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[bookmark: _Toc181889849]What is harassment?

Harassment encompasses a broad range of behaviours that are offensive in nature and can make someone feel scared, distressed, or threatened. It includes actions like bullying, sending abusive messages, unwanted visits, and cyberstalking, and can occur in various settings such as workplaces, schools, or online, perpetrated by someone known to the victim or a stranger. 
Under Section 26 of the Equality Act 2010, Harassment is defined as unwanted conduct that has the purpose or effect of violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating, or offensive environment. The unwanted conduct can be of a sexual nature or related to gender reassignment or sex. 

This conduct is also considered harassment if it results in less favourable treatment due to the person’s rejection or submission to the conduct. 

Harassment is unlawful when related to a protected characteristic. The relevant protected characteristics are:
· Age
· Disability
· Gender reassignment
· Race
· Religion or belief
· Sexual orientation 
· Sex

Two protected characteristics which are not protected under Section 26 of the Equality Act 2010 are marriage and civil partnerships, and pregnancy and maternity. 
The law protects applicants, ex-employees, employees, and workers. It is crucial for employers to manage complaints consistently and fairly.


	Legal Definition of harassment
The Equality Act 2010
Section 26 
1) A person (A) harasses another (B) if—
a) A engages in unwanted conduct related to a relevant protected characteristic, and
b) the conduct has the purpose or effect of—
i. violating B's dignity, or
ii. creating an intimidating, hostile, degrading, humiliating or offensive environment for B.
2) A also harasses B if—
a) A engages in unwanted conduct of a sexual nature, and
b) the conduct has the purpose or effect referred to in subsection (1)(b).
3) A also harasses B if—
a) A or another person engages in unwanted conduct of a sexual nature or that is related to gender reassignment or sex,
b) the conduct has the purpose or effect referred to in subsection (1)(b), and
c) because of B's rejection of or submission to the conduct, A treats B less favourably than A would treat B if B had not rejected or submitted to the conduct.
4) In deciding whether conduct has the effect referred to in subsection (1)(b), each of the following must be taken into account—
a) the perception of B;
b) the other circumstances of the case;
c) whether it is reasonable for the conduct to have that effect.
5) The relevant protected characteristics are:
a) age;
b) disability;
c) gender reassignment;
d) race;
e) religion or belief;
f) sex;
g) sexual orientation





[bookmark: _Toc181889850]Unwanted conduct
Unwanted conduct, as defined by the Equality and Human Rights Commission (EHRC) guidance, refers to behaviour that is unwelcome or uninvited. Whether the conduct is unwanted should be considered from the worker’s subjective point of view, although external factors may also be considered by a tribunal or court. 
The law does not require the employee to object to the conduct for it to be considered unwanted – for example, it may be that an employee feels that they have to tolerate the conduct to keep their employment. 


Example 
A male line manager is to interview a female worker for a promotion. The manager says that the interviewee is the favourite for the job because she is the best-looking candidate.
The manager’s statement is self-evidently unwanted, and the worker need not object to it for a tribunal or court to find it is unwanted.


However, whether or not the worker objected may be taken into account by the tribunal or court. 


Example 
A male worker is called several homophobic names by his colleagues who know that he is heterosexual. Many workers would not welcome this sort of behaviour. However, an employment tribunal finds that this worker did not object to the conduct, which continued for several years. He willingly joined in, making equally offensive comments to his colleagues. There is also evidence of genuine friendships with the colleagues, such as going on holiday with one of them.
The tribunal finds that in the circumstances, the worker’s actions do not indicate that the conduct was unwanted.

