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Definition
Harassment
Under section 26 of the Equality Act 2010, harassment occurs where:
· Unwanted conduct related to a relevant protected characteristic has the purpose or effect of violating an individual's dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment for that individual.
· Protected characteristics include age, disability, gender reassignment, race, religion or belief, sex and sexual orientation.
Bullying
Bullying is offensive, intimidating, malicious or insulting behaviour, or an abuse or misuse of power, which has the purpose or effect of undermining, humiliating, denigrating or injuring another person.
Sexual Harassment
Under section 26 of the Equality Act 2010, sexual harassment occurs where:
· A person engages in unwanted conduct of a sexual nature and the conduct has the purpose or effect of violating another person's dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them.
Examples may include:
· Sexual comments or jokes
· Unwanted touching
· Inappropriate messages or emails
· Sexual gestures
· Unwelcome sexual advances
· Displaying sexually explicit material
The examples are illustrative and do not form part of the legal definition.
Victimisation
Under section 27 of the Equality Act 2010, victimisation occurs where:
· A person is subjected to a detriment because they have made, supported or are believed to have made or supported a complaint or allegation under the Equality Act 2010.
Examples include:
· Being treated less favourably after raising a complaint.
· Being excluded from opportunities after acting as a witness.
· Intimidation or retaliation following a report.

Statement
Eyres Monsell Primary School is committed to providing a working environment in which all employees, governors, volunteers, agency workers, contractors and visitors are treated with dignity, courtesy and respect.
The School recognises that harassment, bullying, sexual harassment and victimisation are unacceptable and will not be tolerated under any circumstances. Such behaviour can have a significant impact on an individual's wellbeing, dignity and ability to carry out their role effectively.
The Governing Body and Headteacher are committed to fostering a culture of professionalism, inclusion and mutual respect, where all individuals feel safe and supported and where concerns can be raised without fear of reprisal.
The School will take all reasonable steps to prevent sexual harassment and other forms of harassment occurring and will respond promptly, fairly and sensitively to any concerns or complaints raised. Any allegations of harassment, bullying, sexual harassment or victimisation will be taken seriously and investigated in accordance with this policy and other relevant procedures.
In accordance with the Equality Act 2010, the School will not tolerate unwanted conduct related to a protected characteristic, unwanted conduct of a sexual nature, or less favourable treatment of any individual because they have made, supported or participated in a complaint relating to discrimination, harassment or sexual harassment.
The School recognises that harassment and sexual harassment may be perpetrated by employees, governors, volunteers, agency staff, contractors, parents/carers, visitors or other third parties. Appropriate action will be taken to address such behaviour and to protect those affected.
All members of the school community share responsibility for creating and maintaining a safe, respectful and inclusive working environment. All staff are expected to conduct themselves in a manner consistent with the School's values and this policy.
The Governing Body will monitor the effectiveness of this policy and review associated preventative measures, training and risk assessments to ensure the School continues to meet its legal obligations and maintain a culture free from harassment, bullying and sexual harassment.


Aims of the Policy
· To prevent harassment, bullying, sexual harassment and victimisation.
· To ensure all concerns are reported, investigated and resolved appropriately.
· To promote a culture of dignity, respect and inclusion.
· To fulfil the school’s responsibilities under the Equality Act 2010 and associated employment legislation

