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This policy is designed to help Governing Boards and school leaders create a safe, respectful, and positive work environment through providing essential information about your responsibilities under the Equality Act 2010 and the Worker Protection (Amendment of Equality Act 2010) Act 2023, relating to sexual harassment.

It is important to understand that when an employee experiences inappropriate behaviour it can make working life really difficult and can take an emotional, physical, or mental toll on employees it is important to ensure that no employee feels this way. Everyone deserves to work where they are treated with respect, and their dignity is maintained. Therefore, Governing Boards and school leaders need to ensure they are creating a safe environment where everyone is listened to and encouraged to speak up.  Creating an inclusive culture, which champions equality and is free from discrimination and employees can feel confident to be themselves.
 
Discrimination, harassment, and victimisation will not be tolerated on any grounds, and action will be taken against such behaviours. This includes, but is not limited to, protected characteristics such as age, disability, gender reassignment, race, religion or belief, sex, and sexual orientation.  It is important to note that this is not an exhaustive list; any form of such behaviour, regardless of the reason, will be addressed. For example, victimising someone because they are a football fan of an opposing team is equally unacceptable.

Role and Responsibilities

Who does this policy apply to;
· All school employees.
 
The following groups are expected to abide by the Code of Values and Behaviours when interacting with our employees; 
· Contractors and agency workers 
· Candidates participating in our recruitment process. 
· Third parties such as parents/carers, suppliers or Council Partners.  

Key Definitions

Everyone has a responsibility to create an environment where bullying, harassment, and discrimination do not occur in our school, and to challenge or report such behaviour when it is observed.
 
When a concern is raised either by an employee or aimed at someone else at work it is worth considering the type of unacceptable behaviour outlined in this policy.

Behaviours can take place in person or online including e-mail, social media, workplace communication channels (e.g. Teams), or telephone. 

What is harassment?

Harassment is when bullying or unwanted behaviour is about any of the following 'protected characteristics' under discrimination law (Equality Act 2010);
· [bookmark: _heading=h.xmnpx3opqobz]age  
· disability  
· gender reassignment 
· race 
· religion or belief 
· sex 
· sexual orientation 
 
It would be classified as harassment under the Act if the behaviour violated the person's dignity, whether it was intended or not creates an intimidating, hostile, degrading, humiliating or offensive environment for the person, whether it was intended or not. 
 
The law on harassment also applies to; 
· a person being harassed because they are thought to have a certain protected characteristic when they do not, for example, the harasser believes the person is transgender even if they are not. 
· a person being harassed because they are linked to someone with a certain protected characteristic, for example, because they have a family member of a particular religion. 
· a person who witnesses harassment, if what they have seen has violated their dignity or created an intimidating, hostile, degrading, humiliating or offensive working environment for them. 
· Examples of harassment at work could include (but is not limited to);
· banter", jokes, mimicking, taunts or insults that are sexist, racist, ageist, transphobic, homophobic, or derogatory against any other protected characteristic under the Equality Act 2010 
· unwanted physical behaviour, for example, touching, pushing or grabbing. 
· excluding someone from a conversation or a social event or marginalising them from the group either in person or online (such as WhatsApp or Teams channels). 
· derogatory comments about pregnancy, maternity leave or IVF treatment. 
· mimicking or making fun of someone's disability. 
· derogatory or offensive comments about religion such as antisemitism or islamophobia. 
· unwelcome comments about someone's appearance or the way they dress that is related to a protected characteristic. 
· "outing" (i.e. revealing their sexual orientation against their wishes), or threatening too "out", someone.
· making suggestions or assumptions about an employee’s sexual orientation or gender identity whether aware or perceived. 
· consistently using the wrong names and pronouns following the transition of a person's gender identity. 
· displaying images that are racially offensive. 
· excluding or making derogatory comments about someone because of a perceived protected characteristic, or because they are associated with someone with a protected characteristic. 

Harassment that is not related to protected characteristics involves any unwelcome behaviour that creates a hostile, intimidating, or offensive environment for the victim. This can include actions such as persistent bullying, spreading malicious rumours, or making derogatory comments about someone’s work performance or personal life. Such harassment can occur in various settings, including workplaces, schools, or online platforms, and can significantly impact the victim’s mental health and well-being.

