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Introduction
At Sunny Side Holiday Park, we are committed to maintaining a workplace where every employee feels safe, valued, and respected. Our culture is built on mutual respect, teamwork and inclusivity, and we believe that everyone deserves to work in an environment free from harassment of any kind. This communication provides you with essential information on what constitutes sexual harassment, its impact, the legal consequences of such behaviour and how we can all contribute to a positive, respectful workplace environment (Smith, 2024).

While humour and ‘banter’ may be part of workplace dynamics, it is crucial to understand that any behaviour that “crosses boundaries” or makes others feel uncomfortable is unacceptable. This guide will help you understand how sexual harassment context can be defined in the workplace and what we can collectively do to prevent it (Moore & Jenkins, 2019).

What is Sexual Harassment?
Sexual Harassment is a form of discrimination under the Equality Act 2010. It is defined as any unwanted conduct of a sexual nature that creates an intimidating, hostile, degrading, humiliating or offensive environment. This includes unwanted verbal, non-verbal and physical actions. It is important to recognise that what may seem like perceived harmless interactions from one person to another may have a profound negative effect on either a recipient or bystander (CIPD, 2023).

Examples of sexual harassment:
· Making sexual comments or jokes.
· Displaying sexually explicit pictures, posters, or photos.
· Suggestive looks, staring or leering.
· Propositions and sexual advances.
· Making promises in exchange for sexual favours.
· Sexual gestures or unwanted touching.
· Intrusive questions about someone’s private or sex life.
· Spreading sexual rumours about someone.
· Sending sexually explicit emails, texts, or social media messages.

When is Conduct ‘Unwanted’?
· Unwanted means that the conduct is unwelcome or uninvited. The employee does not have to directly object to it for it to be considered unwanted.
· What may feel like harmless banter to one person can be received as distressing or offensive to someone else.
· It is up to the individual who is the recipient of the behaviour to be the decider on whether it is unwanted or inappropriate.

Statistics: 
· 3 in 5 women have experience sexual harassment, bullying or verbal abuse in the workplace (TUC, 2023). 
· This rises to 2 in 3 for those between the ages of 25 and 34. 
· 2 in 5 have experienced at least 3 incidents. 
Purpose or Effect
· If a harasser’s purpose is to violate the worker’s dignity or to create an intimidating, hostile, degrading, humiliating or offensive environment for them, this will be sufficient to establish harassment. It will not be necessary to look at the effect the conduct has had on the worker.
· In practice, the alleged harasser rarely intends to harass, their defence is often that it is just ‘banter’.
· The more common way in which harassment can occur is where it is the ‘effect’ of the conduct.
· The key point to consider is the effect on the victim rather than the intention of the harasser.

Recent Changes in Employment Legislation
Recent changes in employment law have reinforced the importance of creating a harassment free environment at work. The Equality Act 2010 consolidates previous laws and outlines that harassment based on sex, gender, sexual orientation, or any other protected characteristic is unlawful (GOV.UK, 2024).

Key legal updates include:
· Stronger obligations on employers: Employers now have an increased responsibility to actively prevent sexual harassment in the workplace. This includes creating robust policies, providing training, risk assessments and addressing complaints promptly. 
· Harassment by colleagues or third parties: Employers must take responsibility for harassment, regardless of source. 
· More serious consequences for employees: Employees found guilty of harassment could face disciplinary action, dismissal, and legal claims for compensation. Employers could face legal liability for not taking appropriate steps to prevent harassment.
· Organisational culture: A ‘banter’ culture must not be normalised. All employees must contribute to maintaining a respectful, inclusive, and safe environment.