Scope and Coverage
This policy applies to all employees, governors, volunteers, agency workers, contractors, consultants, trainees and any other individuals engaged to work on behalf of the school.
The policy applies to conduct that takes place:
· On School premises;
· During working hours;
· Whilst undertaking School business;
· During educational visits, training courses, conferences and meetings;
· At work-related social events and activities;
· During online meetings and virtual events;
Through the use of email, telephone, social media, messaging platforms and any other form of electronic communication where there is a connection to employment or the school.
This policy applies regardless of seniority, position or length of service and covers conduct between colleagues, managers, employees and governors.
The School will take reasonable and proportionate steps to protect staff and others from harassment, bullying and sexual harassment committed by third parties and will take appropriate action where such behaviour is reported.
This policy should be read in conjunction with the School's:
· Code of Conduct;
· Disciplinary Policy;
· Grievance Policy;
· Whistleblowing Policy;
· Equality Information and Objectives;
· Safeguarding and Child Protection Policy; and
· Health and Safety arrangements.
· Staff Code of Conduct
· ICT Acceptable Use Policy
Any breach of this policy by an employee may be treated as misconduct and may result in disciplinary action. Serious incidents, including sexual harassment, may constitute gross misconduct and could result in dismissal.
The Governing Body and Headteacher are committed to taking all reasonable steps to prevent harassment, bullying and sexual harassment and to maintaining a working environment in which individuals are treated with dignity and respect at all times.

Third Parties
The School recognises that harassment, bullying, sexual harassment and victimisation may be perpetrated by third parties and not solely by employees or workers of the School.
For the purposes of this policy, third parties may include, but are not limited to:
· Parents and carers;
· Visitors;
· Contractors and service providers;
· Agency workers;
· Supply staff;
· Representatives of partner organisations;
· Members of the public.
The School is committed to taking all reasonable steps to protect employees, governors, volunteers and workers from harassment and sexual harassment by third parties.
Any incident of harassment, bullying or sexual harassment by a third party should be reported using the procedures set out in this policy. All reports will be taken seriously and considered on a case-by-case basis.
Where a complaint involving a third party is substantiated, the School will take appropriate and proportionate action, which may include:
· Challenging inappropriate behaviour;
· Issuing warnings;
· Restricting access to school premises;
· Requiring meetings to be attended by more than one member of staff;
· Ending contracts or service arrangements where appropriate;
· Reporting matters to external agencies or the police where necessary.
The School will support any individual who experiences harassment or sexual harassment from a third party and will take reasonable steps to prevent recurrence.
No employee, governor, volunteer or worker will be subjected to detriment, victimisation or less favourable treatment for raising a genuine concern or complaint regarding the conduct of a third party.
The Governing Body and Headteacher will monitor reports of third-party harassment and, where appropriate, implement additional control measures to reduce the risk of further incidents.

Reporting Routes
The School encourages any employee, governor, volunteer, agency worker or contractor who experiences, witnesses or becomes aware of harassment, bullying, sexual harassment or victimisation to report their concerns as soon as possible.
Concerns will be taken seriously, handled sensitively and investigated promptly, fairly and confidentially, as far as reasonably practicable.
Informal Resolution
Where appropriate, and where the individual feels comfortable doing so, concerns may be resolved informally. This may include:
· Making it clear to the individual concerned that their behaviour is unwanted and must stop.
· Seeking support from a line manager to facilitate an informal discussion.
· Requesting an apology or agreement regarding future conduct.
Informal resolution will not be appropriate in all circumstances, particularly where allegations involve sexual harassment, repeated behaviour, abuse of position, serious misconduct or where the complainant does not wish to pursue this approach.
Formal Reporting Routes
Employees who wish to raise a formal concern should report the matter to one of the following:
· Their Line Manager;
· The Headteacher;
· The School Business Manager;
· The Chair of Governors (where the complaint concerns the Headteacher);
· The School's HR Provider or designated HR adviser.
Individuals may choose the reporting route they feel most appropriate depending on the circumstances of the complaint.
Alternative Reporting Routes
Where an individual believes that concerns cannot be raised through normal management channels, or where they are concerned that a complaint is not being appropriately addressed, concerns may be raised through the School's Whistleblowing Policy.
The School recognises that individuals may feel reluctant to report concerns involving senior employees and is committed to ensuring alternative reporting routes are available.
Investigation of Concerns
All formal complaints will be assessed and, where appropriate, investigated in accordance with the School's relevant employment procedures.
The School will:
· Treat complaints seriously and objectively;
· Consider the wishes and wellbeing of all parties involved;
· Conduct investigations without unreasonable delay;
· Maintain confidentiality wherever possible;
· Keep appropriate records of concerns raised and actions taken.
Support
The School recognises that experiencing or reporting harassment, bullying or sexual harassment can be distressing. Appropriate support will be offered to those involved throughout the process, including access to management support, HR advice and any available wellbeing services.