Examples of harassment that do not involve protected characteristics:

· Work Performance Criticism - Constantly belittling or undermining someone’s work, such as making derogatory comments about their abilities or efforts without constructive feedback.
· Spreading Rumours - Circulating false or malicious rumours about a person’s personal life or professional conduct.
· Excessive Monitoring -  Unreasonably scrutinising someone’s work or behaviour, such as micromanaging every task they perform.
· Social Exclusion -  Deliberately excluding someone from team activities, meetings, or social gatherings, making them feel isolated.
· Cyberbullying -  Sending threatening or abusive messages through email, social media, or other online platforms.
· Public Humiliation - Criticising or mocking someone in front of others, causing embarrassment and distress.



What is sexual harassment?

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

Sexual harassment can be a one-off incident or an ongoing pattern of behaviour. 
The law defines sexual harassment as;
· conduct of a sexual nature that has the purpose or effect of violating someone's dignity, or creating an intimidating, hostile, degrading, humiliating, or offensive environment; and 
· less favourable treatment related to sex or gender reassignment that occurs because of a rejection of, or submission to, sexual conduct. 
· If someone’s behaviour is unwanted and causes offence, even if it wasn’t on purpose, it may be harassment. The unwanted behaviour doesn’t have to be aimed at you for you to be offended by it. If it creates an intimidating or offensive environment for you or anyone else, then it could be harassment. 

Examples of sexual harassment 

· physical conduct of a sexual nature, unwelcome physical contact, or intimidation. 
· persistent suggestions to meet up socially after a person has made it clear that they do not welcome such suggestions. 
· showing or sending offensive or pornographic material by any means (e.g., by text, video clip, email, or by posting on the internet or social media). 
· unwelcome sexual advances, propositions, suggestive remarks, or gender-related insults. 
· offensive comments about appearance or dress, innuendo, or lewd comments. 
· leering, whistling, or making sexually suggestive gestures; and 
· gossip and speculation about someone's sexual orientation or transgender status, including spreading malicious rumours. 

What is bullying? 

Bullying is behaviour that is unwanted, and is; 
 
· offensive, intimidating, malicious or insulting. 
· an abuse or misuse of power that undermines, humiliates, or causes physical or emotional harm to someone. 
 
Bullying might; 
 
· be a regular pattern of behaviour or a one-off incident. 
· happen face-to-face, on social media, in emails or calls. 
· happen at work or in other work-related situations. 
· not always be obvious or noticed by others. 
 
Examples of bullying at work could include (not exhaustive);

· physical, verbal, or psychological threats. 
· spreading malicious rumours.
· giving you an excessive workload or levels of supervision that differs to everyone else.
· treating you less favourably to the rest of the team due to you having a specific characteristic.
· withholding information making it impossible for you to do your job. 
· inappropriate and derogatory remarks about a person's performance
· directing personal insults to you.
· publicly criticising you or the work you have produced. 
· using intimidating language. 
 
What is not bullying? 
 
Bullying is not; 
 
· being held accountable for your performance or behaviour where there are no mitigating circumstances for a reduction in performance. 
· your manager managing your performance using a formal or informal process in a professional, appropriate, and supportive way. 
· constructive feedback 
· difference of opinions 
 
Upward bullying

· Upward bullying is when an employee bullies a more senior employee or manager. Examples of upward bullying may include (but are not limited to); 
· showing continued disrespect 
· refusing to complete reasonable tasks assigned to them 
· spreading rumours 
· doing things to make you seem unskilled or unable to do your job intentionally to cause issues within the team. 
· Sometimes bullying might be classed as harassment if it is related to certain 'protected characteristics' under discrimination law (Equality Act 2010). 
 
Bullying that is not classed as harassment could still lead to other issues and will be taken seriously. 

What is discrimination? 
 
Discrimination happens when someone is treated unfairly because of a protected characteristic.  
 
The relevant protected characteristics are; 
  
· age 
· gender reassignment 
· marriage or civil partnership 
· pregnancy or maternity 
· disability 
· race (including skin colour, nationality, ethnic or national origin) 
· religion or belief (including no religion) 
· sex  
· sexual orientation  
 
It is against the law to treat someone unfairly because of any of these characteristics, except in very limited circumstances.  
 
· Examples of direct discrimination at work could be; 
· Someone is not offered a promotion because they are a woman and the job goes to a less qualified man. 
· An employee has surgery to change their sex. Some of their employees find out about the surgery and stop inviting them to social events. 
· A manager assumes an employee is Muslim because of their name and does not invite them to a team event at a pub - assuming they don’t drink alcohol.  
· A manager asks their LGBT+ employee to conceal their sexual orientation or gender identity from the public where such instructions would not apply to heterosexual or cisgender employees.  
· An employee is treated less favourably within their team after their Partner decides to undergo gender reassignment surgery. 
 



