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[bookmark: _Toc12733]Introduction/Purpose  
The School is committed to creating an inclusive work environment free from sexual harassment and victimisation to allow staff to feel safe, supported, and able to reach their potential at work.  
 
[bookmark: _Hlk198036691]The School does not tolerate sexual harassment, harassment and victimisation and acknowledges its duty under the Worker Protection Act 2023 (Amendment of Equality Act 2010) to take reasonable steps to proactively prevent sexual harassment of staff in the course of their employment.  
 
This policy aims to enable a culture where people feel safe reporting incidents of sexual harassment and trust the systems in place to address such concerns. 
 
The School will deal with all sexual harassment matters fairly and consistently in line with school policies.  Colleagues will not be victimised for making a complaint.   
 
[bookmark: _Toc12734]Scope of policy 
This policy protects: 
· All employees 
· Ex-employees 
· Workers 
· Contract workers (including agency workers and those who contract to provide work personally such as consultants) 
· Job applicants  
· Apprentices 
 
The duty to prevent sexual harassment in the course of employment also includes the prevention of sexual harassment of the above categories by third parties. See section 7 for more details.    
 
[bookmark: _Toc12735]Definition of sexual harassment 
 
The Equality Act 2010 states that sexual harassment is unlawful and defines it as unwanted conduct of a sexual nature which has the purpose or effect of violating someone’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them. 
 
Examples of sexual harassment may include the following, although this is not an exhaustive list: 
· flirting, gesturing or making sexual remarks about someone's body, clothing or appearance; 
· displaying or sharing sexual images; 
· asking questions about someone's sex life; 
· telling sexually offensive jokes 
· making sexual comments or jokes about someone's sexual orientation or gender reassignment; 
· displaying or sharing pornographic or sexual images, or other sexual content; 
· touching someone against their will, for example hugging them; 
· sexual violence, including unwanted sex acts, rape, threatening to carry out sexual violence. 
 
Joking or banter can be considered sexual harassment if: 
· the behaviour is of a sexual nature; 
· it is unwanted; 
· it violates someone's dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment for them. 
 
[bookmark: _Toc12736]Victimisation  
The Equality Act 2010 defines victimisation as treating a worker badly because they have reported, it is believed that they will report, or they have helped someone else to report a case of sexual harassment. This behaviour is unlawful and involves situations like but not limited to the examples listed below: 
· dismissal of the worker; 
· denial of development opportunity/promotions; 
· excluding the worker from tasks, meetings and similar. 
[bookmark: _Toc12737]General principles 
 
Sexual harassment can be one isolated incident or several incidents.   
 
Certain behaviours should be considered as sexual harassment, and therefore unlawful, even if the perpetrator did not intend their conduct to be offensive. An action can constitute sexual harassment even if the perpetrator did not intend to create an offensive, humiliating environment for the individual.  
 
The conduct need not be sexually motivated, only sexual in nature. 
 
An individual can experience sexual harassment from someone of the same or different sex. Sexual harassment may be obvious, or it may be subtle and more difficult to recognise. It can take place at any level and within any workplace relationship and can also be carried out by third parties such as visitors, contractors, members of the school community i.e. parents/carers/pupils/governors. 
 
There are instances of sexual harassment where the behaviour is not directed to a single individual. For example, where there is a culture of sexual harassment in the workplace and the sharing of sexual images is involved.[footnoteRef:1]  [1:  ACAS Sexual Harassment. What Sexual Harassment is (ACAS.org - Sexual-harassment) ] 

Sexual harassment is not limited to working hours and working premises. In fact, episodes of sexual harassment can occur in any work situation, including social events, outside of the workplace, home visits, on social media or any online communication platform (e.g. emails, video conference calls, phone calls or instant messaging platforms). [footnoteRef:2]  [2:  CIPD Sexual Harassment in the workplace (CIPD: Sexual harassment in the workplace) ] 

Sexual interaction that is invited, mutual or consensual is not sexual harassment because it is not unwanted. However, sexual conduct that has been welcomed in the past can become unwanted.  
Example: A Teacher has a brief sexual relationship with a member of the Senior Leadership Team. The Teacher tells the SLT member  that they think it was a mistake and does not want the relationship to continue. The next day, the SLT member grabs the Teacher’s  bottom, saying ‘Come on, stop playing hard to get’. Although the original sexual relationship was consensual, the SLT members’ conduct after the relationship ended is unwanted conduct of a sexual nature. 
The extended legal obligation introduced by the Worker Protection Act 2023 (Amendment of Equality Act 2010) only applies to sexual harassment and therefore this policy does not cover incidents of non-sexual harassment, such instances are covered by other school policies.  
Aggravating factors such as abuse of power over a more junior colleague will be taken into account in deciding what action to take under the relevant school policy. 
[bookmark: _Toc12738]Responsibilities 

