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Introduction
[bookmark: _Hlk190766955]The Council is committed to providing an inclusive, supportive and safe environment for all its employees free from discrimination on any ground and from harassment at work including sexual harassment. 
All employees have the right to be treated with dignity and respect at work. Bullying and harassment at work will not be tolerated. Sexual harassment or victimisation of any member of staff, or anyone they come into contact with during the course of their work, is unlawful and will not be tolerated. The law requires us to take reasonable steps to prevent sexual harassment of our staff during the course of their employment. We will take active steps to help prevent the sexual harassment and victimisation of all staff.
Everyone has a part to play in being aware of, preventing and dealing with sexual harassment. This policy set out the expectations for the behaviour of our staff, as well as what we can do to protect all staff from sexual harassment.  
The Council will not tolerate any form of sexual harassment in the workplace. We will treat all incidents seriously and will promptly investigate all allegations of sexual harassment. 
For brevity and consistency, the term ‘employees’ is used throughout this policy. This term refers collectively to all individuals to whom the policy applies including:
· employees
· officers
· consultants
· self-employed contractors  
· casual workers
· agency workers
· volunteers
· work experience placements 
· Councillors
· Third Parties

It will be communicated to all employee using various methods, including training, information documents and ongoing publicity. 
This policy will apply to any unwanted conduct that occurs in the course of a person’s work and which takes place at their place of work, including in their home while working from home, or at/while travelling to a place which is not their place of work if they are there for any reason related to their work, including for a work-related social event, business trip, training session or conference. 
Anyone can be a victim of sexual harassment, regardless of their sex, sexual orientation or gender identity or that of the harasser. Sexual harassment may also occur between people of the same sex. 
This policy does not form part of any contract of employment or contract to provide services, and we may amend it at any time
The Council promotes the importance of respect between employees at every level of the Council, encouraging a supportive and inclusive culture so that people's behaviour reflects the Council's values and behaviours.
The Council is committed to providing a safe and respectful environment for all employees through adherence to the Council’s Values and Behaviours


1.2	Purpose and Scope
This policy aims to: 
· Reinforce our commitment to take prompt and appropriate action in response to any allegation of sexual harassment
· Make sure everyone understands what sexual harassment is, can openly and confidently discuss concerns about inappropriate behaviour in the workplace and are clear on the Council's policies and practices
· Educate and inform managers about the potential signs and impact of sexual harassment in the workplace, and how they can support individuals at work
1.3 	Definition of sexual harassment 
Sexual harassment is prohibited under the Equality Act 2010. It occurs when a person is subjected to unwanted conduct of a sexual nature which has the purpose or the effect of: 
· violating the person’s dignity, whether it was intended or not or 
· creating an intimidating, hostile, degrading, humiliating or offensive environment for that person, whether it was intended or not
A single one-off event or a series of incidents can amount to sexual harassment. A person can be affected by sexual harassment even if the conduct is not targeted at them. Sexual harassment can still be unlawful even if a person may not have intended their conduct to be offensive.
Sexual harassment can be carried out or experienced by anyone, regardless of gender. 
Sexual harassment also includes treating someone less favourably because they have submitted or refused to submit to unwanted conduct of a sexual nature, or that is related to gender reassignment or sex, in the past
Sexual harassment can involve one or more incidents and actions constituting harassment may be physical, verbal and non-verbal. Examples of conduct or behaviour which constitute sexual harassment include, but are not limited to: 
Physical conduct
· Unwelcome physical contact including patting, pinching, stroking, kissing, hugging, fondling, or inappropriate touching 
· Physical violence, including sexual assault 
Verbal conduct 
· The use of job-related threats or rewards to solicit sexual favours 
· Banter
· Mimicry
· Comments on a worker’s appearance, private life, etc. 
· Sexual comments, stories and jokes 
· Unwelcome sexual advances 
· Repeated and unwanted social invitations for dates or physical intimacy 
· Condescending or paternalistic sexual orientated remarks
· Sending sexually explicit messages (by phone or by email) 
· Offensive emails, text messages or social media content