Consequences of Sexual Harassment
The consequences of sexual harassment can be severe for both the worker responsible and the organisation. These consequences may include disciplinary actions, legal, implications and reputational damage (Herbert, 2024). 
· Disciplinary Action: Despite application of fair and just process, employees found guilty of sexual harassment may be subject to the organisation’s disciplinary procedures. This could include informal or formal warnings and, in severe cases, dismissal (ACAS, 2022).
· Dismissal: For serious or repeated instances of sexual harassment, dismissal can be conducted. If harassment is found to be gross misconduct, an employee would be terminated from their position immediately. This decision will only be made after a thorough investigation and fair process.
· Legal Consequences: Employees who engage in sexual harassment may face legal action under the Equality Act 2010, with the victim able to bring an additional claim through an employment tribunal. In addition to potential damages for emotional distress and lost earnings, employees found guilty could be ordered to pay compensation to the victim. Severe cases may result in criminal charges (Equality Act, 2010). 
· Reputational Damage: Employees who are found guilty of sexual harassment may face significant damage to their professional reputation. This could affect future career prospects and the company itself could face reputational harm. Harassment cases often receive public attention and, if the company is seen as tolerant of harassment, it could result in lost business, clients and staff.
· Impact on the Victim: The most serious impact of sexual harassment is on the victim. Harassment can cause emotional distress, anxiety, depression, and a loss of confidence. Victims may experience physical health issues and a decline in job satisfaction, which can affect their overall well-being and performance (Dickson & Kelloway, 2020).

Banter in the Workplace
Even if behaviour is disguised as 'banter', it can still create a hostile or intimidating work environment. The impact on the recipient can be profound and it is important to appreciate the effect it may have on others (Thompson, 2019).

In certain working environments, such as hospitality, banter may be viewed as part of the team dynamic. However, it is crucial to recognise that ‘banter’ can cross the line into sexual harassment if it makes someone uncomfortable or creates an atmosphere of hostility (Herbert, 2024). Whilst humour can help ease tension, it is important that jokes and comments remain respectful. What may seem like harmless fun to one person can be distressing or degrading to someone else (Dixon, 2020).

Why ‘Banter’ Can Be Harmful:
What one person finds humorous, another person may find deeply upsetting. If a joke is intended to be light-hearted, this does not mean it will be perceived that way (Personnel Today, 2023). 

In organisations with hierarchical structures for example hospitality, those in positions of power may inadvertently use humour to assert dominance which can lead to an unhealthy atmosphere where subordinates feel pressured to ‘fit in’ and tolerate inappropriate behaviour (Carter & Clift, 2020).

A culture that allows offensive jokes or sexual comments normalises inappropriate conduct, contributing to an inappropriate work environment. Employees may fear speaking up, believing they will be labelled as over sensitive.

Expectation of all employees:
At Sunny Side Holiday Park, we expect all employees to act with professionalism and respect towards one another. This includes maintaining clear boundaries, ensuring jokes or comments are appropriate for the workplace and refraining from any behaviour that could make others feel uncomfortable or threatened (Cooley, 2024). 

Every individual has the right to work in an environment free from sexual harassment. It is everyone’s responsibility to contribute to maintaining a respectful workplace.

What this looks like: 
· Respect Boundaries: Ensure that your comments or any well-placed jokes are appropriate for the workplace and consider how they might be perceived by others.
· Speak Up: If you feel uncomfortable with a comment or action, report it. You will be taken seriously and your concerns will be addressed promptly and confidentially.
· Support others: If you witness harassment or inappropriate behaviour, speak out in support of the victim. Encourage a zero-tolerance approach to harassment in the workplace.
· Speak to your Line Manager: If you feel comfortable, you can discuss the issue directly with your line manager or supervisor. They are trained to handle complaints.
· Contact the HR Manager: If you prefer to speak with HR, our HR Manager is available to listen and support you through the process.

We take all complaints seriously and will take appropriate action to resolve the situation, ensuring all parties are treated fairly.


Conclusion
Sexual harassment has no place at Sunny Side Holiday Park, or any workplace. Every employee has the right to feel safe, respected, and valued in their work environment. The consequences of sexual harassment can be severe, both for individuals and the company, and it is important that we all work together to prevent harassment and ensure a positive workplace culture. This is a company target for 2025 (Bain &Taylor, 2020).

If you have any concerns or questions, or if you believe you have witnessed or experienced sexual harassment, please contact HR immediately. We are here to help, and we are committed to maintaining a safe and supportive workplace for all employees.
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