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1. Introduction

We are committed to treating everyone with dignity and fairness, ensuring that our environment is
free from bullying, harassment, discrimination and victimisation. We are also committed to taking
proactive steps to prevent sexual harassment and to promoting a culture in which concerns can be
raised early and addressed appropriately.

This policy covers all employees and others who work for or provide services to our school,
including agency workers, contractors and volunteers. This policy should also be read in
conjunction with other relevant school policies and procedures, including Code of Conduct,
safeguarding, staff grievance, disciplinary, social media / IT acceptable use, and visitor or site
access arrangements where applicable.

This policy aims to define unacceptable behaviour, provide a supportive environment for anyone
affected, including victims and witnesses, and promote a culture of dignity, respect and anti-
harassment.

2. The law and duty of care

Under section 26 of the Equality Act 2010, sexual harassment is unwanted conduct of a sexual
nature that has the purpose or effect of violating a person’s dignity, or creating an intimidating,
hostile, degrading, humiliating or offensive environment. Liability can arise even where the conduct
was not intended to cause harm.

By law, all employers must take reasonable steps to prevent sexual harassment of their
employees. The Worker Protection (Amendment of the Equality Act 2010) Act 2023 came into
effect on 26 October 2024 and reinforces that preventative duty. This means schools should not
wait until an incident happens before acting; they should consider where risks may arise and take
proportionate steps to reduce those risks.

It is against the law to discriminate, victimise, or harass based on any protected characteristic. Any
form of unacceptable behaviour will not be tolerated. Immediate and appropriate action will be
taken in a supportive and confidential environment.

3. Zero tolerance - Our commitment to preventing sexual harassment in the workplace
Sexual harassment will not be tolerated, whether it takes place on school premises, online, during
visits, training, meetings, work-related social events or any other work-related setting. It should
always be challenged appropriately.

It is recognised that this can occur at all levels within an organisation. It may involve abuse of
power, seniority, influence or status, and such factors may be taken into account when disciplinary
outcomes are considered.

Sexual harassment or victimisation have no place in our School workplace, and any such

instances which are found to have occurred may be treated as gross misconduct, and may result
in disciplinary action, up to and including dismissal.

4. What is sexual harassment
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Sexual harassment is unwanted behaviour of a sexual nature that violates an individual's dignity or
creates an intimidating, hostile, degrading, humiliating or offensive environment for them.

e Employees and workers
o Contractors and self-employed people hired to personally do the work
e Job applicants

To be considered sexual harassment, the unwanted behaviour must have the purpose or effect of
violating an individual's dignity, or creating an intimidating, hostile, degrading, humiliating or
offensive environment for them.

It may be considered harassment if the behaviour has one of these or similar effects even if that
was not intended, or if it was intended to have one of these or similar effects even if it did not have
that effect.

5. Who can experience sexual harassment

Sexual harassment can happen to women, men and people of any gender, and of any sexual
orientation. It can be carried out by anyone of the same sex, another sex or anyone of any sexual
orientation.

Sexual harassment could be committed by anyone an individual may come into contact with
during the course of their work, including:

e Colleagues and other individuals they work with

e Aline manager, supervisor or another individual in a position of authority

e Third parties, this can include contractors, agency staff, service providers, governors,
visitors, volunteers, and other external individuals who interact with staff during the course of
their work

6. Examples of sexual harassment

Sexual harassment can be a one-off incident or an ongoing pattern of behaviour. It can happen in
person. It can also happen online, for example in meetings, email, social media or messaging
tools.

Some examples include:

¢ Making sexual remarks about an individual's body, clothing or appearance

e Asking questions about an individual's sex life

e Telling sexually offensive jokes

e Making sexual comments or jokes about an individual's sexual orientation or gender
reassignment

e Repeated requests, either explicitly or implied, for dates or social contact when it has been
made clear the requests are unwelcome

e Displaying or distributing explicit, pornographic or sexual images or material, or other
sexual content

e Touching an individual against their will, for example hugging them

e Sexual assault or rape
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¢ So-called 'banter' or behaviour accepted as part of the workplace culture where it is
unwanted or creates an offensive and hostile environment

e Posting or sharing sexually suggestive or offensive comments on someone's social media
posts, photos, or videos.

Scenario examples

e Jo's manager regularly makes comments about women that Jo finds insulting. For example,
they have said that their industry should not let allow women to work in it. This is
harassment related to a person's sex.