Protection from Victimisation
The School recognises that individuals may be concerned about the consequences of reporting harassment, bullying, sexual harassment or discrimination. The School is committed to creating an environment in which concerns can be raised in good faith without fear of retaliation, reprisal or unfair treatment.
In accordance with the Equality Act 2010, victimisation occurs where an individual is subjected to a detriment because they have:
· Made a complaint or allegation of discrimination, harassment or sexual harassment;
· Raised concerns under this policy;
· Supported another individual in making a complaint;
· Acted as a witness or provided evidence during an investigation;
· Undertaken any other action connected with enforcing rights under equality legislation.
The School will not tolerate victimisation in any form. Any employee, governor, volunteer, contractor or other individual found to have victimised another person for raising or supporting a complaint may be subject to disciplinary action, up to and including dismissal where appropriate.
Examples of victimisation may include:
· Excluding an individual from meetings, communications or work activities;
· Unfair treatment in relation to training, career development or promotion opportunities;
· Intimidation, threats or hostile behaviour;
· Spreading rumours or making malicious comments;
· Unjustified criticism or increased scrutiny;
· Any other conduct that causes a person to suffer a disadvantage because they have raised a concern or participated in a complaint process.
All reports of victimisation will be treated seriously and investigated promptly and fairly. Appropriate action will be taken where concerns are substantiated.
The School will take reasonable steps to protect individuals who raise concerns in good faith and will provide appropriate support throughout any investigation process. Confidentiality will be maintained as far as reasonably practicable.
No action will be taken against an individual who raises a concern in good faith, even where an investigation concludes that the complaint is not upheld. However, deliberately false, malicious or vexatious allegations may be dealt with under the School's disciplinary procedures.

Investigation
The School is committed to ensuring that all complaints of harassment, bullying, sexual harassment and victimisation are treated seriously, fairly and without unreasonable delay.
All concerns raised under this policy will be considered on their individual merits and investigated in a manner that is proportionate to the nature and seriousness of the allegation.
Initial Assessment
Upon receipt of a complaint, the School will undertake an initial assessment to determine:
· The nature of the concern raised;
· Whether informal resolution may be appropriate;
· Whether a formal investigation is required;
· Whether any immediate measures are necessary to safeguard those involved;
· Whether the matter may constitute misconduct under the School's disciplinary procedures.
Where allegations involve potential criminal conduct, safeguarding concerns or serious misconduct, appropriate external agencies may be consulted and internal procedures may be adjusted accordingly.
Appointment of an Investigating Officer
Where a formal investigation is required, the School will appoint an appropriate Investigating Officer who is independent of the matter wherever reasonably practicable.
Where the complaint involves the Headteacher, the matter will normally be referred to the Chair of Governors, supported by the School's HR provider where appropriate.
Conducting the Investigation
The Investigating Officer will gather relevant evidence, which may include:
· Written statements;
· Interviews with the complainant;
· Interviews with the individual against whom the allegation has been made;
· Interviews with witnesses;
· Emails, correspondence, messages or other relevant documentation;
· Any other evidence considered relevant to the complaint.
All individuals involved will be treated with dignity and respect throughout the process and given a reasonable opportunity to present their account.
Confidentiality
The School will maintain confidentiality throughout the investigation process as far as reasonably practicable.
Information will only be shared with those who need to know in order to investigate, manage or resolve the matter appropriately.
All parties are expected to maintain confidentiality and avoid discussing the matter with colleagues, except where necessary to obtain support or advice.
Precautionary Measures
Where considered necessary, the School may implement temporary measures during an investigation to protect the wellbeing of those involved and to preserve the integrity of the process.
Such measures may include adjustments to reporting arrangements, working practices, duties or locations. Any measures taken will not imply that allegations have been proven.
Outcome
At the conclusion of the investigation, a written report will normally be produced setting out:
· The scope of the investigation;
· Evidence considered;
· Findings of fact;
· Conclusions reached; and
· Recommendations for further action where appropriate.
Where allegations are upheld, appropriate action will be taken in accordance with the School's policies and procedures. This may include informal management action, training, mediation, disciplinary action or other appropriate measures.
Where allegations are not upheld, the School will consider whether any further support or workplace measures are required to enable positive working relationships to continue.
Records
The School will maintain appropriate records of complaints, investigations, outcomes and any action taken, in accordance with data protection requirements and record retention arrangements.
Right to Support
Employees involved in a formal investigation under this policy may be accompanied at formal meetings by a recognised trade union representative or workplace colleague where this is permitted under the relevant School procedure.
Appeal
The School is committed to ensuring that concerns raised under this policy are considered fairly, consistently and transparently.
Where an individual who has raised a complaint believes that:
· The investigation process was not conducted fairly;
· Relevant evidence was not properly considered;
· The findings were unreasonable based on the evidence available; or
· Significant new evidence has emerged since the outcome was communicated,
they may submit an appeal.

