
Llandrindod Wells Town Council 

ANTI-HARASSMENT AND BULLYING 

(DIGNITY AT WORK) POLICY 

 
Introduction  
To ensure we are working at our best and fulfilling our purpose, we need to have a positive 
atmosphere to work in. Any form of harassment, bullying or discrimination can have a 
devastating effect upon colleague’s health, confidence, and morale. 
 
The Council will not  tolerate or condone any action that has a negative effect on working 
relationships and any form of harassment or bullying will be treated very seriously.  
We will address your concerns in line with our Grievance policy.  
 
1. Who is this policy for?  
This policy covers all prospective and current staff, members and volunteers and anyone 
else working directly for the Town Council on a permanent or temporary basis. The policy 
applies whether you are at work or at work within the community. 
  
The Council will promote awareness of the policy, and train staff and members  
approprimately. It is your manager’s responsibility to ensure this is undertaken. 
 
The Council reserves the right to make changes to this policy, and will advise of any changes 
made.  
 
It may also be appropriate to share this policy with suppliers, consultants and visitors to the 
Council. 
 
2. What do we mean by bullying?  
Bullying means treating someone in an offensive, or insulting way or involving the misuse of 
power which undermines their confidence and self-esteem or makes them feel humiliated. 
Workplace bullying we define as:  
 
“repeated inappropriate behaviour, direct or indirect, whether verbal, physical or otherwise, 
conducted by one or more persons against another or others, at the place of work and/or in 
the course of employment or membership, which could reasonably be regarded as 
undermining the individual’s right to dignity at work”.    
 
Bullying at work does not include reasonable and essential discipline arising from the good 
management of the performance of a colleague at work, or actions taken which can be 
justified as regards the safety, health and welfare of colleagues. For example, a colleague 
whose performance is continuously signalled at a level below required targets may feel 
insecure in their work, but this in itself does not indicate bullying.  
 
An isolated incident of behaviour described in this definition may be an affront to dignity, 
but as a once-off incident is not considered to be bullying.  
 
Some examples of bullying can be:  
 



• Physical: conduct which is intimidating or threatening or where someone aims to 
hurt or injure you  
 

• Verbal: constantly shouting or humiliating someone, picking on someone or conduct 
that attacks someone’s character or reputation, ridicules, humiliates or consistently 
undermines them 
 

• Non-Verbal: looks or gestures or excluding them from group activities 
 

• Cyberbullying: sending malicious e-mails or text or using social media to spread 
rumours or inappropriate messages  
 

•  Misuse of power or position:  
➢ Stopping a colleague from progressing through the Council by blocking 

promotion or training opportunities for no good reason  
➢ Setting them up to fail  
➢ Being dictatorial and not allowing colleagues to voice their opinions  

The above are just examples and not a full list.  
 
Legitimate, constructive and fair criticism of a colleague’s performance or behaviour at work 
is not bullying. An occasional raised voice or difference of opinion or using a strong 
management style is not bullying, provided everyone is treated fairly with respect and 
dignity. The Council does not condone bullying under the guise of ‘strong management’.  
 
3. What do we mean by harassment?  
Harassment, including sexual harassment, can take many forms but generally it is seen as 

unwanted behaviours that are intended to be, or have the effect of violating another 

person’s dignity, and creating an intimidating, embarrassing, humiliating or offensive 

environment. A one-off incident can be classed as harassment if it is serious enough. 

Harassment can happen both inside and outside of work e.g. at a work social event such as a 
Christmas party, within the community. 
 
Everyone is different and something that doesn’t offend you might offend someone else 
and vice versa. Just because something does not or would not offend you does not mean 
that it is appropriate behaviour. If you are in any doubt about whether something is 
appropriate or not, do not do it.  
 
It is unlawful to offend a person who may have a ‘protected characteristic’ defined in the 
Employment Equality Acts. The following are protected characteristics covered by this 
policy: 

• Age  

• Disability  

• Civil status  

• Religion  

• Gender  

• Sexual orientation  

• Race  

• Family status  

• Membership of the Traveller community  



This means that it is unlawful to harass anyone on the basis of these characteristics 
including if:  

• You have a protected characteristic e.g. you’re a mother; or  

• You are associated with a protected characteristic e.g. a family member has a 
particular sexual orientation; or  

• You are perceived to have a protected characteristic e.g. someone thinks you are gay 
even though you are not.  

 
Examples of unacceptable behaviours and conduct are things like:  

• Physical contact: touching, patting or pinching. Using insulting or abusive gestures, 
physical threats or physical or sexual assaults. Just continuously standing too close to 
somebody can make them feel uncomfortable or threatened.  
 

• Verbal: insulting or ridiculing someone, propositions for sexual activity or favours 
regarding a colleague’s career in order to advance it, or that a refusal of a 
proposition may damage it, using abusive language, sexual comments or innuendo, 
making jokes or inappropriate remarks about someone,  
 

• Non-Verbal: looks or gestures, being uncomfortably close to someone, displaying or 
circulating pornographic or other offensive material (e.g. sexist or racist material), 
sending abusive or offensive e-mails or texts, posting abusive comments on social 
media sites, withholding information to make someone less effective at work and/or 
taking away areas of responsibility without good reason.  

Other unacceptable behaviours can include basing decisions affecting a colleague’s career 
on willingness or refusal to offer favours.  
 
The above are just examples and not a full list.  
 
