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1. Overall Aim 
 
1.1 The College is committed to providing a positive work and study experience for all our 
employees and students, which includes a zero-tolerance approach to sexual harassment 
meaning that sexual harassment, harassment and victimisation will not be tolerated. 
 
1.2 This Policy sets out the College’s expectations of behaviour by our employees and 
students and provides approaches for dealing with complaints of sexual harassment. It intends 
to protect students and employees from inappropriate sexual behaviour, which may include, 
but is not limited to, violence, grooming, misconduct and harassment.  
 
1.3 The policy has been developed in conjunction with the College student code of conduct 
(in the Student Re-engagement Policy) and in line with College staff and student policies as 
referenced in section 9 of this policy. 
 
1.4 This Policy has also been developed using the European Human Rights Commission: 
Sexual harassment and harassment at work technical guidance and includes the College’s 
expectations of employees and actions taken by the College in line with the legal duty to take 
reasonable steps to prevent sexual harassment of its workers (the ‘preventative duty’).  
 
1.5 This Policy specifically relates to sexual harassment as defined within the Equality Act 
2010. For guidance on other forms of harassment, please refer to the Bullying and Harassment 
Policy. 
 
2. Definitions and Scope 
 
2.1 Sexual harassment is any form of unwanted verbal, non-verbal or physical conduct of a 
sexual nature, or with a sexual element. It is especially serious if continued after it has been 
made clear that the behaviour is unwanted. 
 
2.2 Sexual harassment is unlawful under the Equality Act 2010. It is also unlawful to treat 
someone less favourably because they either have submitted a complaint of sexual 
harassment or have rejected such behaviour. Under the Act, sexual harassment is defined as 
occurring when a person engages in unwanted conduct of a sexual nature that has the 
purpose or effect of: 
 

• violating someone’s dignity, or 

• creating an intimidating, hostile, degrading, humiliating or offensive environment for 
them. 

 
2.3 Sexual harassment includes a wide range of behaviours including but not limited to: 
 

• sexual comments or jokes 

• displaying sexually graphic pictures, posters or photos 

• 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, and discussing your own sex 
life 
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• 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 

• criminal behaviour, including sexual assault, stalking, grooming, indecent exposure 
and sending offensive communications 

• predatory behaviour 

• coercion 
 
2.4 Sexual harassment may be of individuals or groups, by individuals or groups or by 
incitement of others. 
 
2.5 An individual can experience sexual harassment from someone of the same or different 
sex and the recipient of the behaviour decides whether it is unwanted. 
 
2.6 Sexual harassment can be a one-off event and does not need to be directed at a person. 
It can be witnessed or overheard.  
 
2.7 Sexual conduct that has been welcomed in the past can become unwanted. 
 
2.8 Victimisation of any individual making a complaint under this Policy will not be tolerated 
and for staff will be dealt with under the College’s Staff Disciplinary and/or Grievance policy 
and for students, the Student Complaints Policy and/or Student Re-engagement Policy. Such 
victimisation should not occur against either party involved in an allegation. 
 
2.9 Sexual harassment constitutes serious misconduct and could result in dismissal (for 
employees) or expulsion (for students). 
 
3. Expected Behaviour of Employees 
 
3.1 The College believes that the professional relationship of trust and confidence that exists 
between students and employees is a central and essential part of a student’s educational 
development and pastoral care. Those who work for, or represent the College, must not abuse 
their position in any way.  
 
3.2 The Sexual Offences Act 2003 (Sections 16 to 21) prohibits sexual contact between a 
person and another person aged under 18, where such a relationship would be an abuse of a 
position of trust between the parties. Section 16 of The Sexual Offences Act 2003 provides 
that it is an offence for a person aged 18 or over (e.g. teacher, youth worker) to have a sexual 
relationship with a child under 18 where that person is in a position of trust in respect of that 
child, even if the relationship is consensual. A situation where a person is in a position of trust 
could arise where the child is in full-time education and the person looks after children under 
18 in the same establishment as the child, even if they do not teach the child. Greenhead 
College prohibits intimate relationships between its employees and its students. This is in line 
with the Keeping Children Safe in Education 2024 statutory guidance. 
 
3.3 Sexual harassment or victimisation may lead to disciplinary action, up to and including 
dismissal, if it is committed: 

• In a work situation 

• In any situation in relation to work such as a social event with colleagues  

• Against a colleague or other person connected to the College outside of a work 
situation, including on social media, or 

• Against anyone outside of a work situation where the incident is relevant to their 
suitability to carry out the role. 
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3.4 An imbalance of power can also exist between employees due to the positions they hold 
within the College. Any abuse of the professional working relationship between employees is 
unacceptable and could be subject to disciplinary action. An abuse of power may be an 
aggravating factor and would be a consideration in deciding what disciplinary action to take. 
 