Submitting an Appeal
Appeals should be submitted in writing to the Headteacher within 10 working days of receiving the outcome of the investigation.
Where the complaint concerns the Headteacher, the appeal should be submitted to the Chair of Governors.
The appeal should clearly state:
· The grounds for appeal;
· The aspects of the decision being challenged; and
· Any supporting information or evidence.
Appeal Process
Appeals will be considered by an appropriate manager or governor who has had no prior involvement in the matter and who is sufficiently independent to undertake an impartial review.
The appeal may involve:
· A review of the original complaint;
· Consideration of the investigation process;
· A review of the evidence considered;
· Consideration of any new evidence submitted; and
· Meetings with relevant individuals where considered necessary.
Employees have the right to be accompanied at any formal appeal meeting by a recognised trade union representative or workplace colleague.
Appeal Outcome
Following the appeal review, the School will communicate its decision in writing.
The appeal decision may:
· Uphold the original findings and outcome;
· Require further investigation to be undertaken;
· Amend the findings or outcome; or
· Recommend alternative actions or remedies.
The outcome of the appeal will be final and marks the conclusion of the School's internal procedure.
Further Action
Nothing in this policy prevents an employee from seeking advice from their trade union or pursuing matters through the School's Grievance Policy where appropriate.

Staff Training
The School recognises that training and awareness are essential in creating and maintaining a working environment that is free from harassment, bullying, sexual harassment and victimisation.
The Governing Body and Headteacher are committed to ensuring that all staff understand:
· Their rights and responsibilities under this policy;
· The standards of behaviour expected within the School;
· How to recognise harassment, bullying, sexual harassment and victimisation;
· How to raise concerns and access support;
· The procedures for reporting and investigating concerns; and
· The School's commitment to preventing harassment and sexual harassment.
Induction
All new employees, volunteers, agency workers and other relevant individuals will be made aware of this policy as part of their induction programme and will be informed of the reporting routes available to them.
Ongoing Training
The School will provide periodic training and awareness opportunities to ensure that staff remain aware of:
· The requirements of this policy;
· Relevant equality and employment legislation;
· Expected professional conduct and workplace behaviours;
· Reporting procedures and available support mechanisms; and
· The School's approach to preventing sexual harassment and protecting individuals from victimisation.
Training may be delivered through staff meetings, briefings, online learning, policy updates or other appropriate methods.
Leadership Responsibilities
Managers and senior leaders have a particular responsibility to:
· Promote a culture of dignity, respect and inclusion;
· Lead by example through their conduct and behaviour;
· Respond appropriately to concerns raised by staff;
· Understand their responsibilities when dealing with complaints; and
· Take proactive steps to prevent harassment and sexual harassment within their areas of responsibility.
Where appropriate, managers and governors may receive additional training to enable them to fulfil these responsibilities effectively.
Monitoring
The School will maintain appropriate records of training undertaken and will periodically review training needs to ensure that staff remain informed and that the School continues to meet its legal and organisational responsibilities.
Training requirements and preventative measures will be reviewed in light of legislative changes, emerging risks, lessons learned from complaints, and wider organisational developments.

