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1. Policy Statement

Derby College Group (DCG) are committed to providing a working environment free from sexual harassment and ensuring all staff are treated, and treat others, with dignity and respect.  DCG recognises that sexual harassment can occur both in and outside the workplace, such as work-related events or social functions, or on social media. 

The aim of this policy is to help prevent the occurrence of sexual harassment and to provide guidance on how to resolve complaints both informally and formally should such behaviour occur. 

2. Definitions

The laws that protect people against sexual harassment are:
· Equality Act 2010; and
· The Worker Protection (amendment of Equality Act 2010) Act 2023 – preventing sexual harassment

Sexual harassment is any unwanted physical, verbal or non-verbal conduct of a sexual nature that has the purpose or effect of violating a person's dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them. A single incident can amount to sexual harassment. 

It 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 may include, for example:
· unwanted physical conduct including touching, pinching, pushing and grabbing;
· continued suggestions for sexual activity after it has been made clear that such suggestions are unwelcome; 
· sending or displaying material that is pornographic or that some people may find offensive (including emails, text messages, video clips and images sent by mobile phone or posted on the internet);
· telling sexually offensive jokes;
· asking questions about someone’s sex life;
· unwelcome sexual advances or suggestive behaviour (which the harasser may perceive as harmless);
· offensive emails, text messages or social media content; or
· sexual assault or rape.
A person may be sexually harassed even if they were not the intended target. For example, a person may be sexually harassed by pornographic images displayed on a colleague's computer in the workplace.

It’s against the law for a person to be victimised for making a sexual harassment complaint or being treated less favourably as a result of being involved with a discrimination or harassment complaint.

Victimisation may include, for example: 
· Denying someone an opportunity because it is suspected that they intend to make a complaint about sexual harassment; 
· Excluding someone because they have raised a concern or formal complaint about sexual harassment;
· Failing to promote someone because they accompanied another staff member to a grievance meeting; or
· Dismissing someone because they gave evidence on behalf of another staff member at an employment tribunal hearing. 
Third-party harassment occurs where a person is harassed or sexually harassed by someone who does not work for, and who is not an agent of, the same employer, but with whom they have come into contact during the course of their employment. Third-party harassment could include, for example, unwelcome sexual advances from a client, customer or supplier visiting the premises, or where a person is visiting a client, customer or supplier's premises or other location in the course of their employment. 

3. Principles

Sexual harassment or the associated 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 employers to take reasonable steps to prevent sexual harassment of their staff during the course of their employment. We will take active steps to help prevent the sexual harassment and the associated victimisation of all staff. Anyone who is a victim of, or witness to, sexual harassment is encouraged to report it in accordance with this policy and procedure. This will enable us to take appropriate action and provide support. 

Sexual harassment can result in legal liability for both the employer and the perpetrator, whether they work for us or are a third party outside of our control. 

Sexual harassment and victimisation may result in disciplinary action up to and including dismissal, if they are committed:
· In a work situation;
· During any situation related to work, such as at a social event with colleagues;
· Against a colleague or other person connected to us outside of a work situation, including on social media; or
· Against anyone outside of a work situation where the incident is relevant to your suitability to carry out your role. 
We will take into account any aggravating factors, such as abuse of power over a more junior colleague, when deciding the appropriate disciplinary action to take.
If any sexual harassment or victimisation of staff occurs, we will take steps to remedy any complaints and to prevent it happening again. These may include updating relevant policies, providing further staff training and taking disciplinary action against any perpetrator. 

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. Although a member of staff cannot bring a claim for third-party harassment alone, it can still result in legal liability for an employer when raised in other types of claims. All staff are encouraged to report any third-party harassment they are a victim of, or witness, in accordance with this policy and procedure. 

Any sexual harassment by a member of staff against a third party may lead to disciplinary action up to and including dismissal. 

We will take active steps to try to prevent third-party sexual harassment of staff. If any third-party harassment of staff occurs, we 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 our premises, reporting any criminal acts to the police, and sharing information with the Designated safeguarding Lead and/or other relevant parties.

4. Scope and Limitations

DCG will ensure that this policy is widely publicised and available to all employees, students, contractors and visitors to our sites This policy forms part of the DCG single source of information hub.

This policy applies to all employees and workers of DCG (e.g. consultants, self-employed contractors, casual workers, agency workers, apprentices, volunteers and placement students, as applicable) and any third-party organisations or representatives visiting DCG. Our obligations and your duties under this policy also extend to job applicants and former employees.  Any employee experiencing sexual harassment has the right to bring this to the attention of their line manager or Human Resources under this procedure.

All employees, students and people visiting DCG have a duty of care towards one another and are accountable and responsible for their actions. Sexual harassment is not acceptable under any circumstances.

Training will be provided, as appropriate, to employees as part of DCG’s on-going training and professional development procedures. Specific training will also be provided for Line Managers to ensure that they are appropriately trained and that they gain the skills and awareness necessary to operate DCG’s policy.

DCG will simultaneously ensure that the approach to harassment and sexual misconduct outlined in this policy will not unlawfully restrict free speech principles.   

5. Responsibilities

Employees - All employees are required to respect others regardless of their characteristics and must not behave in ways which may cause offence, or which in any way could be considered to be sexual harassment. Employees have a responsibility to help ensure everyone they work with are treated with dignity and respect. All employees have a role in adhering to the policy and reporting any incidents of sexual harassment they witness or experience.

Managers - are responsible for communication and adherence to this policy. This includes:
· Ensuring all employees act professionally in accordance with DCG’s relevant policies and procedures;
· Ensuring that any complaint raised by an employee is dealt with effectively and efficiently, with the assistance of Human Resources where required;
· Maintaining a respectful environment; and
· Managers have an obligation to tackle sexual harassment in the workplace.

Human Resources – will provide advice, guidance and support to all parties to any concerns/complaints received and will oversee the procedure for its resolution. 


6. Implementation Arrangements

This policy has been Impact Assessed and will be implemented by managers in conjunction with Human Resources.

7. Monitoring and Review

This policy will be reviewed regular basis in accordance with legislative developments and the need for good practice within DCG.

8. Guidelines

There are no specific guidelines in relation to this policy.

9. Procedures

The procedure relating to this policy is in a separate document:

Sexual Harassment Procedure

10. Templates / Forms

n/a

11. Related Documents

Employee Code of Conduct Policy
Bullying and Harassment Policy & Procedure
Grievance Policy and Procedure
Single source of information
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