What one employee may tolerate as acceptable behaviour, another may find offensive or degrading. Although, in some cases it will be obvious that conduct is unwanted because it plainly violates a person’s dignity.
There may also be circumstances in which a course of conduct is not unwanted in the earlier stages, but at some point the conduct 'oversteps the mark' and becomes unwanted. This can still constitute harassment and a employee can bring a claim for harassment even though they once accepted the conduct.
The motive of the harasser is irrelevant in determining whether something is considered harassment, as harassment claims are fact-sensitive and context-specific. It is up to the employment tribunal to decide if the unwanted conduct constitutes harassment. 
Examples of unwanted conduct include: 
· 
13

· spoken or written words
· banter
· social media posts or contact
· imagery
· graffiti
· acts affecting a person’s surroundings
· aggression
· physical behaviour towards a person or their property
· physical gestures
· facial expressions
· mimicry
· jokes or pranks. 



CASE REVIEW: Insitu Cleaning Co Ltd and another v Heads [1995] IRLR 4 EAT

· A remark about a woman’s breasts was ruled as sexual harassment and unlawfully discriminatory, highlighting that such comments cannot be equated with remarks about a man’s bald head or beard.
· The harasser cannot claim ignorance of the conduct being unwanted, as some behaviours are inherently unwelcome and do not require prior objection from the victim.
· The tribunal found that a single act of verbal sexual harassment was sufficient to cause detriment and support a harassment complaint, emphasising that “unwanted” conduct can be a one-time incident.
· The EAT recommended that employers adopt a specific sexual harassment procedure, including an informal initial step to handle complaints sympathetically, and that complaints should be assessed from the perspective of the person aggrieved.
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Section 26 of the Equality Act 2010 refers to “a” relevant protected characteristic, without specifying that it must be the claimant’s own characteristic. This means that an employee, ex-employee or applicant does not need to possess the protected characteristic themselves to succeed in a harassment claim. The key requirement is that the conduct in question is related to a protected characteristic, rather than the claimant’s own characteristic.




CASE REVIEW: English v Thomas Sanderson Blinds [2008] EWCA Civ 1421 CA
· The Court of Appeal ruled that the Employment Equality (Sexual Orientation) Regulations 2003 cover homophobic abuse against a man who is not gay and not perceived to be gay by those making the remarks.
· Mr. English, a heterosexual man, successfully claimed harassment after enduring years of innuendo about his sexuality, despite his colleagues not believing he was gay.
· The EAT initially found that the Regulations did not protect Mr. English, as the abuse was not “on grounds of sexual orientation” according to their narrower interpretation compared to the Equal Treatment Directive.
· The Court of Appeal overturned the EAT’s decision, stating that the repeated taunts about Mr. English being gay were sufficient to constitute harassment, regardless of his actual sexual orientation, as the abuse created an intolerable working environment.
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To constitute harassment, the conduct in question must have the purpose or effect of violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating, or offensive environment. 
While proving the purpose behind the conduct can be challenging, the focus should be on the impact on the victim rather than the harasser’s motive. 
To establish intent, it is necessary to consider the employee’s perception, the other circumstances of the case, and whether it is reasonable for the conduct to have that effect. The effect of the conduct is assessed from the victim’s viewpoint, emphasising the importance of how the victim perceives the behaviour.
CASE REVIEW: Harper v Housing 21 ET/2408839/2012
· The Employment Tribunal found that vulgar and offensive comments about Ms. Harper’s race, passed off as “banter” by her employer, constituted race-related harassment, regardless of the manager’s intentions.
· Ms. Harper, who is Irish, faced derogatory remarks about her nationality from her line manager, Nicola James, which included being called an “Irish gypsy” and likened to women on a reality TV show.
· Ms. Harper’s grievance about these comments was corroborated by other employees, and despite Ms. James claiming the remarks were harmless banter, the Tribunal upheld Ms. Harper’s claims of direct race discrimination, race-related harassment, and constructive dismissal.
· The Tribunal concluded that Housing 21 failed to properly investigate Ms. Harper’s complaints, leading to less favourable treatment due to her race, and ordered a further remedy hearing to determine compensation.

Whilst conduct may be unwanted, it can be difficult to assess whether conduct has the purpose or effect of violating someone’s dignity. In some cases it may be that an employee has a different tolerance to the conduct. If an employee is hypersensitive to conduct which did not have the purpose or effect of violating someone’s dignity, then it will not likely constitute harassment.