Staff Responsibilities
All staff are expected to participate in any training required by the School and to familiarise themselves with the contents of this policy. Failure to comply with the standards and expectations set out within this policy may result in management action or disciplinary action where appropriate.
The School will take reasonable steps to ensure that all staff receive appropriate information, instruction and training to support the prevention of harassment and sexual harassment and to enable concerns to be identified and reported at the earliest opportunity.

Responsibilities
Governing Body
The Governing Body is responsible for:
· Approving and reviewing this policy.
· Ensuring the School complies with its legal obligations under equality and employment legislation.
· Monitoring the effectiveness of the School's arrangements for preventing harassment, bullying, sexual harassment and victimisation.
· Ensuring appropriate action is taken where serious concerns are raised.
Headteacher
The Headteacher is responsible for:
· Implementing this policy and promoting a culture of dignity, respect and inclusion.
· Ensuring concerns raised under this policy are addressed appropriately.
· Taking reasonable steps to prevent harassment, bullying, sexual harassment and victimisation.
· Ensuring appropriate records are maintained and monitored.
Managers and Supervisors
Managers and supervisors are responsible for:
· Modelling appropriate behaviour and maintaining professional standards.
· Dealing promptly and appropriately with concerns brought to their attention.
· Supporting staff who raise concerns under this policy.
· Escalating concerns where necessary.
Employees and Other Workers
All employees, governors, volunteers, agency workers, contractors and other individuals working on behalf of the School are responsible for:
· Treating others with dignity, courtesy and respect.
· Complying with this policy and associated School policies.
· Refraining from any conduct that may constitute harassment, bullying, sexual harassment or victimisation.
· Reporting concerns or incidents they experience or witness.
· Cooperating with any investigation undertaken under this policy.
Shared Responsibility
Creating and maintaining a safe, inclusive and respectful working environment is the responsibility of everyone working within or on behalf of the School.
The School will take all reasonable steps to prevent sexual harassment and will maintain evidence of the preventative measures implemented
Monitoring and Assessing Workplace Risks
The School is committed to taking proactive steps to prevent harassment, bullying, sexual harassment and victimisation and to promoting a safe, respectful and inclusive working environment for all.
The Governing Body and Headteacher will monitor the effectiveness of this policy and the School's wider arrangements to ensure compliance with equality and employment legislation and to identify any areas requiring improvement.
Risk Assessment
The School will undertake periodic assessments of the risk of harassment and sexual harassment occurring within the workplace and will take reasonable and proportionate measures to reduce identified risks.
Risk assessments may consider factors such as:
· Interactions with parents, carers, visitors and contractors;
· Lone working arrangements;
· Work-related events, visits and activities;
· Online and remote communications;
· Previous incidents, complaints or concerns;
· Any other circumstances identified as presenting a potential risk.
Where risks are identified, appropriate control measures will be implemented and reviewed.
Monitoring Arrangements
The School will monitor:
· Complaints, concerns and reported incidents;
· Outcomes of investigations;
· Patterns or trends that may indicate wider issues;
· Training completion rates;
· The effectiveness of preventative measures and control arrangements.

Monitoring information will be reviewed periodically by senior leaders and reported to the Governing Body where appropriate.