Non-verbal conduct 
· Display of sexually explicit or suggestive material 
· Sexually suggestive gestures 
· “Wolf whistling” 
· Leering
This list of examples is not exhaustive. Sexual harassment can include any conduct of a sexual nature which is unwanted and unwelcome by the recipient.
The conduct does not need to be sexually motivated, only sexual in nature.
It is not necessary for someone to object first before conduct can be described as unwanted. A person may be sexually harassed even if they were not the intended target. 
Sexual harassment can take place at any time and any place. It can happen at any location, including the workplace or workplace events, for example, at learning events, while travelling with colleagues to an event or in other spaces that may be both physical and virtual, including social events. Incidents which occur within these environments fall within the scope of this policy.
Some forms of sexual harassment may also constitute criminal offences under a range of legislation including but not limited to the Sexual Offences Act 2003 and the Protection from Harassment Act 1997.
In addition, the Council will consider the necessity of escalation to relevant authorities. For example, the police where there is concern that the allegations may constitute a criminal act, and the Local Authority Designated Officer or Safeguarding Team where appropriate

1.4 	Third party harassment
Third-party sexual harassment can result in legal liability and will not be tolerated. The law requires employers to take reasonable steps to prevent sexual harassment by third parties.
All employees are encouraged to report any third-party harassment they are a victim of, or witness, in accordance with this policy.
The Council will take active steps to try to prevent third party sexual harassment of employees. 
If any third-party harassment of staff occurs, the Council will take steps to remedy any complaints and to prevent it happening again. These may include warning the harasser about their behaviour, banning them from Council premises, reporting any criminal acts to the police, and sharing information with other teams/services of the Council.

1.5 	Roles and Responsibilities

All employees are responsible for:
· Contributing to a respectful and productive working environment through role modelling the Council’s values and behaviours
· taking personal responsibility to raise concerns about any sexual harassment in the workplace, whether this was experienced personally or witnessed. Concerns should be raised with an appropriate manager or member of the HR Team.
· contributing to a respectful and productive working environment
· being willing to help and support their colleagues
· treating any allegations or complains of sexual harassment with appropriate confidentiality
· making sure a person is not victimised for making or being involved in a complaint of sexual harassment

All line managers will:
· model appropriate behaviour
· attend training to make sure they understand what sexual harassment is and their responsibilities for eliminating this in the workplace
· monitor the workplace environment to make sure as far as is practicable, standards of conduct are always maintained and that sexual harassment is not tolerated
· promote awareness of the avenues for advice and the complaints procedures with respect to sexual harassment as set out in this policy
· treat complaints and behaviour seriously and take immediate action as appropriate
· treat complaints of sexual harassment with appropriate sensitivity and confidentiality
· make sure that a person is not victimised for making, or being involved in, a complaint of sexual harassment

The Human Resources team will be responsible for:
· making sure that there are clear processes in place for raising complaints
· clearly communicating these processes amongst employees
· identifying potential risk factors and taking prompt, reasonable action to minimise those risks
· making sure information and training to support the effective implementation of this policy is accessible
· treat complaints of sexual harassment with appropriate sensitivity and confidentiality
· promote awareness of the avenues for advice and the complaints procedures with respect to sexual harassment as set out in this policy
· monitoring and evaluation the effectiveness of this policy
· offering guidance to employees and managers on the interpretation of this policy and guidance

1.6 	Procedure for dealing with allegations of sexual harassment

There are a number of ways that unacceptable behaviour can be dealt with.  This policy identifies some of the suggested ways to move forward, although it is not suggested that the steps have to be followed in order, as the circumstance of each case will differ.  In the main it will be for the employee to choose how they want to proceed at any stage although for certain types of behaviour the manager may decide there is a need to take action regardless of the employee’s wishes.

Any reports of sexual harassment will be treated seriously and promptly with sensitivity. Such reports will be treated as completely confidential up to the point where a formal or informal complaint is lodged against a particular person, at which point that person must be notified under the rules of natural justice.