3.5 The College recognises that, on occasion, a consensual relationship may develop between 
two employees. In such cases, both employees must notify the Director of Human Resources 
and Support Staff Lead. 
 
3.6 All employees are expected to undertake regular prevention of sexual harassment training 
as required by the College. 
 
4.  Third Parties 
 
4.1 The preventative duty requires that employers take steps to prevent sexual harassment 
by third parties.  
 
4.2 The definition of third party for the purpose of this policy in relation to the College is a 
person who is not directly engaged with the College. People directly engaged with College 
includes staff, students and governors. Third parties have a less direct involvement. This 
includes parents, visitors, third party contractors (e.g. third-party catering company staff), 
agency staff, and other people wo are linked to College but not engaged directly. 
 
4.3 Harassment by third parties associated with Greenhead College towards employees or 
students will not be tolerated and the College would encourage employees and/or students to 
report it. 
 
4.4 Greenhead College has taken steps to prevent sexual harassment within the College and 
by third parties, including updating our visitor policy, external contractor safeguarding policy, 
contractor handbook and letter of assurance for any contractors and third parties to ensure 
they have taken necessary measures to prevent sexual harassment, and they are aware of 
the College expectations. 
 
4.5 Should the College receive a complaint of sexual harassment in relation to a third party 
against an employee or a student, the College would follow the complaints procedure. The 
outcome of the complaints process would determine any action taken. This could involve a 
warning to a third party about their behaviour, banning a third party from College, and/or 
reporting any criminal acts to the Police. Complaints involving students and third parties would 
be reported to the Designated Safeguarding Lead and investigated thoroughly in accordance 
with the Safeguarding Policy. 
 
4.6 The College will undertake a renewed information campaign around College to ensure that 
behavioural expectations for employees, students and third parties is clear, and reporting 
processes are well publicised. 
 
5. Reporting Channels 
 
5.1 Any member of the College community is encouraged to formally report cases of sexual 
harassment, whether they are the recipient of the behaviour or are witness to it, as soon as 
reasonably practicable. 
 
5.2 The follow reporting channels should be used for reporting incidents of sexual harassment: 
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• Incidents relating to employees only (not students), should be reported to a member 
of the Human Resources team who can advise on how to proceed. Complaints will 
normally be progressed through the College’s Staff Grievance and/or Disciplinary 
Procedure.  

 

• Incidents relating to students only (not involving staff) should be reported to The 
Designated Safeguarding Lead. Complaints will normally be progressed through the 
College’s Safeguarding Policy. 

 

• Incidents which involve both staff and students should be reported to the Designated 
Safeguarding Lead and HR. Complaints will normally be progressed through the 
College’s Safeguarding Policy and Disciplinary Procedure. 

 
 
5.3 If an employee becomes aware of sexual harassment between a colleague and a student, 
advice should be sought from the College Designated Safeguarding Lead. If an employee 
becomes aware of sexual harassment between other employees, advice should be sought 
from Human Resources. 
 
5.4 Sexual harassment can also give rise to situations where there is coercive or predatory 
behaviour. If intimate relationships arise between colleagues and any person has concerns 
about any predatory or coercive element to such relationship, they are encouraged to report 
or disclose this to Human Resources. Alternatively, they may speak to their Line Manager, 
who should in turn report this to Human Resources. 
 
5.5 If a student witnesses sexual harassment, they should report it to the Designated 
Safeguarding Lead. Human Resources will be involved if the complaint is against an 
employee. Alternatively, students may choose to speak to, and seek emotional support from, 
their Personal Tutor, Teacher, Parent, or any other person of trust. Any safeguarding concerns 
will be progressed in accordance with the Safeguarding Policy. 
 
5.6 If any person becomes aware of sexual harassment, which involves a member of Human 
Resources or a member of the College Leadership Team (CLT), this should be reported to the 
Principal.  
 
5.7 If any person becomes aware of sexual harassment which involves the Principal, this 
should be reported to the Chair of Governors. 
 
5.8 Sexual assault and rape are serious criminal offences. You can choose to report them to 
the Police, who have the authority and resources to investigate. You can report a rape at any 
time, including many years after the event. If you report a matter to the Police, you can still 
report the matter to the College so that the appropriate support and measures can be put in 
place. 
 
6. Investigations into Complaints or Allegations 
 
6.1 Any investigations into allegations of sexual harassment by employees will be conducted 
under the College’s Grievance and/or Disciplinary Policy. Investigations into allegations of 
sexual misconduct by students will be conducted under the Complaints Policy and/or Student 
Re-engagement Policy. 
 