Review and Continuous Improvement
The School recognises that the prevention of harassment and sexual harassment requires ongoing review and improvement.
The Governing Body and Headteacher will consider:
· Changes in legislation;
· Relevant guidance and best practice;
· Feedback from staff;
· Lessons learned from complaints and investigations; and
· Findings arising from risk assessments and monitoring activities.
Appropriate action will be taken to strengthen policies, procedures, training and other preventative measures where necessary.

Policy Review
This policy will be reviewed annually, or sooner where there are significant changes in legislation, guidance or organisational circumstances.
The Governing Body reserves the right to amend this policy at any time to ensure continued compliance with legal requirements and good practice.


Appendices
Appendix A - Sexual Harassment Prevention Risk Assessment

	Risk AreaAppendix A - Sexual Harassment Prevention Risk Assessment

	Individuals Affected
	Existing Controls
	Risk Rating
	Further Actions

	Harassment by parents/carers during meetings, telephone calls or at the school gate
	Staff, volunteers
	Visitor procedures, Code of Conduct, reporting procedures, senior leadership support
	Medium
	Annual staff briefing and periodic review

	Harassment by visitors, contractors or members of the public
	Staff, volunteers
	Visitor sign-in procedures, safeguarding measures, reporting routes
	Low
	Monitor incidents and review controls annually

	One-to-one meetings between staff members
	Employees
	Professional conduct expectations, reporting procedures, open-door arrangements where appropriate
	Low
	Maintain awareness through training

	Allegations involving senior leaders
	Employees
	Multiple reporting routes, Chair of Governors contact details, Whistleblowing Policy
	Medium
	Review reporting arrangements annually

	Work-related social events
	Employees
	Staff Code of Conduct, expectations communicated before events
	Low
	Reminders issued before events

	Online communications (email, Teams, messaging platforms and social media)
	Employees
	ICT Acceptable Use Policy, Code of Conduct, reporting procedures
	Medium
	Periodic refresher training

	Agency staff, volunteers and contractors unfamiliar with school procedures
	Staff, volunteers
	Induction arrangements, safeguarding information, policy access
	Low
	Ensure policy access during induction

	Failure to report incidents due to fear of retaliation
	Employees
	Victimisation protections, whistleblowing arrangements, multiple reporting routes
	Medium
	Reinforce reporting arrangements through training

	Lack of awareness of what constitutes sexual harassment
	Employees, governors, volunteers
	Policy, induction, staff training
	Medium
	Annual training and policy review

	Repeat incidents following complaints
	Employees
	Investigation procedures, monitoring arrangements, risk assessment reviews
	Low
	Monitor trends and implement additional controls where required

	Inappropriate, intimidating or sexually inappropriate comments, behaviour or communications from parents/carers towards staff during meetings, on school premises, by telephone, email or social media

	Employees, volunteers, governors
	Visitor management procedures; Parent Code of Conduct; Staff Code of Conduct; Multiple reporting routes; Incident reporting procedures; Management support; Ability to restrict access to premises where appropriate
	Medium
	Annual review of reported incidents; Staff awareness training; Reinforce behavioural expectations to parents/carers where necessary



Additional Assessment
	Overall Risk Level
	Low to Medium


Further Preventative Measures
The School will:
· Maintain and annually review the Anti-Harassment, Bullying and Sexual Harassment Policy.
· Provide appropriate staff training and awareness.
· Ensure multiple reporting routes are available.
· Monitor complaints, concerns and trends.
· Promote a culture of dignity, respect and inclusion.
· Take appropriate action where concerns are substantiated.
Monitoring Responsibilities
	Requirement
	Responsible Officer

	Annual risk assessment review
	School Business Manager and Headteacher

	Policy review
	Governing Body

	Monitoring incidents and complaints
	Headteacher

	Monitoring training completion
	School Business Manager

	Governor oversight
	FSGP Committee
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