¢ Jo's manager starts making sexual comments about Jo's body, getting very close and
resting their hand on Jo's arm. It makes Jo feel very uncomfortable and intimidated. This is
sexual harassment.

e Jo tells their manager that this behaviour is offensive and must stop. The manager is angry
at being rejected and spreads hurtful rumours about Jo's sex life. This is harassment
because of how Jo reacted previously.

e Jo has consistently been recognised as a high performer, yet her line manager has just
informed her that she will be immediately subject to a formal capability investigation as she
missed a deadline. This is victimisation.

e Ahmed, Jo’s colleague, has observed the unwelcome behaviour and has supported Jo. He
confirmed he will be a withess to support her allegation of sexual harassment against her
line manager. The line manager becomes aware of this and in response he commences
disciplinary action against Ahmed related to alleged unprofessional conduct. This is
victimisation.

It is important to note that these examples are not exhaustive, and that sexual harassment can
include any conduct of a sexual nature which is unwanted and unwelcomed by the recipient. Some
of these behaviours may also be classified as criminal offences.

Sexual harassment is usually directed at an individual, but it's not always the case. Sometimes
there can be a culture of behaviour that's not specifically aimed at one person, such as the sharing
of sexual images or so called “banter”. Individuals could still make a complaint of sexual
harassment in this situation.

Individuals could experience more than one type of harassment at the same time.

7. Sexual harassment in workplace social settings
Sexual harassment may take place at workplace social environments, including office gatherings
and after-work events. Such conduct may be either subtle or overt. This includes school social

events, conferences, training, residential visits and other work-related activities away from the
normal workplace.

Examples may include:
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e Repeatedly asking someone to attend social events outside of work, especially if they
have already declined.

e Making unwelcome sexual advances or propositions, whether verbal or physical.

Being away from the normal workplace setting, and reduced supervision can increase risk and
should be considered in the risk assessments and event planning.

If an individual reports that they have experienced sexual harassment in a workplace social
setting, the complaint should be addressed according to this policy.

8. Confidentiality

When raising or handling a concern or complaint, confidentiality should be maintained as far as
possible in order to protect the privacy and dignity of those involved. Information will only be
shared where this is necessary, lawful and proportionate.

Informal or formal complaints can be raised in confidence and in any way that the individual feels
comfortable with, whether they are the victim or a witness.

Where a victim or withess makes an allegation or disclosure of sexual harassment that could be a
potential crime or safeguarding incident, the appropriate action will be taken to report and record
this in the correct manner.

9. ‘Reasonable steps’ the School is taking to prevent sexual harassment against
employees

The practical steps set out below provide examples of the actions the School is taking to prevent
and respond to sexual harassment in the workplace. This is not an exhaustive list; however,
putting these measures in place will support our School in taking proactive and positive steps to
prevent sexual harassment and to address concerns appropriately when they arise. In
considering these measures we have considered our own unique setting, including our size and
available resources, staffing, site arrangements and any other local risks identified.

In consideration of what ‘reasonable steps’ the School have considered, we have relied upon the
guidance set out in ACAS and the Equality and Human Rights Commission (EHRC) Employer’s
Guide, and apply them as follows:

Step 1: Adopting an effective preventing sexual harassment policy

The School have adopted a separate policy specifically dealing with sexual harassment. The
policy applies to all school employees, regardless of role or contract type or duration, including
teaching staff, support staff, agency workers, supply staff, apprentices and volunteers.

The Schools’ Preventing Sexual Harassment in the Workplace policy:

e Specifies who is protected, including all employees and workers, whether permanent,
temporary, casual or agency, as well as volunteers

e States clearly that sexual harassment will not be tolerated and that it is unlawful under the
Equality Act 2010

e Confirms that the employer (the School/Governing Board) has a legal duty to take all
reasonable steps to prevent sexual harassment of its employees
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e Makes clear that harassment or victimisation may result in disciplinary action, up to and
including dismissal

e Sets out clear procedures for raising concerns or complaints, including informal and formal
routes, and how concerns will be handled

e Addresses harassment by third parties, including contractors, visitors and other external
individuals who interact with staff on school premises or during school activities

e Addresses that the School must take reasonable steps to prevent sexual harassment of
staff by third parties, such as contractors, visitors, supply, parents/carers and outline what
preventative steps the School will take, such as setting behaviour expectations for visitors
and contractors

e Commits to regularly review the policy, monitor its effectiveness, and make updates where
required.

Step 2: Engage employees

The School commits to actively engage with staff to understand concerns and identify risks. This
may include one-to-one meetings, staff briefings, exit interviews, surveys, and open-door
conversations.