6.2 Interim risk assessments will be in place during an investigation into allegations of sexual 
harassment.  
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6.3 If a complaint is in relation to a student, the College would seek advice from the LADO 
(Local Authority Designated Officer) and act in consultation with other appropriate agencies. 
 
 
 
6.4 Sexual harassment may also lead to a criminal investigation being instigated into the 
actions of an employee or student. Where there are concerns that a criminal act has taken 
place, the College will seek advice from the Police. 
 
6.5 Confidentiality will be maintained, excluding any requirement to involve external agencies 
where a criminal offence may have been committed or where maintaining confidentially would 
pose a risk to the person making the report, or to others. 
 
7. Awareness and Training 
 
7.1 All staff at the College will receive specialist training in sexual violence and harassment. 
Prevention of sexual harassment training will be included in the induction for employees. 
 
7.2 Awareness of sexual harassment is discussed with all students at the College as part of 
the tutorial programme. A range of resources on sexual harassment are also available on the  
Moodle Wellbeing Page  
 
7.3 A renewed information campaign will be undertaken regularly to give information and 
highlighted reporting procedures for all employees, students and third parties. 
 
7.4 For further information on the steps that College is taking to prevent sexual harassment 
please contact: 

• For students: The Designated Safeguarding Lead. 

• For employees and third parties: The Director of Human Resources and Support Staff 
Lead. 

 
8. Support and Advice  
 
8.1 There are many sources of support available to employees prior to making a complaint or 
to both complainant and alleged perpetrator once a complaint has been made. 
 
These include: 
 

• Union representatives (for union members) 

• Human Resources 

• Line Managers 

• Employee Assistance Service 
 
8.2 There are many sources of support available to students prior to making a complaint or to 
both complainant and alleged perpetrator once a complaint has been made. 
 
These include: 
 

• Personal Tutors 

• Safeguarding Officers 

• Vice Principal – Student Support and Welfare (Designated Safeguarding Lead) 

• College Counsellors 

• The College Principal and College Leadership Team (CLT) 
 

https://moodle.greenhead.ac.uk/mod/page/view.php?id=77287
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9. Relevant College Policies 
 
This policy should be read in conjunction with the College’s Bullying and Harassment Policy. 
 
Other relevant policies: 
 

• Safeguarding Policy 

• Student Complaints Policy 

• Student Re-engagement Policy 

• Staff Disciplinary Policy 

• Staff Grievance Policy 

• Whistleblowing Policy 

• Diversity and Inclusion Policy 

• Online Safety Policy 

• Mobile Phones Policy 

• Visitor Policy 

• External Contractor Safeguarding Policy 
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Policy title: Prevention of Sexual Harassment Policy (Staff 
and Students) 

Policy owner: Jessica Randle, Director of Human Resources 
and Usman Anwar, Vice Principal – Student 
Support and Welfare 

 

EIA Date: 27.01.2025  

Main aims and purpose of the policy:  

This policy sets out the College’s expectations of behaviour by our employees and students and provides 
approaches for dealing with complaints of sexual harassment. It intends to protect students and 
employees from inappropriate sexual behaviour, which may include, but is not limited to, violence, 
grooming, misconduct and harassment.  
 

Type of policy connect to EIA:    

• Proposed new policy   

• Undertaking a review of an existing policy   

• Other (please state):   

 

Please identify any potential impacts that the policy or development of this policy could 
have, on any of the equality grounds identified below. 

 
Equality Ground 

 
Identified Impact 

Age 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of age. 

Disability 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of disability. 

Gender (including gender identity)  
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of gender 
(including gender identity).  

Marriage and civil partnership 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of marital 
status. 

Pregnancy and maternity 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of pregnancy 
or maternity. 

Race 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of race. 

Religion or belief 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of religion or 
belief.  

Sex 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of sex. 

Sexual Orientation 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of sexual 
orientation. 
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Social / Health Inequalities 
 
 

The policy is consistent in its approach to the prevention of 
sexual harassment in the College, regardless of social 
status/health inequalities. 

Select one of the four outcomes below to indicate how the development/implementation 
of the policy will be progressed and state the rationale for the decision.   

Outcome 
1:   

No change required – the assessment is that the policy is/will be 
robust and/or  

  

 promotes Diversity and Inclusion.   

Outcome 
2:   

Adjust the policy – this involves taking steps to address any adverse 
impacts 

  

 before the policy has been developed.   

 
Outline these steps: 
 

Outcome 
3:   

Continue the policy while mitigating against any potential adverse 
impacts. 

  

Outline how these adverse impacts can be mitigated against: 
 
Outcome 
4:   

Immediate referral to SLT/Governors, as there are adverse effects 
which cannot be 

  

 prevented or mitigated against.   

 

Details of further steps (if required) 
 
 
 
 
 
 
 
 
 
 

 

 
 

 