Victimisation 
 
· Victimisation happens when someone is treated unfairly because they have, or plan to, or they are thought to have.
· brought an employment tribunal claim alleging discrimination. 
· made or supported a complaint to do with a ‘protected characteristic’. 
· given evidence or information in relation to someone else’s claim about discrimination.
  
Hate Incidents 
 
A hate incident is behaviour which is perceived by the victim, or anybody else, to be motivated by hostility or prejudice towards someone’s; 

· race 
· religion 
· sexual orientation 
· transgender identity 
· disability 
 
The law currently only recognises a hate incident under these five protected characteristics. 

This behaviour can include verbal abuse, intimidation, threats, harassment, assault and damage to property, jokes or ‘banter’, malicious phone calls or text messages and bullying. 

If there is a belief that someone has been the victim of a hate incident, it is encouraged to report it to a manager and to follow the guidelines of this policy as soon as possible. If the incident is directly linked to the manager, it can be raised with the Headteacher or a member of the Governing Board.

Other things to consider

Individuals are responsible for their own behaviour at work, as well as during any time spent representing School outside the workplace. This includes all work-related events, even those taking place outside of normal working hours.
 
• Work events 
 
If unwanted or offensive behaviour occurs outside the workplace and is work-related, such as at a social event, it is advisable to report this to a manager. The manager will work with the individual to determine the best way to address the concern. 
 
• 3rd Parties - External partners 
 
Concerns about the behaviour of an employee from an external partner should be reported to a line manager without delay so that appropriate advice can be provided on the best course of action.
 
• 3rd Parties -Customers and parents/carers
 
Third party harassment towards an employee can affect their mental and physical health. 
 
Some examples of third parties may include; 

· Clients in a meeting visiting for professional purposes 
· Parents or guardians of a child at a school 
· Independent contractors or agency workers 
· A resident living near s school 
· A member of the public visiting the school 
 
Third party harassment is when employees feel intimidated or offended by someone from outside their workplace. This harassment is often associated with threatening or bullying behaviour such as verbal or physical threats of violence.  
Anyone outside of school should never treat an employee in a way that is intimidating or offence.  Reasonable steps will be taken to prevent incidents like this from occurring for example; 
· displaying notices detailing appropriate behaviour 
· lone working risk assessments 
· providing training on how to deal with incidents 

There is a duty of care to employees both legally (relating to protected characteristics) and morally (relating to other forms of bullying or harassment) regarding unacceptable behaviour from third parties in the workplace.  
 
Any concerns should be reported to your manager.

For cases of racial, violent, or sexual harassment, it may be necessary to report the incident as a Hate Incident (see Hate Incident section).  Involvement of the police may also be required, and preparation for this can be arranged.
 
• Social Media 
 
Putting potentially offensive or inappropriate comments or images about or directed to employees on social media sites will be investigated in line with our Disciplinary Procedure. 
 
• False allegations 
 
If an employee has bullied, harassed or discriminated against someone, made false allegations in bad faith as part of any process, or treated an employee inappropriately because they have raised a legitimate concern, this will be investigated and management in line with the Disciplinary Procedure.

	• Confidentiality 
 
Anything discussed with an employee about their personal circumstances or experiences should be treated as confidential unless agreed between both parties or if there is a safeguarding risk to them or others. It could be helpful to clarify with employees what they would like shared and how they would prefer to be supported. 
 
Anyone involved with an informal or formal complaint under this policy, including witnesses, is required to keep the matter strictly confidential and act with appropriate sensitivity to all parties. 

Prevention Strategies

[bookmark: _heading=h.1y3r0vfs26t0]New preventative duty

The Worker Protection (Amendment of Equality Act 2010) Act 2023 amended the Equality act to now include an employer duty to prevent sexual harassment.

Under the Worker Protection Act 2023, anyone who witnesses sexual harassment or is made aware of it in the workplace and does not do anything about may result in a failure of this legal duty. A subsequent tribunal taking account of such failures may also increase an award of up to 25% in such cases. 

[bookmark: _heading=h.q6j3dfads3ay]The new “preventative duty” requires employers to proactively prevent sexual harassment within the workplace. This means we commit to taking reasonable steps in school to anticipate scenarios where sexual harassment may take place and take steps to mitigate against this risk. 

