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INTRODUCTION

Prestatyn Town Council (PTC) is committed to creating a harmonious and safe working
environment, which is free from harassment and bullying and in which every employee
is treated with respect and dignity. PTC strives to ensure that the different experiences,
abilities and skills of individuals are valued; inappropriate behaviour should be
challenged. Itis PTC’s intention to encourage everyone to always behave in a proper
manner.

Harassment or bullying causes stress, anxiety and unhappiness to individuals, creates
an unpleasant environment in which to work and may be unlawful. This can reduce
efficiency and may ultimately have an impact on the way in which services are delivered
to our constituents. For these reasons, it is important that PTC, as an employer, and
individual employees strive to achieve a working environment which is free from this
type of behaviour.

The harassment, bullying or victimisation may be a one-off incident, or it may be a
series of incidents. Dignity at work can be affected by inappropriate behaviour, which
causes offence, whether it is intentional, or not.

PTC is committed to ensuring that individuals do not feel apprehensive because of their
race, religion or belief, disability, sex, sexual orientation, pregnancy or maternity,
gender reassignment, marriage or civil partnership, age, or because of being subjected
to any inappropriate behaviour.

Positive Work Environment

Allemployees can expect to:
e Be treated with dignity, respect and courtesy
e Be able to work, free from unfair treatment, bullying, harassment or victimisation
e Bevalued for their skills, abilities and experiences
e Allemployees are expected to
e Familiarise Themselves with the content of this policy
e Treat all employees with dignity, respect and courtesy
e Contribute towards a positive working culture
e Challenge or report unacceptable behaviour
e Be mindful of others when expressing views
e Cooperate with investigations into harassment and bullying
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Breaches of this policy will be considered unacceptable behaviour and will be treated
as misconduct, which may include gross misconduct warranting dismissal. All
employees must comply with this policy. PTC is committed to dealing with any issues
guickly, positively and confidentially when and if they occur.

Itis important to remember that comments made outside of work, e.g. on social
networking sites, may be used as evidence in investigations on bullying and harassment
matters.

For further information please see PTC’s Dignity at Work Policy 2025.

Employees’ Responsibilities

All employees have a responsibility to help create and maintain a working environment
that respects the dignity of employees. Harassment and bullying can cause serious and
genuine problems and employees should ensure that their behaviour is beyond
question and could not be considered in any way to be harassment or bullying. No one
should practise or encourage such behaviour and should make it ¢lear to all concerned
that it is unacceptable. Colleagues should be supported if they are experiencing
harassment or bullying and are considering making a complaint. Employees should
alert management of any incidents to enable PTC to deal with the matter.

Whilst this procedure is designed to assist genuine victims of harassment or bullying,
employees should be aware that false complaints proven to be deliberately vexatious,
lead to proceedings against the employee under the disciplinary procedure.

Reporting Bullying and Harassment

Harassment can be raised informally or formally. Anyone can report a bullying or
harassment issue they have seen or heard at work, even if it is not directed at them.

Managerial Responsibility

Managers and supervisors have a responsibility to ensure that harassment or bullying
does not occur in work areas for which they are responsible, They must be committed
to the elimination of bullying and harassment and must be vigilant in preventing acts
wherever possible.

Managers and supervisors also have a particular duty to set a proper example by
treating everyone with dignity and respect and ensure that their behaviour is beyond
guestion.

Managers also have a responsibility to make staff aware of PTC’s policies and take
steps to promote a positive work environment. They must be responsive and supportive
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to any member of staff who makes a complaint, provide full and clear advice on the
procedure to be adopted, maintain confidentiality in all cases and ensure that there are
no further problems or any victimisation after a complaint has been raised or resolved.

PTC will ensure that all managers, supervisors and other staff are fully aware of this
policy and the procedures for dealing with harassment and bullying.

What Type of Treatment Amounts to Bullying or
Harassment?

‘Bullying’ or ‘harassment’ are phrases that apply to treatment from one person (or a
group of people) to another, which is unwanted and that has the effect of violating that
person’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive
environment for that person.

* Where a person is subject to uninvited conduct
that violates their dignity, in connection with a
protected characteristic

Harassment

* Behaviour that creates a hostile, humiliating,
degrading or similarly offensive environment in
relation to a protected characteristic

* Behaviour that leaves the victim feeling
threatened, intimidated, humiliated, vulnerable
or otherwise upset. It does not need to be
connected to a protected characteristic.

