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Dignity and respect at Work: Let’s talk about Sexual Harassment. What is it and the important role that we all play to prevent sexual harassment at Hillside View. 
“At Hillside View, we are proud of our reputation of being a place where we love to work and where guests love to stay. What makes Hillside View so special is the team and it’s important that we all work together to ensure that everyone feels respected, safe and free from harassment. 
This leaflet has been developed to help everyone who works at Hillside View understand what sexual harassment is, the law and why certain behaviours and actions can have serious consequences.
By working together, we can ensure that everyone who works at Hillside View can thrive in an environment underpinned by dignity and respect.”
Anna Davies, Managing Director. 
Hillside View’s culture 
Hillside View’s culture isn’t built and created by policies and procedures; however, it is established by how we work together and treat one another (Carlyon, 2022). Nobody wants to work in an environment where inappropriate behaviour is shrugged off, or where staff are afraid to speak up and address concerns. 
	A culture centred around dignity and respect doesn’t mean that people can’t have fun at work, however, it is about understanding where the line is and respecting it (Green et al, 2020). By following these guiding principles, we can all work together to keep each other safe, valued, and focussed on delivering the exceptional customer service that has enabled Hillside View to establish a strong customer base and receive high staff and customer staff satisfaction rates.  
What is Sexual Harassment? 
Under the Equality Act 2010, Sexual harassment is defined as any unwanted behaviour of a sexual nature that makes someone feel upset, intimidated, humiliated or offended (Equality Act 2010). The key word that is emphasised is ‘unwanted’. If your behaviour is not welcomed or makes someone feel uncomfortable, even if you didn’t intend to cause offence, it may still be considered harassment (ACAS, no date). 
Sexual harassment can be interpreted in many ways, including: 
· Making comments or jokes about someone’s appearance or body 
· Asking personal questions about someone’s sex life 
· Sharing sexual jokes, memes or images 
· Giving someone an unwanted nickname based on their appearance or gender 
· Inappropriate touching or standing too close 
· Suggestive looks, whistles or gestures. 
Regardless of whether the incident is repeated or a single event, it can and will still be classed as harassment (Equality Act 2010). In addition, it doesn’t need to be directed at a specific person for it to be a problem, for example, sexual jokes made in a group setting could still create a hostile environment for someone (Wyllie, 2024). 
At Hillside View, we have a zero-tolerance policy towards Sexual Harassment. All allegations will be investigated, and appropriate action will be taken. 
What does the Law say?
Under the Equality Act 2010, sexual harassment in the workplace is illegal. All employees are legally protected from sexual harassment (Equality Act 2010). As your employer, we are responsible for taking reasonable steps to prevent sexual harassment from taking place in the workplace (Office for Equality and Opportunity, 2024).  If we fail to implement reasonable steps to prevent sexual harassment, it could result in legal action and significant financial penalties (Equality and Human Rights Commission, 2020). 
	From October 2024, updates to the Equality Act 2010 means that as your employer, we have a proactive duty to prevent sexual harassment at work (Equality Act 2010). As your employer, these legal updates mean that it’s more than just responding to harassment but adopting a strict zero-tolerance policy and ensuring that everyone who works at Hillside View understands what sexual harassment is and how to prevent it from happening within the workplace. If we fail to implement preventative measures, employment tribunals could increase any compensation awards by up to 25% (Office for Equality and Opportunity, 2024).
It's only banter… 
One of the most common defences for inappropriate comments or jokes is that ‘it’s only banter’. Even if everyone finds it funny, it could have a negative effect on someone, for example, a guest who overhears your joke could take serious offence or be seriously upset. While friendly jokes amongst work colleagues could be perceived as team bonding, sexual or crude remarks, intrusive questions or teasing based on someone’s appearance or gender identity is not acceptable and will not be tolerated at Hillside View. 
	Employment Tribunals have emphasised that intent is not a deciding factor. However, the behaviour experienced by the person on the receiving end is what matters (Deakin and Morris, 2021). Therefore, if you intended to make a joke that you thought was funny and the individual on the receiving end or a guest that overhears finds it offensive and consequently makes them feel uncomfortable and or upset, this will be defined as sexual harassment and will be investigated. 
	It is important to remember that what might be harmless to one person may feel threatening, offensive or humiliating to another person. Everyone has different boundaries and respect, which means we all have to be mindful of that (Martin, 2020). 
What are the consequences for employees who harass others? 
Allegations of sexual harassment will lead to serious disciplinary action and potential legal consequences (CIPD, 2024). If someone is found to have harassed a colleague, an investigation will take place, and an outcome may include the following: 
1. A formal written warning 
2. Suspension 
3. Dismissal (gros misconduct) 
4. Legal claims for damages 
5. Damage to personal reputation and future employment prospects. 
If we fail to take the above appropriate steps to investigate allegations and to prevent sexual harassment, Hillside View may face legal liabilities (Selwyn, 2021). 
What are we doing to prevent sexual harassment? 
Prior to the updates to employment law, we have already taken action to ensure that sexual harassment is addressed consistently across Hillside View.  
Our actions include: 
· Reviewing and updating our dignity at work and harassment policies 
· Delivering updated training for managers, team leaders and wider staff
· Creating the new reporting system to allow all staff to raise concerns with the option to report anonymously 
· Reinforcing a zero-tolerance culture that promotes professionalism and mutual respect. 
We also want to be clear, that everyone at Hillside View, regardless of job title is expected to meet the same standards. 
What can you do? 	
Everyone plays a key role in making Hillside View a safe and inclusive place to work. 
This how you can play a role in achieving this: 
· If you think something is wrong, use our confidential reporting system to highlight your concerns. You can also speak to your line manager or a member of our HR team. 

· If you witness something inappropriate, check in with the person affected and remember to report the incident on the confidential reporting system. 

· If someone tells you that your behaviour has upset them, remember to: 
· Listen! 
· Apologise!
· Reflect! 
· and don’t repeat it! 
By having an awareness and taking responsibility for your own actions and how they affect others will help us establish an inclusive working environment (Chown, 2023). We’re not here to catch people out, however, we ask everyone to take responsibility for their own actions and consider how they affect others. 
Support & Useful resources 
If you have any concerns or would like to speak with someone in confidence, you can: 
1. Contact the HR team via hr@hillsideview.co.uk 
2. Speak with your line manager or a team leader you trust 
3. Use our anonymous reporting form available on the staff intranet 
ACAS: Sexual Harassment at Work – www.acas.org.uk/sexual-harassment 
Equality and Human Rights Commission – www.equalityhumanrights.com

Want to learn more? 
On Thursday, 24th April 2025 and Thursday, 1st May 2025, we will be hosting a dedicated session to discuss the information presented in this leaflet. The session will be 1 hour in total delivered by the HR team and designed to be interactive and informative. We encourage everyone to attend, and we will be offering a free lunch too. 
Sign up to choose your date by scanning the QR code.
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