	
	
	



Sexual harassment policy
[practice name]

Introduction
Our practice is committed to creating and maintaining a workplace where everyone feels safe, respected, and able to work without fear of sexual misconduct.

We take all reasonable steps to prevent sexual harassment, in line with the Worker Protection (Amendment of Equality Act 2010) Act 2023 and the Employment Rights Act 2025. This law places a proactive duty on employers to anticipate potential risks and take preventative action before harassment occurs, rather than responding only after concerns are raised. We recognise our responsibility not only to protect our employees, but also those working with or alongside our practice, from any form of sexual misconduct.

Anyone who raises a concern or makes a protected disclosure about sexual misconduct will be treated with respect, listened to, and protected from victimisation or retaliation in accordance with whistleblowing protections. This includes safeguarding workers, contractors, and others in our workplace who report concerns in good faith. Guidance from the Equality and Human Rights Commission reinforces that employers must create an environment where concerns can be raised safely and addressed promptly. We are committed to enabling an environment where everyone feels safe to speak up.

This policy outlines our expectations, defines unacceptable behaviours, and describes how we will respond when concerns arise. It applies to all sexual misconduct connected to work or the workplace, whether occurring in person or online, during working hours or outside them, including at social events, learning activities, or while travelling for work. The practice also recognises that, on occasion, a consensual relationship may develop at work. In such cases you must report the relationship to the [Practice Manager/Practice Owner] as soon as possible.
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If you are being sexually harassed
[bookmark: _Int_8xYp86xn]The practice operates a zero-tolerance policy of sexual harassment against employees, patients and visitors to the practice. Any complaints of sexual harassment will be taken very seriously and handled fairly and sensitively. Sexual misconduct often occurs without witnesses, but this does not affect the response you should receive. You will be believed, listened to, and supported. If you can, write down what happened as soon as possible. Include:

· Dates
· The sequence of events
· How the incident made you feel.
It is important to speak to someone you trust for support and help deciding what to do next. This is often referred to as making a disclosure. When speaking to someone, you should be given time and space to express:

· What support you need
· What you want to happen next
· What you expect them to do.

This may include:

· Seeking help or advice from a manager or another trusted person
· Using this policy to decide how to report
· Asking for more time before deciding what action to take.

If the individual Is not employed by the practice
If the behaviour concerns someone working at the workplace but not employed by us, such as a self-employed dental professional, you should still report it under this policy. If the behaviour is committed by a patient, external contractor, or member of the public, speak to [manager or principal name] as soon as possible. They will take action under relevant procedures such as the Violence and Aggression Policy and Safeguarding Policy. Actions may include:

· Warning the individual about their behaviour
· Escalating concerns
· Reporting criminal acts to the police.

Incidents unrelated to work
If you experience a sexual safety incident, including domestic violence, that is not connected to work, the reporting process in this policy may not apply. However, the impact may still affect you professionally. If you need support, speak to your manager or someone you trust.
Examples of sexual harassment 
· [bookmark: _Int_mDKrkiDN]Physical conduct of a sexual nature, unwelcome physical contact, or intimidation
· Making sexual remarks about someone’s body or appearance
· Insinuate, propose, or demand sexual favours of any kind 
· [bookmark: _Int_BXdGtIye]Suggestive looks, whistling, staring, or leering
· Telling sexually offensive jokes
· Sharing or displaying sexual images or other sexual content in any format such as email, text or WhatsApp messages, or using social media
· Invading someone’s personal space, for example inappropriate touching
· Making inappropriate comments or gossiping about someone’s sexual orientation or gender reassignment. Including spreading malicious rumours
· Pursuing or flirting with another person persistently without the other person’s willing participation
· Persistent suggestions to meet up socially after a person has made clear that they do not welcome such suggestions
· Asking questions about someone’s sex life or discussing your own 
· Sexual assault and rape.
Banter is no defence to sexual harassment if it is of a sexual nature, is unwanted, and it violates someone’s dignity or creates an intimidating, hostile, degrading, humiliating, or offensive environment for them.
If you see someone being sexually harassed at the practice  
Anyone involved in sexual harassment should make a note of what has happened including dates, times, names, and any other relevant details. As a witness to sexual harassment, you are also able to make a complaint of sexual harassment.

We all observe behaviours we may disagree with. When these behaviours are inappropriate or harmful, we can choose to act.  There are different ways to challenge or disrupt harmful behaviour, depending on what feels safe:

· Asking someone to stop, stating the behaviour is inappropriate
· Interrupting or distracting to allow someone to leave
· Expressing disagreement or withholding approval 
· Asking another colleague to help
· Calling emergency services (999) if required
· Writing down what you witnessed.

Speak to the person targeted by the behaviour as soon as you can, offering support and confirming that what you witnessed was unacceptable. Choose a quiet, safe place and allow enough time to talk. If they do not want you to report it but you remain concerned for them or others, you should seek advice from [insert manager or principal name]. Do not include their name in your report without their consent.
Supporting a colleague who discloses sexual misconduct
When someone tells you about what they have experienced or witnessed, this is a disclosure. Your role is to be supportive, sensitive, and non‑judgemental. If you believe urgent action is required, explain clearly what action needs to be taken and why. If you think someone is in immediate danger, you must contact the police and report the incident to [name of manager or principal].
How to make a report
It is important that sexual misconduct is reported so that action can be taken to keep people safe and prevent further harm. There is no time limit for reporting, but doing so as soon as possible allows quicker support and intervention. You may:

· Make a report yourself, or
· Ask the person you disclosed to (such as a colleague) to make the report on your behalf.

Reports can be made to [insert names]. Every report will be taken seriously.