Outlined below are areas where we have taken action to mitigate against such risk as part of this “preventative duty” are;

· Completing regular risk assessments to identify risk and implement any actions identified.
· Undertake regular training for employees on sexual harassment and expectations of school.
· Remind employees of relevant school policies such as “Dignity at Work” and the school “Code of Values and Behaviours” etc. 
· Providing details of the appropriate employees to escalate concerns to where an employee may have experienced, witnessed, or been informed about sexual harassment at work. This person should be comfortable initiating conversations, offering guidance on who might be best suited to provide advice or suggestions on addressing the incident, and providing initial support on managing the relationship.  In some organisations this person is called an “Inclusion Champion”.
· maintain records of patterns or incidents across the school  and provide anonymised annual report to the Governing Board. This can help provide targeted learning, guidance, and support to employees on behaviour at work, encouraging a more inclusive experience.

Raising and Responding to Concerns

· Getting advice 
If anyone feels they are  being bullied, harassed, or discriminated against, it can be difficult to decide how to deal with it. It can help to talk this through with someone. Speak to your line manager initially to talk things through or with another manager if you don’t feel comfortable raising it with your direct manager.
· Witnessing bullying 
It is expected that employees who witness bullying, harassment, or discrimination will not ignore this and it’s important to approach the person affected and ask what support they need. 
· Resolving things informally 
 
Dealing with an issue informally means taking steps to resolve the concern without using a formal procedure. 
It is often more effective to resolve issues informally when possible. Speaking directly to the individual provides a chance to express feelings and potentially resolve the situation. The other person might not be aware of the impact of their behaviour or that it is offensive. This can be done either face to face or in writing, clearly stating that it is an informal approach.
· Speaking to your Manager 
 
If speaking directly to the person isn’t an option, consider approaching the head teacher or line manager. The head teacher or line manager can seek support from our HR service provider when a concern is raised. If the concern involves your line manager, it can be brought to another manager or the next level of management, such as the Headteacher or Chair of Governors. 
If it is appropriate, your manager may speak to the employee to raise your concern, or explain, that their behaviour is inappropriate and causing concern.  Discuss how the issue should be resolved and where changes should be made. Wherever possible your manager will aim to resolve things quickly and informally without the need to use a formal process. Dealing with things informally is often less stressful and quicker for everyone involved than a formal process.  
Other examples of informal ways to resolve the issue may include; 
· A manager meeting confidentially to understand more about the concern, its effect, and desired resolution.
· A manager assisting in raising the issue with the person whose behaviour is concerning.
· Using an independent mediator, if appropriate, where everyone agrees.
· Facilitating conversations that include impartial employee representatives where appropriate and everyone agrees.
· Providing learning, coaching, mentoring, or counselling for relevant employee either in-house or from independent impartial people.
· Offering support and advice to affected employees.
Preferences will be taken into account, and an approach will be agreed upon together wherever possible.

However, if the welfare or safety at risk, or where the complaint is very serious and/or may result in disciplinary action, we may have to approach the individual and investigate under the formal procedure.  Where possible we will discuss this with you first.  
 
Logging Concerns
 
Experiencing inappropriate behaviour at work can affect the emotional, physical, and mental well-being of employees. The Governing Board feels that it is important to deal with this kind of behaviour as soon as possible. It can, however, be difficult to raise this to anyone at school.

To effectively capture the necessary information for determining the facts and for reporting purposes, we have developed a form.  This form should collect the minimum essential details that the school deems necessary. 

Key elements to include are:
· Date and Time: Record the exact date and time of the incident to establish a clear timeline.
· Location: Specify the location where the incident occurred to provide context and assist in any follow-up actions.
· Description of the Incident: Provide a detailed account of what happened, including any relevant circumstances or contributing factors.
· Witnesses: List any individuals who witnessed the incident, along with their contact information for further statements if needed.

An template form can be found in annex 1. This structured approach ensures that all critical information is systematically recorded, facilitating accurate reporting and effective resolution of incidents.

When raising an issue, it is crucial to provide as many details as possible to ensure a thorough understanding and effective resolution. This can be done either in writing or by using the provided form.

The information should include:
· Detailed Description: Clearly outline the issue, including any relevant background information and specific details about what occurred.
· Supporting Evidence: Attach any documents, emails, or other evidence that supports the issue being raised.
· Impact: Describe how the issue has affected you or others involved.
· Desired Outcome: Specify what you hope to achieve by raising this issue.

