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Sexual Harassment Policy 

 

1. Purpose 

This policy sets out our commitment to providing a safe, respectful, and inclusive 
environment, free from sexual harassment for everyone we work with, including staff, 
volunteers, trustees and clients. We take a zero-tolerance approach and will take all 
reasonable steps to prevent, address, and respond to incidents. Complaints will be 
taken seriously and will not be ignored. This policy applies to everyone in the charity, 
regardless of role of status. 

 

2. Scope 

This policy applies to: 

• Employees (permanent, fixed-term, part-time) 

• Volunteers and trustees 

• Contractors, agency workers, professional partners and consultants 

• Anyone representing the charity 

It also covers behaviour involving: 

• Service users and clients 
 

• Partners, suppliers and members of the public 

It applies: 

• In the workplace  

• At work-related events (including social events) 

• Online, digital and social media communication 

• In interactions with clients, or third parties 
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3. Legal Framework 

This policy is aligned with: 

• Equality Act 2010 

• Worker Protection (Amendment of Equality Act 2010) Act 2023 (introducing a 
duty to prevent sexual harassment) 

 

4. Definition of Sexual Harassment 

Sexual harassment is unwanted conduct of a sexual nature that: 

• Violates a person’s dignity, or 

• Creates an intimidating, hostile, degrading, humiliating, or offensive environment 

It can be one-off or repeated, intentional or unintentional. 

 

5. Examples 

Examples include (but are not limited to): 

• Sexual comments, jokes, or innuendo 

• Unwanted physical contact 

• Displaying sexually explicit material 

• Sending inappropriate messages or images 

• Intrusive questions about someone’s private life 

• Sexual advances or requests for sexual favours 

• Staring, leering, or suggestive gestures 

 

6. Third-Party Harassment 

We recognise risks from clients, visitors, and partners. 

We will: 

• Take reasonable steps to prevent harassment by third parties 

• Act promptly on complaints 
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• Consider measures such as warnings, removing individuals, or ending 
relationships where necessary 

 

 

 

7. Responsibilities 

All Staff and Volunteers must: 

• Treat others with dignity and respect 

• Not engage in harassment 

• Report concerns promptly  

Managers / Trustees must: 

• Lead by example 

• Take all concerns seriously 

• Act immediately and appropriately 

• Support anyone affected 

• Promote a safe and inclusive environment 

 

8. Prevention and Training 

We are committed to preventing sexual harassment by: 

• Providing training and awareness to staff, volunteers and trustees 

• Raising awareness of acceptable behaviour 

• Regularly reviewing risks in our services 

• Ensuring clear reporting routes 

• Monitoring and reviewing incidents  

• Taking reasonable steps to prevent harassment 

 

9. Third Party Harassment 

We recognise that our staff and volunteers may experience harassment from clients, 
visitors, contractors. 



5 
 

We will; 

• Not tolerate sexual harassment from third parties 
• Take appropriate action to protect our people 
• Support individuals to report and address concerns 
• Consider measures such as adjusting services, boundaries or access where 

necessary 

 

10. Reporting Concerns 

Anyone experiencing or witnessing harassment is encouraged to report it: 

• To their manager, trustee, or designated safeguarding lead 

Reports can be made  

• In person 
• In writing 
• By email or phone 

We will ensure concerns are handled sensitively and appropriately/ 

Reports can be made: 

• Informally (for early resolution) 

• Formally, through the Grievance Procedure (leading to investigation 

 

11. Investigation Process 

We will: 

• Handle all reports sensitively and confidentially 

• Investigate promptly and fairly 

• Keep all parties informed 

• Take appropriate action based on findings 

 

Informal Resolution 

Where appropriate, concerns may be resolved informally. This could include: 

• A conversation to explain the behaviour is unwanted 
• Mediation or facilitated discussion 
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Informal action will only be used where the individual feels comfortable. 

 

 

Formal Process 

Serious or unresolved concerns will be handled through a formal process, in line with 
our grievance and disciplinary procedures. 

This will involve: 

• A prompt and impartial investigation 
• Interviews and evidence gathering 
• A decision based on findings 

Possible outcomes include: 

• Disciplinary action up to and including dismissal 
• Training  
• Changes to roles or responsibilities 

• Termination of volunteer or contractor arrangements 

 

12. Support for Individuals 

We will: 

• Provide a supportive environment 

• Offer adjustments where needed 

• Signpost to counselling or external support 

No one will be treated unfavourably for raising a concern in good faith or for supporting a 
complaint. Victimisation is a serious matter and may lead to disciplinary action. 

 

13. Confidentiality 

We will handle all concerns as confidentially as possible. Information will only be 
shared where necessary: 

• To investigate properly 
• To protect individuals 
• To meet legal or safeguarding obligations 
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14. Training and Prevention 

We are committed to prevention through: 

• Regular training for all staff, trustees and volunteers 

• Clear communication of expected behaviours 

• Periodic review of workplace culture and risks 

  

This policy will be: 

• Reviewed annually 

• Updated in line with legal changes and best practice 

• Supported by regular data monitoring and feedback 

 

15. Related Policies 

• Bullying and Harassment Policy 

• Grievance Procedure 

• Safeguarding Policy 

• Disciplinary Procedure 

 

 

 

 