If your concern involves the Practice Owner, Practice Manager, or someone in a position of authority, or if you feel afraid, pressured, or unsafe reporting through normal management routes, you may raise your concern through an alternative safeguarding or speak-up route. You may contact the Practice Safeguarding Lead: [name] or A Freedom to Speak Up Guardian. You do not need to confront the person involved before making a report. Seeking advice does not commit you to making a formal complaint. You will be supported in deciding what feels safest and most appropriate.
Anonymous reports
Providing your name allows us to carry out a more thorough investigation and helps us ensure you are supported. However, if you do not feel able to give your name, you can report anonymously. All anonymous reports are taken seriously. The practice will follow the steps in this policy as closely as possible based on the information provided.

If you provide your name when making a report, you will be given dedicated time and a safe space to discuss what happened and agree on next steps. You may bring a:

· Friend or family member
· Colleague
· Interpreter
· Trade union representative.

The person you speak to will sensitively ask questions. If you have notes or evidence, bring them with you. Lack of evidence will not affect how seriously your concern is taken.
During the meeting, [name] will:

· Discuss and agree how your report will be managed
· Discuss your wellbeing and what support you need 
· Agree the next steps and who you can contact for updates.

If you decide to stop your report, your wishes will be respected wherever possible. If you later change your mind or the behaviour continues, you may return to this policy at any time.

If you do not feel able or well enough to attend work, please inform [name]. Where reasonable, they may agree to exclude absences related to sexual misconduct from sickness absence management procedures.
After you make a report
After you make a report, the practice will ensure that everyone involved receives appropriate support, including the person who has raised concerns and the person the concerns relate to. The practice will then consider your report, which may include external, confidentially sought support dependant on the extent and nature of the concern. This may include indemnity providers or safeguarding professionals to ensure the report is managed safely, sensitively, and with the appropriate specialist knowledge. Because every report is different, the type of expertise needed will vary.

The practice, in conjunction with any required external professionals, will decide on any immediate protective actions needed to keep you and others safe, such as temporary changes to working arrangements. They will determine what assessments are required to understand and reduce further harm, what support should be offered, which policies apply, who needs to be informed, and whether external bodies, such as the police, need to be contacted. They will also decide how and when you will be updated and ensure a clear record of decisions is kept.

Outcomes may include gathering more information, using disciplinary or grievance processes, reporting to the police, or taking no further action. The agreed route will depend on the nature of the report and the policies that apply.

If an investigation is required, you can ask for reasonable adjustments, such as bringing a family member to meetings or involving experts to support the process. The practice will accommodate these adjustments wherever possible to ensure you feel safe and supported throughout.

Preventing victimisation
Negative treatment of someone because they have raised or supported a complaint, is unlawful and will not be tolerated. Anyone who reports sexual misconduct, or helps someone else to report it, will be supported regardless of the outcome. If you believe you have been victimised, you should tell [insert name], and the report will be treated seriously.
Providing information and updates
[name] will update you with progress. Because of confidentiality requirements, not all details can be shared with you, especially information relating to another employee. However, everything that can be shared lawfully and appropriately will be provided. You will receive regular updates throughout the process.
Confidentiality
Your information will be kept confidential as far as possible. Only people who need to be involved in managing the report will be given access to relevant information, and you will be told who they are and why. In some cases, safeguarding duties may require information to be shared to keep others safe.
When the person named in the report will be told
The person you reported will usually be informed of the concerns so that they can participate in the process. This will be handled carefully and never without your knowledge. Before they are told, steps will be taken to ensure your safety and wellbeing are prioritised.
Involving the police and other organisations
Sexual misconduct may be a criminal offence. You can usually choose whether to report it to the police, but if your report suggests others may be at risk, the practice may need to share information with the police or local safeguarding teams. You will be informed wherever possible before this happens and supported throughout.

If the police are involved, their investigation takes priority. This may delay the practice’s internal investigation. You will be informed if the process is paused, how long the pause may last, and what support will be available to you during that time.
Statutory regulators
In some cases, a report must be made to a professional regulator such as the GDC, CQC, HIW, HIS, or RQIA. [Name] will manage any referral, taking advice from indemnity providers as needed.
Preventing sexual misconduct
Our practice is committed to preventing sexual misconduct by identifying risks early and taking proactive steps to create a safe environment for everyone. We will regularly review the likelihood and risks of sexual misconduct occurring across all areas of work, including interactions with colleagues, volunteers, contractors, patients, and visitors. Based on these reviews, we will identify actions to reduce risks, prevent harm, and ensure agreed measures are implemented and monitored effectively. Policies and procedures will be updated so that expectations are clear, the law is accurately reflected, and everyone understands how to raise concerns. We will also assess the effectiveness of training and policies, communicate consistently about our behavioural standards, and make sure patients, service users and visitors understand how they are expected to treat staff and others. 
Training
Training ensures that everyone understands what appropriate and inappropriate behaviours look like, how to use this policy, and what to do if they experience or witness misconduct. As a commitment to the zero-tolerance policy of sexual harassment in the practice, training will be provided to all employees and staff in the practice on recognising and understanding sexual harassment on joining the practice. Training will also be provided to the practice manager to deal with any sexual harassment complaints. All staff are asked to complete the national e-learning module on sexual awareness.
Surveys
The practice will send out anonymous surveys on a yearly basis to all employees and staff to ask whether you have experienced or witnessed sexual harassment. The practice manager will be required to look out for and report any observations of sexual harassment within the practice.
Links to more help and guidance
· Sexual Safety in Healthcare Charter

· Preventing Sexual Harassment at Work: A Guide for Employers

· ACAS: Advice About Sexual Harassment at Work
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