CASE REVIEW: Heafield v Times Newspaper Ltd [2013] UKEAT/1305/12
· A Catholic employee, Mr. Heafield, was upset by a disrespectful reference to the Pope made by an editor, leading him to file a complaint for harassment and victimisation based on his religious beliefs.
· The Employment Tribunal dismissed his claims, stating that the editor’s comment, although unwanted, did not have the purpose or effect of violating Heafield’s dignity or creating an adverse environment, and was not made because of his religion.
· The EAT upheld the Tribunal’s decision, emphasizing that the editor’s remark lacked malicious intent and was not anti-Catholic, and that a reasonable person would have understood the context.
· The case highlights the importance of context in harassment claims and suggests that employers should provide equality and diversity training, and handle complaints seriously to prevent potential claims.
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[bookmark: _Toc181889854]Bullying
Bullying is unwanted behaviour from a person or group that is offensive, intimidating, malicious, or insulting, and it involves an abuse or misuse of power that undermines, humiliates, or causes physical or emotional harm to someone. 
This behaviour can be a regular pattern or a one-off incident, and it can occur face-to-face, on social media, in emails or calls, and in various work-related situations. 
Bullying is not always obvious or noticed by others. Under the Equality Act 2010, bullying behaviour may constitute harassment if it relates to a protected characteristic.
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Banter is the playful and friendly exchange of teasing remarks, often seen as good-natured. However, banter can easily cross the line into harassment, especially when it involves sexual content, jokes about different racial backgrounds, religious beliefs, or practices, or comments that demean older people. What may seem harmless to one person can feel inappropriate or offensive to another, making it crucial to consider the impact on the recipient. You do not need to be the direct target of the behaviour to find it offensive. Even if an employee has previously tolerated or participated in banter, it does not mean the conduct is welcome. Colleagues have varying sensitivities and views, so being aware of your own behaviour and its potential impact is key to fostering an inclusive and respectful workplace. When in doubt, it is best to refrain from making comments that could be interpreted as offensive.
CASE REVIEW: Munchkins Restaurant Ltd and anor v Karmazyn and ors 
· The case established that participation in sexual banter does not preclude a finding of sexual harassment, as the claimants used banter as a coping strategy.
· The claimants, waitresses at Munchkins Restaurant, were subjected to sexual comments and shown explicit materials by the 73-year-old controlling shareholder, leading to an offensive work environment.
· The tribunal found that the shareholder’s conduct, despite being framed as banter, constituted unwanted conduct that violated the claimants’ dignity and created an intimidating, degrading, humiliating, or offensive environment.
· The tribunal upheld the claims of sex discrimination, harassment, and constructive dismissal, concluding that the claimants had been constructively dismissed due to the hostile work environment.