Once all the necessary information has been gathered, it should be submitted to either a line manager or headteacher. This ensures that the issue is addressed by the appropriate person who can take the necessary actions to resolve it.

If the incident is considered too serious to be handled informally and requires further investigation, the line manager or headteacher will discuss this with the employee during the process.
 
By raising an incident this way, the school can provide support to employees dealing with these issues whilst maintaining records of patterns or incidents across the School.  This can help provide targeted learning, guidance, and support to employees on behaviour at work, encouraging a more inclusive experience.
 
Making a formal complaint 
 
If the outcome of the informal process is unsatisfactory, or if the issue cannot be resolved informally, it may be necessary to raise it formally.

To do this, a formal grievance must be put in writing and sent to the manager, or if the complaint is about the manager, to their manager. Please refer to the School’s Grievance Procedure for further information.

The aim is to investigate any grievance as quickly as possible and, if evidence is found, take appropriate action. 

Consequences of breaching this policy 

If, following an initial investigation, it is found that an employee has committed, authorised, or condoned an act of bullying or harassment, or has victimised another person as a result of an investigation, this would be regarded as a disciplinary issue. This will be investigated and managed in line with the Disciplinary Procedure. Please refer to the School’s Disciplinary Procedure for further information.

Anyone who complains or takes part in good faith in an investigation under this policy will not suffer any form of detrimental treatment or victimisation. If it is found that someone has victimised anyone in this way, following investigation, disciplinary action will be instigated up to and including dismissal (or other appropriate action for non-employees) in line with the Disciplinary Procedure. 

Any complaints made regarding agency workers or consultants will be referred to their own employer and/or via any relevant contract management processes. 

Other sources of Support 
 
If additional support is required during this informal process, contact a Union representative for guidance.
 
External support and useful resources 

[bookmark: _heading=h.y95b6h4g9rbd]Employees who wish to learn more about sexual harassment in the workplace or wish to reach out to organisations that specialise in sexual harassment and support some useful external links are enclosed below;
 
· Sexual harassment at work advice | Rights of Women
· Contact Us | Samaritans
· Galop - the LGBT+ anti-abuse charity (LGBT+ and sexual violence)
· Rape Crisis England & Wales
· SurvivorsUK | We challenge the silence to support sexually abused men (<Mmen and non-binary)
· Acas Bitesize; Handling a sexual harassment complaint - Book Training - Acas
· Specialist helplines and support - Sexual harassment - Acas
Sexual harassment - Victim Support




Annex 1			Dignity at Work Incident Form PART A

	Date of Incident:
	

	Time of Incident:
	

	Location of Incident:
	

	Description of Incident (clearly outline the issue and describe how its affected you,  attach any supporting evidence, what is your desired outcome)

	





	Nature of Harassment:

	Was the harassment  associated with:

[bookmark: bookmark=id.hpodzqy8bqxg](a) a protected characteristic 					☐
[bookmark: bookmark=id.q4xm9zyaw2v9](b) a sexual nature (sexual harassment)			☐
[bookmark: bookmark=id.qaqiu9k5cstm](c) other								☐

If (a) please tick the particular characteristic concerned.
[bookmark: bookmark=id.84jsrbnbvxsl]age  									☐
[bookmark: bookmark=id.8kf1i929ctsr]disability  								☐
[bookmark: bookmark=id.fzlwpvebd0d6]gender reassignment 						☐
[bookmark: bookmark=id.j8fripamcy7m]race 									☐
[bookmark: bookmark=id.hs5kjuiiedu8]religion or belief 							☐
[bookmark: bookmark=id.e5syic3qc7sj]sex 									☐
[bookmark: bookmark=id.xdrkg3gr4sv3]sexual orientation							☐


	Individuals Involved:

	Name:
	
	Role:
	

	Name:
	
	Role:
	

	Witnesses:

	Name:
	
	Contact details:
	

	Name:
	
	Contact details:
	

	Reported By:

	Name:
	

	Position:
	

	Signature:
	

	Date:
	



Dignity at Work Incident Form PART B

	Immediate Actions Taken:

	









	Follow-Up Steps Required:

	









	Outcome:

	









	Signature:
(Line Manager, Headteacher or Inclusion Champion)
	

	Date:
	



For reporting purposes personal information will be anonymised.
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