4. When can bullying and harassment occur?  
It can occur in a number of different ways and is not always one colleague (or manager) to 
another colleague, it can also be:  
 

• A Council Member to an employee 

• An employee to a council members 

• Between council members 

• A supplier/visitor to an employee 

• A group of employees to another or a group of employees; or  

• A group of employees towards one employee. 

 
It does not have to be face to face, and can take place outside of working time. For example, 
if someone sends you intimidating or nasty emails, text messages or ‘tags’ you on such 
social media posts, this is also regarded as bullying and/or harassment.  
 
5. What should I do if I believe I’m being bullied or harassed?  
Informal Procedure.  
There are many ways of speaking up if you are concerned you are being bullied or harassed. 
It is often easier to resolve the issues informally as people may not always be aware of the 
impact their actions are having on you.  



If you wish to handle the complaint informally you should make it clear to the person(s) 
concerned that their conduct or behaviour is unwelcome and should stop – be firm, clear 
and stick to the facts. You can make a note of this for your own records should you wish to.  
 
Alternatively, an employee could also speak to their manager, another employee or union 

rep to approach the person(s) on your behalf.  For member to member concerns these 

should be referred to the Clerk.    However, if your concern involves your manager it may be 

appropriate that you speak to somebody else, such as the Chair. 

Be prepared to describe what happened in detail, even if you find it uncomfortable or 
embarrassing.  
 
Formal Procedure  
If the matter cannot be resolved informally, or you remain unhappy with your situation at 
work (or if you consider the matter to be too serious to raise informally) an appropriate 
course of action for you is to raise the matter formally through the Grievance process. 
  
Choosing not to use the informal procedure will not reflect negatively on you, if you choose 
the formal procedure.  
 
If you want to raise a formal grievance you should do this in writing (by email is fine but not 
texting/instant messaging or via social networking sites) and your letter/email should be as 
detailed as possible.  Where an investigation requires interviews of other staff or members, 
the importance of confidentiality will be stressed to them.  
 
As the formal process generally takes more time than an informal way of resolving concerns, 
hence an informal approach often brings a quicker solution.  
 
If you have any concerns for your safety you should speak to your manager or their manager 
as soon as possible, if you feel you can.  
 
Occasionally, once an investigation has taken place it may be decided that a malicious 
and/or false complaint has been made. Any individual found to have made such a complaint 
may be subject to disciplinary procedure.  
 
6. Can I withdraw a complaint I have made?  
If you wish to withdraw your complaint you can, however please be aware that in some 

circumstances, the Council may not be able to ignore the allegations that have been made 

because of their seriousness. In that case, the Council may still believe that it is necessary to 

continue with the investigation in order to ensure that we uphold our responsibility to 

provide a safe working environment. 

7. What happens if I accuse someone of bullying or harassment?  
Any allegations of bullying or harassment will be thoroughly investigated. Anyone found to 
be breaching this policy may be subject to a disciplinary procedure which has the potential 
to lead to a formal warning, in more serious cases this may include their dismissal (either 
with or without notice).  
 
 
 



Both parties will receive a draft copy of the proposed investigation report findings for 
comment, by return. Both will receive a final investigation outcome letter within 7 days of 
any comments received, confirming a recommended course of action, and how to raise an 
appeal.  
 
In circumstances where the allegation is raised about a visitor, supplier or customer, we will 
take all necessary steps to bring this to their attention. We may also choose to bar someone 
from visiting Council premises.  
The law around harassment is clear - the motive or intention of the alleged harasser is 
irrelevant. This means that it makes no difference if there was no intention to offend 
someone; if the actions could reasonably be considered to have caused offence then the 
harasser is in the wrong.  
 
8. What do we mean by victimisation?  
Victimisation is another form of discrimination and generally occurs when someone is 
treated badly because they have:  
 

• Made an allegation about harassment or bullying  

• Supported someone who has made an allegation  

• Given evidence or information about an allegation  

• Intended to make an allegation or support someone who is making an allegation  

• Intended to give evidence about an allegation  

 
A person may not be protected from victimisation if they have supported or made a 
malicious complaint.  
 
For more information on other types of discrimination please see the Equal Opportunities 

and Diversity policy. 

9. Does this policy just cover what happens at work or whilst undertaking official duties?  
No, it does not. This policy does cover how you treat other colleagues inside working hours, 
and outside of working hours e.g. if at a Council connected event, and also how they treat 
you.  
 
In addition, we expect there to be no forms of bullying, harassment or discrimination in any 
way outside of working hours (e.g. on social media, when socialising, or during annual leave, 
sickness or break times.) 
 
10. What will happen if you are accused of harassment?  
If a complaint is made against you, you will be notified in writing that an allegation of 
bullying or harassment has been made, and an investigation meeting in accordance with the 
Grievance procedure will take place. You will be assured of the Council’s presumption of 
your innocence of any wrongdoing at this juncture.  
 
At this meeting you will be provided with a copy of the complaint made against you, and all 
relevant documents, including any witness statements, and you will be given an opportunity 
to give your account of events. Depending on the seriousness of the complaint, you may be 
suspended with pay to facilitate the investigation. In the case of a member, this would be 
dealt with under the Members Code of Conduct. 
 



11. Is there any other support available?  
In the case of an employee there may be support available from a union, Society of Local 

Council Clerks or One Voice Wales. 

In the case of a member complaining about the conduct of another member, this is a matter 

for the Public Services Ombudsman and should be reported. 
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