CASE REVIEW: Evans v Xactly Corporation Limited (EAT)
· The claimant, who had type 1 diabetes and ties to the travelling community, was subjected to offensive nicknames at work but had also participated in similar banter.
· The Employment Tribunal (ET) dismissed his claims of harassment, race, and disability discrimination, finding that the office culture involved mutual teasing and that the claimant had not provided medical evidence linking his weight to his diabetes.
· The ET concluded that the comments were not made with knowledge of the claimant’s ties to the travelling community and that the claimant had not raised complaints until after receiving a disciplinary letter.
· The Employment Appeal Tribunal (EAT) upheld the ET’s decision, emphasizing that the claimant’s participation in similar behaviour and the overall office culture meant it was not reasonable for him to feel harassed.
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Sexual harassment is unwanted conduct of a sexual nature that can affect both women and men, and it does not need to be directed at the victim to be considered harassment. Under Section 26 of the Equality Act 2010, harassment occurs if the conduct has the purpose or effect of violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating, or offensive environment. 
This includes a wide range of behaviours such as: 
· sexual comments or jokes
· displaying sexually graphic pictures, posters or photographs
· suggestive looks, staring or leering
· propositions and sexual advances
· making promises in return for sexual favours
· sexual gestures
· intrusive questions about a person’s private or sex life or a person discussing their own sex life
· sexual posts or contact on social media
· spreading sexual rumours about a person
· sending sexually explicit emails or text messages
· unwelcome touching, hugging, massaging or kissing
The EHRC guidance clarifies that sexual harassment can come from someone of the same or different sex, and even previously welcomed sexual conduct can become harassment if it becomes unwanted. The key factor is the impact on the victim, not the intent of the harasser.
CASE REVIEW: Moonsar v Fiveways Express Transport Ltd [2005] IRLR 9, EAT
· The Employment Appeal Tribunal (EAT) ruled that the downloading of pornographic images by male colleagues in close proximity to a female employee, even if not shown to her, could amount to sexual harassment as it undermined her dignity and created an offensive environment.
· Mrs. Rea Moonsar, a data entry clerk, was aware of her male colleagues downloading pornographic images while she worked nearby, although she did not complain at the time and only raised the issue after being dismissed for redundancy.
· The initial tribunal dismissed her claim, citing her lack of complaint and direct exposure to the images, but the EAT found that the behavior still constituted an affront to her dignity and was potentially less favorable treatment.
· The EAT allowed the appeal, determining that the employer had committed an act of sexual discrimination, and remitted the case back to the employment tribunal to determine appropriate compensation.
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Vicarious liability refers to the legal responsibility of employers for the actions of their employees or agents carried out in the course of employment. 
According to EHRC guidance, anything done by an employee during their employment is treated as also done by the employer, and similarly, actions by an agent with the principal’s authority are treated as done by the principal. This means that employers can be held liable for harassment between colleagues or from managers to employees, regardless of whether the employer was aware of or approved the harassment. However, under Section 109(4) of the Equality Act 2010, employers have a defence if they can demonstrate that they took all reasonable steps to prevent such conduct. 
The scope of “in the course of employment” includes not only activities performed at the workplace but also work-related events outside the workplace, such as employer-organised social events like Christmas parties, which are considered extensions of the workplace environment.

CASE REVIEW: Nixon v Ross Coates Solicitors & Anor UKEAT/0108/10/ZT
· Workplace gossip about Ms. Nixon’s pregnancy, including suggestions about the paternity of her baby, was found to constitute harassment connected with pregnancy.
· The Employment Appeal Tribunal (EAT) overturned the initial tribunal’s dismissal of her harassment and discrimination claims, ruling that the gossip created an offensive environment and amounted to sex and pregnancy discrimination.
· The EAT upheld Ms. Nixon’s claim of constructive dismissal, stating that her employer’s failure to address her grievance and insistence on her return to an unfavourable work environment breached the implied term of trust and confidence.
· The EAT also ruled that the employment tribunal was wrong to reduce compensation by 90%, as Ms. Nixon’s conduct should only be assessed up to the time of her constructive dismissal, not after.
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While a worker cannot bring a stand-alone claim in the employment tribunal for third-party harassment, employers are still required to take reasonable steps to prevent sexual harassment of workers by third parties, such as clients and customers. 

This preventative duty is emphasised in the guidance, highlighting the responsibility of employers to protect their employees from such harassment. If an employer fails to take appropriate action against third-party harassment, the EHRC can become involved to address the issue and ensure compliance with the necessary standards.