Complainants have the right to have a complaint heard, to have support or representation throughout the process, and the option to discontinue a complaint at any stage of the process.
The alleged harasser also has the right to have support or representation during any investigation, as well as the right to respond fully to any formal allegations made. There will be no presumptions of guilt and no determination made until a full investigation has been completed.

Nobody will be treated unfairly as a result of rejecting unwanted advances. Disciplinary action may be taken against anyone who victimises or retaliates against a person who has complained of sexual harassment, or against any employee or volunteer who has been alleged to be a harasser.

Cases of alleged sexual harassment from a third party towards an employee will be treated as a complaint and will be dealt with in accordance with the Council’s Customer Care Policy. 

Staff who make allegations under this policy in good faith will not be victimised or treated less favourably as a result. However, employees who are found to have made false allegations in bad faith regarding unacceptable behaviour of a colleague may be subject to disciplinary action. However, you will not be disciplined or treated detrimentally because your complaint has not been upheld.

As a general principle, the decision whether to progress a complaint is up to you. However, we have a duty to protect all staff and may pursue the matter independently if, in all the circumstances, we consider it appropriate to do so.

Informal Steps
Where possible in the first instance, if they feel safe and confident to do so, the employee is encouraged to talk directly and informally to the person whose behaviour towards them they believe to be unacceptable and explain clearly what aspect of the behaviour is causing concern and request that it should stop. Alternatively, the employee may feel more comfortable putting their concerns in writing to this person. It may be that the person whose conduct is causing offence is genuinely unaware that their behaviour is unwelcome or objectionable.
Where an informal approach does not stop the behaviour or the employee feels uncomfortable about talking directly to the person, the employee has the option to raise their concerns with their line manager or a more senior person in the Council. The PAM Wellbeing service is also available for any employee who feels they are subject to unacceptable behaviour and would like to discuss how to deal with it.  This service is available to all employees and is a self-referral system. However, employees can access further details from HR or line managers if needed.  
An employee may choose at any stage in the procedure to talk to HR who will deal with their concerns sensitively. 
If informal steps are not appropriate, or have been unsuccessful, you should follow the formal procedure set out below
Formal Steps
If you wish to make a formal complaint about sexual harassment, you should submit it in writing to your line manager or HR. If the matter concerns your line manager, you should submit it directly to HR. There is a separate reporting line for sexual harassment complaints: safespace@stroud.gov.uk 
Your written complaint should set out full details of the conduct in question, including the name of the harasser, the nature of the sexual harassment, the date(s) and time(s) at which it occurred, the names of any witnesses and any action that has been taken so far to attempt to stop it from occurring.
Depending on the circumstances, it may be appropriate to deal with the concern in accordance with the Grievance Policy (2.6.1).  If the Designated Manager considers that there is a case to answer and the harasser is an employee, the matter will be dealt with as a case of possible misconduct or gross misconduct under our Disciplinary Procedure and Procedure (2.7.2). The employee does not have to have put the concerns in writing for a Designated Manager to decide that a disciplinary investigation is necessary. If unacceptable behaviour is found to have occurred under the Disciplinary Policy, a formal sanction will be awarded which could amount to summary dismissal. We will also consider what additional measures need to be taken to prevent future sexual harassment of staff. If the harasser is a third party, such as a customer or other visitor, we will consider what action would be appropriate to deal with the problem and prevent a reoccurrence. 

1.7 	Related documents
This policy should be read in conjunction with the following policies: 
· Bullying and Harassment 
· Disciplinary
· Grievance
· Safeguarding

The disciplinary procedure may be instigated where there are allegations of unacceptable behaviour.

1.8 	Support
Employees requiring support may wish to contact the Employee Assistance Provider, PAM Wellbeing. Details of the service are available on The Hub or the employee can speak with HR or their line manager, if appropriate. 

Additional guidance and support for managers on how to deal with complaints of sexual harassment in the workplace is also available on The Hub (LINK – TO BE UPDATED) 
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