Bullying

For further information please see Appendix 1 and PTC’s Dignity at Work Policy 2025.
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PUBLIC INTEREST DISCLOSURES
(Whistleblowing)

PTC recognises that effective and honest communication is essential if concerns about
breaches or failures are to be effectively dealt with and PTC’s success is to be ensured.

Any individual who, in the public interest, raises genuine concerns will not be subjected
to any form of detriment or disadvantage because of having done so. The victimisation
or harassment of an individual making a protected disclosure is a disciplinary offence.
This protection applies if an employee reasonably believes that one of the following
sets of circumstances is occurring, has occurred or may occur within PTC and that the
disclosure is within the public interest:

e Acriminal offence has been committed, is being committed or is likely to be
committed.

e Aperson has failed, is failing or is likely to fail to comply with any legal obligation
to which s/he is subject.

e A miscarriage of justice has occurred, is occurring or is likely to occur.

e The health and safety of any individual has been, is being or is likely to be
endangered.

e The environment has been, is being or is likely to be damaged.

e Information tending to show any matter falling within any one of the preceding
paragraphs has been, is being or is likely to be deliberately concealed.

Itis not necessary to prove the breach or failure alleged has occurred or is likely to
occur, the suspicion need only be reasonable to be raised; however, an individual will
not be protected from the consequences of making such a disclosure if, by doing so,
they are committing a criminal offence.

Procedure

1. Theissue should be raised with the line manager
If the issue cannot be raised with the line manager, then it should be raised with
a different manager at the same level or the Town Clerk, the Staffing Committee
or the mayor (depending on the circumstances surrounding the issue).

3. If management feels it suitably necessary, an investigatory meeting will be held
with the employee regarded as a withess.

4. Depending on the nature of the issue, it may not be possible to find an
immediate solution, but the matter will be investigated as quickly as possible.

5. The employee will be advised when any investigation is completed, and the
appropriate action has been taken. Depending on confidentiality, they may not
be informed of specific details.

6. Where itis necessary for a disclosure and the minutes of an investigative
meeting to be supplied to an employee as part of evidence supporting
disciplinary action, measures will be taken to make sure that the working
environment and working relationships are not prejudiced by the disclosure.
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Appeal

if an employee is dissatisfied with the outcome of the procedure, the matter can be
raised with the Chair of the Staffing Committee or the mayor. If the employee remains
dissatisfied with the outcome, then they have the right to express their concerns to the
relevant Prescribed Person designated by the Public Interest Disclosure (Prescribed
Persons) Order 2014 {or any superseding legislation). In Wales, this is the Auditor
General for Wales. They can be contacted regarding the proper conduct of public
business, value for money, fraud and corruption in public bodies in Wales.

PIDA Officer

The Auditor General for Wales Tel;: 029 20 320 522

24 Cathedral Road Email: whistleblowing@audit.wales
Cardiff Website:

CF119L) www.audit.wales/whistleblowing

A disclosure may also be made to Protect, the leading authority on public interest
whistleblowing, if an individual is dissatisfied with the outcome of an appeal or if
Protect may have an interest in the matter.

Protect - Speal up stop harm - Whistieblowing Homepage

Disclosures made to legal advisors in the course of obtaining legal advice will be
protected. If the relevant failure is believed to be mainty due to the conduct of a person
for whom PTC has no legal responsibility, the disclosure should be addressed to that
other person.

Disclosures found to have been made in bad faith (e.g. untrue or made to cause
disruption within PTC), may result in disciplinary action against the employee.

2025/ 2026 16



APPENDIX 1

Bullying & Harassment (Acas)
What is Bullying

There is no legal definition of bullying, it can be described as unwanted behaviour from
a person or group that is either:

e Offensive, intimidating, malicious or insulting
e Anabuse or misuse of power that undermines, humiliates, or causes physical or
emotional harm to someone

Bullying may be:

e Be aregular pattern of behaviour or a one-off incident

e Happen face-to-face, on social media, in emails or calls
e Happen at work or in other work-related situations

e Not always be obvious or noticed by others

It is possible someone might not know their behaviour is bullying. It can still be bullying
even if they do not realise it or do not intend to bully someone.