CASE REVIEW: Burton and Rhule v De Vere Hotels [1996] IRLRL 596

· Bernard Manning, a comedian, performed at a hotel event where his act included racist terminology that offended two black employees working there.
· The Employment Appeal Tribunal (EAT) found that the hotel was liable for the harassment experienced by the employees.
· The hotel was deemed to have not taken sufficient steps to prevent the harassment, which was within its control.
· This case highlights the responsibility of employers to protect their employees from harassment by third parties, such as performers or guests.
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The cost of harassment can be significant and multifaceted. There is no cap on compensation for loss of earnings, meaning that victims can claim for all financial losses incurred due to harassment. 
Additionally, compensation for injury to feelings is determined using the Vento banding system, which considers the severity of the harassment and the resulting emotional distress. This type of compensation is not tied to any tangible financial loss but reflects the impact on the victim’s well-being. 
Factors, such as the claimant’s vulnerability, the degree and seriousness of the distress caused, are taken into account. The Tribunal does not consider the size or financial health of the employer when determining awards. In some cases, aggravated damages may also be awarded if the employer’s conduct has been particularly egregious.
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The new preventative duty coming into force on 26 October 2024 only applies to sexual harassment (unwanted conduct of a sexual nature which has the purpose or effect of violating a worker’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for that worker) that takes place in the course of employment.  

	
The Worker Protection (Amendment of Equality Act 2010) Act 2023
Section 40A
1) An employer (A) must take reasonable steps to prevent harassment of employees of (A) in the course of their employment.
2) “Sexual harassment” in subjection (1) means harassment o the kind described in section 26(2) (unwanted conduct of a sexual nature). 
This does not say that it needs to be by other employees. 
This includes a duty to take reasonable steps by third parties, clients, suppliers, etc.





It does not cover other types of harassment relating to a protected characteristic, nor does it apply to less favourable treatment for rejecting or submitting to unwanted conduct (although it notes that these types of harassment are unlawful and employers should take steps to prevent all types of harassment at work).

The new preventative duty is "designed to transform workplace cultures by requiring employers to take positive and proactive reasonable steps to prevent sexual harassment of their workers".  

Employers must anticipate scenarios where sexual harassment may arise and take proactive action to prevent it taking place, rather than waiting until an incident of sexual harassment occurs before taking action. If sexual harassment has taken place, the preventative duty means an employer should take action to stop sexual harassment from happening again.

Risk assessments

Employers should anticipate the types of harassment that could take place within the workplace and carry out risk assessments. 

As part of their risk assessment, an employer should:
· Consider the risks of sexual harassment in the workplace.
· Consider what steps it could take to reduce or remove that risk.
· Consider which of those steps it would be reasonable for it to take bearing in mind the time, cost and potential disruption caused by taking the step. 
· Any reasonable steps identified should be implemented.      
         
[bookmark: _Toc181889862]Reasonable Steps 

Employers have a new duty to take “reasonable steps” to prevent sexual harassment in the workplace. This duty is crucial in ensuring a safe and respectful work environment. 

This is different to the duty for harassment, which requires “all reasonable steps” to be taken to prevent harassment in the workplace.

Employers must take reasonable steps to prevent sexual harassment of their workers in the course of employment. This is an objective test and will vary between different employers, as well as depending on the facts and circumstances of each situation.

This takes into account the:
· Nature of the working environment.
· Time, cost and potential disruption of taking a particular step, weighted against the benefit it could achieve. 

[bookmark: _Toc181889863]The steps to prevent harassment must have taken place before the harassment occurred. 


CASE REVIEW: Canniffe v East Riding of Yorkshire Council [2000] IRLR 555 EAT 
· Ms. Canniffe was sexually assaulted by a fellow employee, and the council was found vicariously liable under the Sex Discrimination Act 1975. The key issue was whether the council could use the statutory defense by proving it took all reasonable steps to prevent the harassment.
· The Employment Appeal Tribunal (EAT) emphasized that the proper approach to the statutory defense involves identifying the steps the employer took to prevent the harassment and considering any further reasonable steps that could have been taken.
· The EAT found that the initial tribunal failed to consider whether there were additional reasonable steps the council could have taken to prevent the harassment, leading to the decision being set aside and remitted for rehearing.
· The case highlights that simply having a harassment policy may not be sufficient; employers must actively take all reasonable steps to prevent harassment, especially if there is knowledge or suspicion of potential risks.