School 
The school will take reasonable steps to prevent sexual harassment of workers in the course of their employment or engagement (e.g. in the case of non employees who are within the scope of the policy). 
The school will take reasonable steps to prevent sexual harassment of workers by third parties in the course of their employment or engagement (e.g. in the case of non employees who are within the scope of the policy). 
[bookmark: _Toc12740]School Leaders/Line Managers 
School Leaders/Line Managers are responsible to display exemplar behaviour at all times and to ensure that all reported cases are treated in a prompt manner, seeking advice from their HR provider and in line with the relevant school policy. 
School Leaders/Line managers will ensure that colleagues reporting incidents of sexual harassment are treated with empathy and respect ensuring that they are not treated less favourably because of this (victimisation). It is the duty of School leaders/line managers to take detailed notes of incidents of sexual harassment that they become aware of or that are reported by their staff.  
Where necessary complete and review risk assessments to identify and mitigate risks of sexual harassment in the course of employment and devise and implement reasonable steps to reduce those risks and proactively prevent sexual harassment occurring. 
[bookmark: _Toc12741]Employees 
All employees have a responsibility to contribute to the creation of a safe working environment where sexual harassment, harassment and victimisation is not tolerated. They must be sensitive and aware of how their behaviour may affect others. 
All employees have the duty to attend/take part in the sexual harassment awareness mandatory training as directed by the school and ensure they understand the nature of sexual harassment. 
All employees must report unacceptable behaviour by reporting incidents of sexual harassment even when witnessed.  
[bookmark: _Toc12742]Human Resources 
The Schools HR provider can provide support and advice to line managers as appropriate. 
[bookmark: _Toc12743]Trade Unions  
Assist in bringing about a speedy resolution to reported incidents raised by employees. 
Encourage Trade Union members to report such concerns. 
Provide support to and represent employees during the process. 
[bookmark: _Toc12744]Risk Assessment & Training
We recognise the need for a regular sexual harassment risk assessment to be completed to mitigate risks of sexual harassment across all areas of the school.  The School will actively consider the risks of sexual harassment occurring in the course of employment and devise and implement reasonable steps we can actively take to reduce those risks and proactively prevent sexual harassment occurring. 
[bookmark: _Hlk218775292]As part of these preventative measures, the School will ensure that ongoing training is provided to all staff to raise awareness of sexual harassment, promote a respectful workplace culture, and ensure that staff understand how to recognise, respond to, and report concerns. This training will be reviewed and updated regularly to reflect changes in legislation and to ensure continued compliance and effectiveness in preventing sexual harassment.
[bookmark: _Toc12745]Procedure 
Colleagues who experience sexual harassment (or those who witnessed it) are encouraged to report such instances.  
Reporting incidents of sexual harassment will not be subject to disciplinary action in the circumstance in which the complaint is not upheld. The reporting employee will only face disciplinary action if it is found both that the allegation is false and made in bad faith (i.e. without an honest truth in its belief). 
[bookmark: _Toc12746]Dealing with the matter informally 
Some people are unaware that their behaviour may amount to sexual harassment and sometimes an open conversation, where the issue is clearly pointed out, can be sufficient to stop the unwanted behaviour. This course of action will depend on the seriousness of the allegation and the school should seek advice from their HR provider. 
The School will not bring forward complaints for sexual harassment without the consent of the colleague who reported it. However, there may be circumstances where, for example due to the seriousness of the matter (e.g. the incident amounts to a criminal offence), the School will take action if the safety of the complainant or other staff members is at risk. In these circumstances, the School will put in place appropriate safeguards to prevent further harassment, or victimisation of the complainant. 
[bookmark: _Toc12747]Dealing with the matter formally 
Where the informal approach is not effective or the nature of the allegation means that an informal approach is not appropriate, the school’s Workplace Resolution or Disciplinary Policy will apply. The school should seek advice from their HR provider  to decide on the most appropriate policy based upon the allegations made. 
[bookmark: _Toc12748]Completing the sexual harassment reporting form 
The School promotes a culture where people feel comfortable and confident to report episodes encouraged to promptly report incidents. 
The sexual harassment reporting form (Appendix 1) should be completed by the victim (or witness) and handed to their line manager or the Headteacher.
If the Headteacher is the alleged perpetrator, the form should be submitted to the Chair of Governors to take the appropriate action in line with this policy. 
If the Chair of Governors is the alleged perpetrator, the form should be submitted to the Headteacher who will work with the school’s HR provider.
· Community Schools:   Local Authority
· Voluntary Aided Schools / Schools with Religious Character: The founding body. In addition to the founding body, the form should be copied to the Clerk who will liaise with the Vice Clerk
· Multi-Academy Trusts: Trust Board or CEO.
· Standalone Academies: Local Authority who will liaise with the appropriate government department 

