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Community Relations Policy  
 
Hereinafter Donegall Pass Community Forum will be referred to as ‘DPCF’. 
 
DPCF recognises that its management committee and staff bodies are, and should be, drawn from 
diverse and sometimes differing sections of the wider community.  DPCF believes that diversity 
can be a source of creativity and productive development for individuals rather than a problem to 
be tackled or an issue to be resolved. 
 
DPCF is committed to the creation of a shared and supportive working environment which 
respects and values equality, diversity and interdependence.  It is committed to encourage 
everyone to fulfil their potential and aims to remain free from all forms of harassment or 
victimisation.  This includes harassment arising as a result of an individual’s perceived religious 
affiliation, gender, sexual orientation or ethnic origin (or any combination thereof).  A definition 
of harassment can be found below. 
 
DPCF will implement procedures to deal with complaints of harassment confidentially and 
sensitively. Disciplinary action will be taken against all offenders.  In the most serious cases this 
may lead to suspension or dismissal. 
 
Obligations  
 
Governing Body: A sucessful policy is one that operates effectively on all levels of an 
organisation.  The leadership and commitment of the Management Committee is a key factor in 
determining how effectively staff and management respond to this initiative.  The Management 
Committee must, therefore, be actively responsible for the development of a positive community 
relations policy.  This includes training and support – including appropriate resources – for all 
members of the organisation, including the board itself. 
 
Management: Management, including management committee members, has responsibility for 
ensuring the effectiveness of the policy when implemented.  This will include: 
 
�x Raising awareness of the necessity and benefits of such a policy for the organisation 
�x Supporting and promoting efforts by staff to develop a positive framework for community 

relations work 
�x Developing an implementation plan, which covers responsibilities, resources and an 

evaluation mechanism with provision for periodic review 
�x Designating a senior member of the management team with responsibility for investigating 

incidents of harassment 
�x Developing a training programme for all staff to ensure the effectiveness of the project 
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Staff: all staff, interns and volunteers have a responsibility for the implementation of policy and 
procedures relating to the community relations programme.  This should include: 
 
�x Helping to ensure that all staff, interns and volunteers are aware of the rules concerning 

community relations including correct anti-harassment procedures 
�x Acting on and reporting all breaches of regulations related to community relations policy 
�x Alerting management to any incident of harassment or possible harassment – even where 

this has not been reported to them 
�x Ensuring that their own behaviour could not be considered in any way harassment 
�x Providing support / information to colleagues who are being harassed 
�x Taking positive action to promote the ethos within the organisation 
 
Complaints Procedure Regarding Harassment  
 
DPCF has grievance procedures and disciplinary procedures already in place.  These should be 
followed where appropriate – complaints involving members of staff, for instance, or between 
staff and management 
 
DPCF will take any allegation of harassment seriously and will deal with it quickly, 
confidentially and sympathetically.  Every effort will be made to ensure that complainants will 
not be victimised either while investigations are ongoing or subsequently.  Every effort will be 
made to support the complainant through the offer of counselling or other appropriate measures. 
 
The complainant and alleged harasser, have the right to be accompanied by a fellow employee or 
a Union representative when attending investigating meetings, disciplinary or appeal hearings. 
 
Complaints must be made within one month of the alleged harassment.  When a complaint is 
referred to a designated officer, he/she shall proceed as follows; the designated officer will be the 
Forum Development Manager unless he/she is the subject of a complaint in which case the 
designated officer will be the Chairperson of the Management Committee. 
 

1. Receipt of complaint: the designated officer must acknowledge receipt of a complaint in 
writing and arrange to meet the complainant within five working days 

 
2. Initial meeting with complainant : the designated officer will meet the complainant to: 

�x Clarify and formally record the nature of the complaint 
�x Advise the complainant to statutory rights 
�x Make the complainant aware of the stages of the procedure 

o A second member of staff, or a member of the management committee, 
should attend these and other meetings to take notes and act as a witness 

 
3. Meeting with the alleged harasser: the designated officer will meet the alleged harasser 

and put the allegations to him/her.  Notice must be given of the meeting, the nature of the 
meeting and the right to be accompanied 

 
4. Meeting with witness 

 
 

5. Further clarification : the designated officer may meet with relevant parties again to 
clarify issues 
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6. Recording of evidence/decision: every effort will be made to hold all necessary meetings 
within ten working days of the complaint being received.  A decision should normally be 
made and those involved should be notified within fifteen working days.  Appropriate 
management or disciplinary action should take place from that point 

 
7. Appeal: any decision should be made to the Chairperson of the Management Committee 

within ten working days of the notification of this decision.  Appeals will be held within 
fifteen working days of receipt of formal notice 

 
8. General: at the initial stages the most important quality is the ability to strike a balance 

between giving information, guidance and advice.  The aim should be to give 
complainants the power to make the best decision for themselves.  The designated officer 
should neither assume control for the client, nor relinquish professional responsibility by 
accepting at face value what the complainant says.  At this stage the emphasis is on a 
counselling responsibility.  The designated officer should aim to clarify issues; identify 
options; help make choices; and prepare action plan based on those choices. 