[bookmark: _Toc181889864]Employers taking reasonable steps

The Equality Act 2010 provides legal protection for employees in respect of unlawful discrimination and harassment on the grounds of any protected characteristic, which include race. Under the Equality Act 2010, an employer will be liable for any breach of the Act committed by any of its employees if that breach occurred during the course of employment, regardless of whether the employer had knowledge of, or approved, the breach.

The Equality Act 2010 does, however, provide a defence for an employer who would otherwise be vicariously liable for the acts of one of its employees, if the employer can show that it took all reasonable steps to prevent the employee in question from doing that act or doing anything of that kind.

Historically, this defence has proved notoriously difficult for an employer to successfully argue. In reaching a decision on whether the seemingly high threshold to establish this defence has been met, an Employment Tribunal will consider many factors, including but not limited to:
· Whether the employer had a comprehensive written equal opportunities policy and training was provided in relation to that;
· Whether the employer had previously taken any disciplinary action where discrimination had occurred;
· How effective the steps taken by the employer were likely to be at the time that they were taken; and
· How effective those steps proved to be in practice.

Employers can challenge a harassment claim in three ways: 
· by disputing the factual basis of the claim
· by arguing that the behaviour did not legally constitute harassment (e.g., it was not linked to a protected characteristic); or 
· by demonstrating that they took all reasonable steps to prevent harassment. This may include showing that they have policies in place, have provided training to staff, and promptly address complaints to mitigate the risk of harassment occurring.

However, the recent case of Allay (UK) Ltd v Gehlen demonstrates that it will not be enough for employers to merely put in place training on equal opportunities issues for their workforce in order to successfully defend any claim, particularly where that training has become “stale” and requires refreshing.


CASE REVIEW: Allay (UK) Ltd v Mr S Gehlen: UKEAT/0031/20/AT
· Mr. Gehlen, an Indian-origin employee, was subjected to regular racist comments by a colleague, which he reported to a manager who failed to take action. The Employment Tribunal found that the training provided by Allay (UK) Ltd was outdated and ineffective, leading to a ruling of harassment related to race.
· The Employment Tribunal rejected the employer’s defense that they had taken all reasonable steps to prevent harassment, noting that the training provided in 2015 had become “stale” and was not refreshed in a timely manner.
· The Employment Appeal Tribunal upheld the decision, emphasizing the need for employers to provide significant and effective training on equality and diversity, and to ensure that such training is understood and retained by employees.
· The case highlights the importance for employers to regularly review and update their equality and whistleblowing policies, and to ensure that training is relevant, comprehensive, and frequently refreshed to prevent harassment and discrimination.

[bookmark: _Toc181889865]How does all reasonable steps work practically?

The following cases demonstrate how “all reasonable steps” in harassment claims works practically: 

CASE REVIEW: Caspersz v Ministry of Defence EAT/0599/05
· The Employment Appeal Tribunal (EAT) upheld a tribunal’s decision that the Ministry of Defence (MOD) had taken all reasonably practicable steps to prevent harassment, satisfying the statutory defense.
· Ms. Caspersz, a staff officer, experienced inappropriate comments from her superior, Mr. McDermott, and the MOD took immediate action by investigating, suspending, and eventually terminating his employment.
· The MOD had a “Dignity at Work” policy, and its actions complied with the Code of Practice on the Protection of the Dignity of Women and Men at Work, demonstrating the seriousness with which it handled harassment allegations.
· The EAT emphasized that having a policy alone is insufficient; it must be properly implemented, with steps taken to address harassment as soon as it is reported, supported by monitoring and training.

CASE REVIEW: Fischer v London United Busways Ltd ET/2300846/2021
Simply having policies in place, a zero tolerance attitude to enforcing those policies and a supportive ‘speak up’ culture has been shown to be insufficient to rely on the defence.