Examples of Bullying

e Constantly criticising someone's work

e Spreading malicious rumours about someone

e Constantly putting someone down in meetings

o Deliberately giving someone a heavier workload than everyone else

e Excluding someone from team social events

e Putting humiliating, offensive or threatening comments or photos on social
media

Upward Bullying

Bullying can also happen from staff towards someone more senior, for example a
manager. This is sometimes called 'upward bullying' or 'subordinate bullying'. It can be
from one employee or a group of employees.

It can be difficult for someone in a senior role to realise they are experiencing bullying
behaviour from their staff. It is important to consider the real reasons for the behaviour.
For example, there might be a wider issue with the culture of the organisation that can
be identified and addressed.

2025/2026 17



Examples of upward bullying:

e Showing continued disrespect

¢ Refusing to complete tasks

¢ Spreading rumours

e Constantly undermining someone's authority

» Doing things to make someone seem unskilled or unable to do their job properly

When Bullying is Harassment

Bullying and harassment are often confused. By law (Equality Act 2010), bullying
behaviour can be harassment if it relates to any of the following 'protected
characteristics":

s Age

¢ Disability

e Genderreassignment
¢ Race

¢ Religion or belief

e Sex

¢ Sexual orientation

Bullying not classed as harassment could stilt lead to other legal issues. For example,
severe bullying might contribute towards constructive dismissal.

Employer / Employee Responsibilities

Employers and employees have a mutual duty to treat each other honestly and with
respect. This means employees have the right to have trust and confidence in their
employer and expect to not to be bullied at work,

Employers have the right to expect employees not to bully each other expect employees
to treat their managers with respect and follow all reasonable instructions. Employers
also have a tegal duty of care to protect their employees from harm. This includes
dealing with bullying issues.

Employers should do all they can to try to prevent bullying from happening and

take any bullying complaint seriously and investigate it as soon as possible.

202572028 18



What is Harassment
In discrimination law (Equality Act 2010) there are three types of harassment:

* Harassment related to certain 'protected characteristics'
¢ Sexualharassment
¢ Less favourable treatment as a result of harassment

Harassment and bullying are often confused. Bullying behaviour can be harassment if it
meets the definitions on this page.

Harassment Related to a Protected Characteristic

This type of harassment is unwanted behaviour related to any of the following protected
characteristics:

s Age

¢ Disability

+ (enderreassignment
¢ Race

e Religion or belief

e Sex

s Sexual orientation

To be harassment, the unwanted behaviour must have either:

¢ Violated the person's dignity
¢ Created an intimidating, hostile, degrading, humiliating or offensive environment
for the person

it can be harassment if the behaviour:

¢ Has one of these effects even it was not intended
e Intended to have one of these effects even if it did not have that effect

By law, whether someaone's behaviour counts as harassment depends on:

¢ The circumstances of the situation
¢ How the person receiving the unwanted behaviour views it
= Ifthe person receiving the behaviour is 'reasonable’ to view it as they do

If someone makes a harassment claim to an employment tribunal, the judge will
consider whether a 'typical' person would see the behaviour as harassment.

2025/2026 19



Examples of unwanted behaviour:

¢ Aserious one-off incident

» Repeated behaviour

¢ Spoken or written words, imagery, graffiti, gestures, mimicry, jokes, pranks,
physical behaviour that affects the person

The person being harassed might feel:

Disrespected
Frightened
Humiliated

Insulted

Intimidated
Threatened

It can still be against the law even if the person being harassed does not ask for it to
stop.

The law on harassment related to a protected characteristic applies
when someone:

e Has arelevant protected characteristic

e [s harassed because they are thought to have a certain protected characteristic
when they do not

¢ s harassed because they have a connection with someone with a certain
protected characteristic

o Witnesses harassment, if what they have seen has violated their dignity or created
an intimidating, hostile, degrading, humiliating or offensive working environment
for them

Example of Harassment Related to Sexual Orientation

Quinnis gay and has not told people at work. When out with their partner one evening,
Quinn runs into someone from work. They tell the rest of the team that Quinn is gay.
After this, people in the team start ignoring what Quinn says in daily team meetings.
Quinn finds this humiliating and uncomfortable. This behaviour is likely to be
harassment on the grounds of sexual orientation.
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Example of Harassment Related to Sex

Taylor is an apprentice and is the only man in a team of women. Taylor is expected to
make drinks for everyone and do the washing up. Several people make comments that
"it's nice to see a man doing the chores for once". This becomes a common joke in the
team. Taylor feels disrespected and intimidated. This behaviour is likely to be
harassment on the grounds of sex,

Sexual harassment is unwanted behaviour of a sexual nature. This type of
harassment does not need to be related to a protected characteristic. For example,
someone who thinks they've been sexually harassed does not need to show it was
because of their sex or sexual orientation.