These mechanisms aim to understand whether sexual harassment risks exist, assess whether
existing preventative measures are effective, and assess whether staff feel confident raising
concerns.

Step 3: Assess and reduce risk in the school workplace environment

The School will carry out a risk assessment helps our School comply with the preventative duty.
When assessing risk, we shall should consider factors that may increase the likelihood of sexual
harassment occurring, including:

Power imbalances between roles (for example, senior leaders and junior staff or trainees)
Lack of diversity within particular roles or teams

Employees working alone, working late, or supervising activities outside normal hours
Employees with parent- or visitor-facing responsibilities

External events, training, trips or residential activities

Social events linked to work

Appropriate control measures will then be identified and implemented.

Step 4: Reporting concerns

The School has considered the most appropriate, clear and accessible reporting system, and this
is detailed on point 10 of this policy.

e Named contacts (e.g. headteacher, senior leader, school-based HR)
e Options for reporting concerns informally or formally, and in limited circumstances
anonymously

The school will keep centralised, confidential records of all concerns raised, whether formal or
informal, to help identify patterns or recurring issues.

Step 5: Training
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All employees, including senior leaders and managers, should receive regular training covering:

¢ What sexual harassment looks like in a school workplace
e How to respond if they experience or witness harassment
e How concerns and complaints should be handled

Where staff are more exposed to third-party contact, training should also cover how to manage
inappropriate behaviour from parents, carers or visitors.

Training should be reviewed regularly and refreshed as needed.
Step 6: Responding to a harassment complaint
When a concern or complaint is raised, the school should:

e Act promptly and appropriately, taking into account how the employee wishes the matter to
be addressed

e Maintain confidentiality as far as possible for all parties involved

e Take steps to prevent further harassment or victimisation during any investigation, including
protecting witnesses

e Consider temporary adjustments, such as alternative duties or working arrangements,
where appropriate

¢ |f the behaviour may amount to a criminal offence, discuss police reporting with the
employee and provide support

Step 7: Dealing with harassment by third parties

Harassment of employees by third parties such as contractors, visitors or other third parties must
be treated as seriously as harassment by colleagues.

The School will:
e Put clear reporting mechanisms in place
e Assess high-risk areas or activities
e Take firm and proportionate action where third-party harassment occurs
e Use safeguarding, health and safety, or site access procedures where relevant

Step 8: Monitor and evaluate actions
The School will regularly review how effective their preventative steps are by:

¢ Reviewing informal and formal reports to identify trends
e Holding lessons-learned reviews following resolved cases

Policies, procedures and training should be kept under regular review.

Further detail on the steps are available here: https://www.equalityhumanrights.com/employer-8-
step-quide-preventing-sexual-harassment-work

10.Reporting complaints — what to do if you have been sexually harassed at work

8
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If the employee is the victim or witness of sexual harassment or other unacceptable behaviour,
they should report this and, if appropriate, highlight what they would like to happen and any
preferred outcome.

For anything of a serious and/or continued nature, or if the employee feels they cannot raise the
issue(s) directly with the individual/s causing the concern, it is strongly recommended that they tell
the Headteacher. If the employees’ concerns are regarding the Headteacher they should report
this directly to the Chair of Governors. Schools may also identify another appropriate senior leader
or school-based HR contact as an additional reporting route.

Concerns may be raised by the person affected or by a withess. Anonymous concerns may be
harder to investigate, but where information is provided the school should still consider what action
is reasonably possible.

All complaints should be promptly directed to the Headteacher (or other person as specified
above), who will consult with Human Resources to ensure compliance with this policy. The
Headteacher may refer the complaint to another senior manager as appropriate for thorough
investigation and support.

Suitable initial actions, remedies, and protective measures should be considered without delay,
taking account of the employee’s preferred approach where possible. This may include steps to
reduce contact, changes to duties, supervision or site access, or other interim arrangements to
protect all parties during any investigation.

If an employee reports a complaint, they are legally protected from being ‘victimised’ which means
they cannot be treated unfairly because of the complaint and cannot be stopped from giving
evidence. Victimisation or retaliation against a complainant will not be tolerated.

Third-party sexual harassment involving contractors, service providers, agency staff, visitors,
volunteers, governors, parents/carers, or other external individuals should be promptly reported to
the Headteacher so that support can be given to staff, an investigation can be conducted where
possible, and preventative action taken.

Depending on the circumstances, action may include speaking to or warning the

individual, restricting or withdrawing site access, reviewing lettings or contract arrangements,
adjusting staffing arrangements, using safeguarding / behaviour / health and safety procedures, or
reporting criminal behaviour to the police.