CASE REVIEW: Ms S Tesfagiorgis v Aspinalls Club T/a Crown London Aspinalls and others: 2202256/2020
· The Employment Tribunal ruled that Ms. Tesfagiorgis was subjected to direct race discrimination when her employer accommodated a patron’s request to be served by white staff instead of black staff, failing to properly implement their policy on unacceptable patron behaviour.
· Ms. Tesfagiorgis’s claims of direct sex discrimination and sexual harassment were dismissed, as the tribunal found that senior managers took the issue seriously and dealt with it supportively and empathetically.
· The tribunal noted that the casino had conducted training on appropriate workplace behaviour, but the training did not adequately address the policy on unacceptable patron behaviour.
· The case highlights the importance of employers not only having policies in place but also ensuring they are effectively implemented and that training is specific and comprehensive.
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Governing Boards should review their policies annually and be able to demonstrate the following:
· They have a comprehensive written equal opportunities policy, with relevant training provided to staff.
· All staff training is reviewed at least annually to ensure it is current and up-to-date.
· Training is tailored to the specific needs of their school setting and is not merely a generic or online tick-box exercise.
· An evaluation of the training has been conducted to ensure staff understand their obligations.
· They do not rely solely on online or generic training sessions, ensuring the training is meaningful and effective.
· Appropriate action, including disciplinary measures, is taken in response to any incidents of discrimination.
· After an incident, they review the actions taken to assess their effectiveness in practice.
· Training is reviewed and updated as necessary following an incident, with the impact of the updated training evaluated.

[bookmark: _Toc181889868]Complaints

A clear and effective complaints procedure is crucial for maintaining a respectful and safe workplace. This guide outlines the steps employees can take to report incidents of bullying and harassment, ensuring their concerns are addressed promptly and fairly. It details the process for making complaints, how employers will handle these complaints, and the training and policies in place to support staff. Additionally, it emphasizes the importance of understanding the consequences for those found to have committed acts of harassment.
· How do you define bullying and harassment? Where is it found?
· How can staff make complaints? 
· How will employers address complaints?
· Training and policies – how will you document staff have had access to these? 
· Are staff clear about the sanctions if they are found to have committed an act of harassment?

[bookmark: _Toc181889869]Useful links

[bookmark: _Toc181889870]Resources and support

	Resource
	Link

	Employee Assistance Programme (EAP) 
	School will have their own EAP provider.

	Occupational health referral 
	School will have their own OH referral process.

	Schools’ HR Sexual Harassment Resources
	https://education.southwark.gov.uk/schoolshr/policies-and-procedures

	Schools’ HR - Online Sexual Harassment Disclosure Form
	https://forms.gle/uS5cWzubhHTb19ew9


	Acas helpline 
	https://www.acas.org.uk/contact

	Trade Unions 
	GMB (https://www.gmb.org.uk/gmb-regions)

	
	Unite (https://www.unitetheunion.org/contact-us)

	
	Unison (https://www.unison.org.uk/about/contact/)

	
	NEU (https://neu.org.uk/about/contact-us)

	
	NASUWT (https://www.nasuwt.org.uk/contact-us.html)

	
	NAHT (https://www.naht.org.uk/About-Us/Contact-us)

	
	Community (https://community-tu.org/homepage/get-help-now/)

	Rights of Women
	https://www.rightsofwomen.org.uk/

	Samaritans 
	https://www.samaritans.org/how-we-can-help/contact-samaritan/talk-us-phone/

	LGBT Foundation 
	https://lgbt.foundation/contact-support/

	Rape Crisis 
	https://rapecrisis.org.uk/get-help/want-to-talk/

	Victim Support 
	https://www.victimsupport.org.uk/more-us/contact-us/

	Reporting a crime
	Emergency: Call 999

Non-Emergency: Call 101 or report online (https://www.police.uk/pu/contact-us/what-and-how-to-report/how-to-report/)


	The Survivors Trust 
	https://thesurvivorstrust.eu.rit.org.uk/

	SurvivorsUK 
	https://www.survivorsuk.org/

	Galop 
	http://www.galop.org.uk/
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