Less favourable treatment as a result of harassment is when someone experiences
less favourable treatment because of how they responded to previous harassment.

It can apply whether the person rejected or 'submitted to' (accepted) the previous
harassment. Harassment happens when the person is treated less favourably than they
would have been if they had not responded to the previous harassment in the way they
did.

The previous harassment must have been either:

e Sexual harassment
¢ Harassment related to sex
¢ Harassment related to gender reassignment

Example of less favourable treatment because of harassment

Jade receives several sexual advances from their manager but rejects them. A few
weeks later at Jade's yearly performance review, the manager gives them a poor
performance score. Jade is regularly praised by others for their hard work. This could be
harassment if Jade's poor performance score is because they rejected the manager's
advances.

Harassment law does not cover the protected characteristics of:

e Marriage and civil partnership

e Pregnancy and maternity

e If someone experiences worse treatment because of having one of these
protected characteristics, they might have experienced direct discrimination

202572026 21



If someone who's pregnant or on maternity leave experiences unwanted behaviour, this
could be harassment related to sex. An example of this could be offensive comments
about pregnant women.

Other Kinds of Harassment

Under the Protection from Harassment Act 1997 there is a type of harassment which is
separate to the 3 types of harassment under the Equality Act 2010.

This is behaviour that causes alarm or distress but is not necessarily relatedto a
protected characteristic. It includes stalking. It can be a criminal act.
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APPENDIX 2

Employee Dismissal

Automatically Unfair Reasons for Dismissal

Some things are 'automatically unfair' if they're the main reason for dismissing an
employee. An employee does not need to be employed for six months to claim
automatically unfair dismissal

These include:

e Making a flexible working request

e Being pregnant or on maternity leave

e Wanting to take family leave

e Beinga trade union member or representative

e Taking partin legal, official industrial action for 12 weeks or less
e Asking for a legal right

e Doingjury service

e Beinginvolved in whistleblowing

e 'Compulsory retirement'

e Unfair dismissal because of a health and safety issue

An employer must not cause 'detriment' to the worker if they:

o Reasonably believe being at work or doing certain tasks would put them in
serious and imminent danger

o Take reasonable steps over a health and safety issue, for example complaining
about unsafe working conditions

o Inform the employer about a health and safety issue in an appropriate way

Detriment means being treated worse than before, such as:

® Areduction in work hours

= Bullying or harassment

* Refusal of training requests without good reason
Overlooked for promotions or development opportunities
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Employees cannot be dismissed for taking part in industrial action if:

e [tiscalled as a result of a properly organised ballot

e [tis abouta dispute about employment terms and conditions

e The employer receives a legally required, detailed notice about the industrial
action at least 7 days before it begins

e Theytake partin the action at any time within the 12 weeks from when it began

e Non-union members have the same rights as union members not to be
dismissed if they take partin legal, official industrial action

e After 12 weeks, employees could be dismissed for taking part in industrial action
if the employer has tried to settle the dispute. For example, the employer may
have asked Acas to help find a solution.

Constructive Unfair Dismissal

When an employee feels they have no choice but to resign because of something
serious their employer has done.

Wrongful Dismissal

An employee does not need to be employed for six months to claim wrongful
dismissal. A 'wrongful dismissal' is when an employer has breached an employee's
contract, often to do with notice period or notice pay, such as:

e Dismissing an employee without giving them a notice period or notice pay
e Not giving someone the full notice period they're entitled to

Employment Tribunal
An employee has the right to make an unfair dismissal claim to employment tribunal if:

e They are legally classed an employee

e They have been employed for six months, unless they've been dismissed for
'‘automatically unfair' reasons or discrimination — e.g. race, sex or another
'protected characteristic'

e Claims can be made for both discrimination and unfair dismissal

e They make a claim within the time frame [3 months minus one day] from the date
that their employment ended
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