to teachers via the school’s server 
and to Special Needs Assistants via a hard copy in reception and in the Principal’s Office. 
 
 