Pupils can also be considered ‘third parties’ when it comes to protecting staff from sexual
harassment. In the event of alleged sexual harassment from a pupil, the school is also required to
follow its adopted safeguarding procedures in relation to reporting and recording any such
incidences involving pupil(s).

Employees may feel it is appropriate to raise serious incidents with external organisations such as
the Police. This course of action will not affect any internal procedures.

11.Informal process
Where appropriate, an informal resolution can be quicker and sometimes a better way to achieve

a positive outcome. This should be managed under Stage 1 of the Code of Practice for Settling
Staff Grievances.
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If an employee feels they are being subjected to unacceptable behaviour, it is recommended that
they highlight and report it at the earliest opportunity. In some situations, employees may feel able
to raise this with the person whose behaviour they feel to be unacceptable. This can also be
facilitated by an independent person such as a line manager or member of senior management.

If an employee observes this type of behaviour, normally it is best for them to speak to the victim
first and be sensitive to their wishes. In some instances, employees may feel more comfortable to
speak to their line manager for advice as a first step.

An informal route aims to address the issue for the victim in a less disruptive manner, facilitating a
resolution and promoting appropriate behaviour from the alleged perpetrator. In some cases, a
positive outcome such as a change in behaviour, a verbal and/or written apology, or training can
resolve the matter without further action. However, it is recognised that an informal route may not
always be suitable, and formal action may be required.

12.Formal process

Any issues which cannot be resolved through informal mechanisms, or are not appropriate for
these, will be addressed either through our Grievance Procedure (Stage 2), which allows
individuals to express their concerns and seek resolution, or our Disciplinary Code, which outlines
the procedures for handling violations of conduct.

Where the issue is of a serious nature it will be investigated and is likely to be treated as potential
gross misconduct under the school’s Disciplinary code. The Investigating Officer may consider
whether the alleged perpetrator should be suspended or relocated if it is not appropriate for them
to remain in the workplace whilst an investigation is undertaken, or where there is a potential for
witness intimidation. The Investigating Officer should discuss this with the Headteacher and/or
Human Resources and seek the appropriate permission before taking this action.

The victim may be required to attend any disciplinary investigation and hearing as a witness. In
this case, the Investigating Officer will consider any appropriate measures of support for the victim
throughout this process to ensure dignity and fairness is maintained.

In cases where an allegation of sexual harassment, or victimisation, has been found to constitute
gross misconduct, this may lead to summary dismissal, or other disciplinary action as appropriate.

13.Support

Our approach ensures that all parties involved are treated fairly and that appropriate actions are
taken to resolve the matter effectively. We encourage anyone who experiences or withnesses’
sexual harassment to come forward, knowing that their concerns will be handled with
confidentiality and sensitivity.

Employees who are experiencing or witnessing inappropriate behaviour are encouraged to seek
support and guidance from sources within the organisation. The following channels are available:

Employee Assistance Provider(s): The school may signpost individuals to a nominated provider
that have access to professional counselling, emotional support, and practical advice for staff
dealing with challenging situations. All services are confidential and can help employees manage
the emotional impact and seek further guidance. This service will only be available to schools that
have bought into such a service.

10
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Trade Union Representatives: Employees who are a member of a trade union can approach their
representatives for advice, advocacy, and support. Trade union representatives can help explain
workplace rights, accompany employees to meetings, and provide representation during grievance
or disciplinary processes.

In addition to these support mechanisms, employees may also seek support from other external
organisations such as:

e Acas helpline - 0300 123 1100 www.acas.org.uk
e Victim Support — 08 08 16 89 111 www.victimsupport.org.uk

14. Other information

Such instances are expected to be very rare, but if, following an investigation, allegations of sexual
harassment are found to be without foundation and a considered view is taken that the complaint
has been brought maliciously or in bad faith, formal disciplinary action may be considered against
the person who made the complaint.

Should any individual feel they need further clarification on anything set out within this policy, they
should first seek support from their Headteacher, who may wish to clarify the policy’s intended
purpose and remit, and outline what reasonable steps the School is taking to prevent sexual
harassment in the workplace.

Headteachers can seek further advice and support from Human Resources as appropriate in the
application of this policy.