In all circumstances, the School should seek advice from their HR provider.
The reporting form is to be completed in any case whether the complainant wishes to proceed formally or informally. 
The form must be as accurate as possible and the School will make an interpreter available should the individual require one. 
Escalation to governing body
The School is committed to addressing all concerns of sexual harassment in a fair, timely, and appropriate manner. However, if a staff member believes that their concern has not been handled reasonably or in accordance with this policy, they may escalate the matter to the Chair of Governors or the Governing Body. This includes situations where the response has been unduly delayed, the process has not been followed, or the outcome does not reflect the seriousness of the concern raised. The Governing Body will review the matter in line with its oversight responsibilities and ensure that appropriate action is taken to uphold the School’s commitment to a safe and respectful working environment
[bookmark: _Toc12749]Third party sexual harassment  
[bookmark: _Hlk218775524]In line with its legal duties, the School is committed to taking reasonable steps to prevent sexual harassment of staff by third parties which is not tolerated. Third parties are people who do not work for and are not an agent of the School (for example visitors, contractors, members of the school community i.e. parents/carers/pupils/governors).  
In accordance with the statutory guidance Keeping Children Safe in Education, the School recognises that pupil-on-pupil sexual harassment may also impact staff and other adults working in the school. Where such behaviour occurs, the School will take prompt and appropriate action to safeguard the wellbeing of staff, in addition to fulfilling its safeguarding responsibilities to the pupils involved. This includes investigating concerns thoroughly, taking corrective action where appropriate, and ensuring that both staff and pupils are supported.
Workers are encouraged to report sexual harassment by third parties, using the form at Appendix 1.  
Although an individual cannot bring a claim for third party sexual harassment alone, it can still result in legal liability when raised in other types of claims.  
 
Examples of steps the School will take to prevent third party sexual harassment includes but is not limited to:  
· Encouraging colleagues to speak up on matters in relation to sexual harassment 
· To regularly review School risk assessments 
· To ensure that no member of staff is placed in a position of exposure to potential inappropriate conduct (including home visits and one-to-one sessions).

[bookmark: _Toc12750]Support for staff 
Sexual harassment can have a severe impact on an individual’s health and wellbeing. Employees can access the Education Support confidential helpline on 08000 562 561. 

The following organisations can also be contacted for free and confidential support: 
· Trade Unions (applies to members): 
- NAHT:  NAHT > News > Latest comments > News 
- NASUWT: NASUWT | NASUWT Sexual Harassment Policy
- NEU: Preventing sexism & sexual harassment | National Education Union- GMB: Sexual Harassment Policies | GMB Union
- Unison: 589_sexual-harassment-guide-Oct24.pdf
· ACAS www.acas.org.uk   
· Rights of Women free and confidential legal helpline for women who have experienced sexual harassment at work: 020 7490 0152 
· Galop, the LGBT+ anti-violence charity, 0800 999 5428 
· Citizens Advice Bureaux  
· Equality and Human Rights Commission (EHRC) 
· Victim Support 
 
[bookmark: _Toc12751]Monitoring and review  
The application of this policy will be monitored to ensure consistency and fairness. This policy will be reviewed as necessary to take account of legislative changes, operational experience and best practice.  
 
  
 
 	 
 

[bookmark: _Toc12752]Appendix 1: Sexual Harassment Reporting Form 
 
	1. Reporting Party  

	Name 
	 

	Email Address  
	 

	Phone 
	 

	2. Incident Information  

	Date and Time of Incident  
	 

	Please provide a description of the incident. 
 
	(add more pages if necessary) 
 
 
 
 
 
 
 
 
 
 
 
 
 

	Please provide the details of any witnesses to the incident.  
	 
 

	Have you told anyone about this incident? 
	☐  Yes    ☐  No    If yes, who:  
 

	Have you notified the police? 
	☐  Yes    ☐  No 
☐  I would like more information on this option.  

	3. Supporting Documentation  

	Are 	you 
submitting supporting documentation?  
	☐  Yes    ☐  No    If yes, please describe (where possible, please submit this with your report): 
 

	4. Outcome 
	 

	What actions do you desire from this process? 
	 
 
 
 
 
 


 	 	 
Signature: 	 	 	 	 	 	Date:   	 
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Appendix 2: Sexual Harassment Risk Assessment Example Template (see Excel spreadsheet)
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