Appendix 1 — Offsite Activity

SEXUAL HARRASSMENT RISK ASSESSMENT: STAFF OFF-SITE ACTIVITIES

Sexual Harassment prevention checklist for training, conferences, residential trips, visits and other work-related off-site activity

Activity / Lead /
School AT Date(s) manager
Location / Staff Overnight? Review date
venue attending Y/N

How to complete: Complete before the activity. Add activity-specific details; mark each risk H/M/L; record current controls; add further actions where needed; name the owner and date; tick
Done when completed. Escalate any High risk to the Headteacher/SLT lead before the activity proceeds and review afterwards if any concern, incident or learning arises.

Purpose: use before staff attend an off-site activity to record any increased risks, controls, actions and sign-off. Adapt to the specific activity, venue, staffing, travel and overnight arrangements.

Risk area Details specific to activity R':m?: e Existing controls Further action required Who / when Done
Travel and Solo travel, late travel, Travel plan, emergency Consider buddy travel, safe routes, [m]
arrival/departure shared vehicles, taxis, contacts, agreed check-in arrangements, taxi/parking
public transport, car guidance, escalation contact.

11
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Risk level

Risk area Details specific to activity HIMIL Existing controls Further action required Who / when Done
parking, arrival at unfamiliar arrival/departure times,
venues. expenses/travel policy.
Venue layout and Training rooms, breakout Venue information reviewed; Identify less visible spaces; agree [m]
visibility spaces, hotels, corridors, staff know where to get help; meeting points; avoid isolated one-to-
toilets/changing areas, venue safeguarding/security one situations where possible.
isolated areas, evening arrangements checked.
access.
Third parties and Parents/carers, contractors, Staff code of conduct and Remind staff how to report concems; [m]
external attendees delegates, trainers, reporting route shared confirm provider/venue conduct
speakers, venue staff, other internally; venue/provider expectations and escalation route.
organisations. contact known.
Overnight or residential Accommodation, room Educational visits/residential Confirm boundaries, expectations O
arrangements allocation, shared facilities, procedures followed; staffing and supervision; provide named
social time, alcohol, staff and accommodation contact for concerns; review
downtime, mixed groups. arrangements approved. alcohol/social arrangements.
Staff socialising or Evening meals, receptions, Expected standards of Brief staff before event; reinforce zero O
networking informal networking, behaviour apply to work-related tolerance of harassment and
conferences, away days, events. bystander intervention/reporting
celebratory events. routes.
One-to-one or small- Mentoring, coaching, Appropriate professional Use visible/public spaces where [m]
group contact supervision, informal boundaries and meeting possible; keep records of concemning
meetings, interviews, arrangements in place. interactions; avoid unnecessary
feedback discussions. private meetings.
Online communication Messaging apps, social Acceptable use/social Remind staff about appropriate [m]

during activity

media, photographs, out-of-
hours contact, group chats.

media/staff conduct
expectations in place.

communications, images, privacy and
reporting inappropriate messages.
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Risk area

Details specific to activity

Risk level

HIMIL Existing controls

Further action required

Who / when Done

Incident response and
support

What staff should do if they
experience, witness or
receive a report of sexual
harassment.

Named lead identified;
emergency contact and
reporting arrangements known.

Confirm immediate support route,
evidence preservation, welfare

reporting process.

arrangements and next working-day

Overall risk rating

Approved by

Date

Post-activity review
needed? Y/N

Issues/learning
recorded where?

Next action owner

Risk rating: H = of concern; early action needed. M = acceptable but further action required. L = controls largely effective; continue monit

Community users and
lettings

Out-of-hours events or lettings
where staff may be working
alongside external groups.

Review lettings agreements and

site supervision; ensure
unacceptable behaviour is
addressed promptly.

Part D: Monitoring and review plan

Item for review

Details

Review frequency

Person responsible

Risk assessment

Assess and update the risk assessment regularly or
after any reported incidents.

Annually and following an
incident

providers, governors, visitors and other identified
third parties.

Policy effectiveness Monitor the effectiveness of policies based on Annually
incident reports, complaints, grievances and
feedback.
Anonymous surveys to Conduct regular surveys or feedback exercises to Annually
monitor workplace culture identify emerging risks and assess whether staff feel
able to report concerns.
Training completion and Check that all staff groups, including temporary and Annually
quality casual workers, have completed relevant training
and that training has been understood.
Third-party arrangements Review controls for parents, contractors, external Annually

hours activities

Trips, events and out-of-

Review learning from school trips, events,
residentials, productions, open evenings and staff
socials.

After major activities and
annually

Incident themes and
learning

Review disciplinary, grievance, complaints,
safeguarding and low-level concern data for relevant
patterns.

Termly or as appropriate

Completion sign-off

Assessment Date
completed by
Headteacher approval Date

Next review due

Version/reference
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