Privileged and confidential				            [image: Text, logo

Description automatically generated]
Guidance Note: Duty to Prevent Sexual Harassment 
The duty to take reasonable steps to prevent sexual harassment came into force on 26 October 2024.  LPCs should take steps to ensure compliance with the new duty, and to foster an inclusive and positive workplace culture. 
This involves undertaking a comprehensive review of current policies and procedures, training and workplace culture and implementing practical measures to help adopt a proactive stance against sexual harassment and other negative workplace behaviours.  Agile policies and procedures are needed to address and demonstrate compliance in this area. 
Gathering information to assess risk and comply with the duty
Below is a list of information you should gather in order to conduct this review and understand what you are currently doing.  
	a. To understand the current position


	What workplace policies do you have that are relevant to preventing sexual harassment?
This could include equal opportunities policy, bullying and anti-harassment policy, whistleblowing policy, data protection policy, social events policy, drugs and alcohol policy, and disciplinary and grievance procedures. 

	Within LPC Staff Handbook (April 2024 version): 
· [bookmark: _Toc163219599]Equal Opportunities Policy
· [bookmark: _Toc104821554][bookmark: _Toc163219624]Anti-Harassment and Bullying Policy
· Stress Policy 
· [bookmark: _Toc104821559][bookmark: _Toc163219629]Disciplinary Rules and Procedure  
· Grievance Procedure 


	What training do you currently do in relation to these policies, and any programmes you use for communicating them (such as posters, internal newsletters, staff meetings, etc)? Which types of employees are given such training? 
How regularly? 
Do they sign to confirm completion?

	

	What forums/routes do you have for employees to report incidents of sexual harassment? 
This could include formal reporting channels, whistleblowing mechanisms, “speak up” helplines, and telephone hotlines run by third parties. 

	First port of call is reporting to Management under relevant policy guidance.  

 

	What channels do you have to understand your culture? 
This could include 1-2-1s, staff surveys and exit interviews to help understand where any potential issues lie.
  
	

	What are the UK company’s statistics for gender diversity, including in each hierarchy level? 
  
	



Next you should consider and review your current culture and risk points and provide the information requested below where possible.
	b. To understand your current culture


	What claims, grievances and issues have you had, over the last three years? 
Do you carry out exit interviews and are any issues raised responded to? 

	

	Do you do culture or engagement surveys? 
Do these include questions about sexual harassment? 
What themes, if any, have been identified relevant to sexual harassment?

	

	How are complaints recorded, investigated and resolved? 
Do they follow your policies? 
Do they adequately observe confidentiality and support individuals involved? 

	

	Do personal objectives, incentives and remuneration packages reward good non-financial standards of behaviour as well as financial performance?

	

	What can any past cases involving sexual harassment tell you about behaviours and the ability of the organisation to take any necessary action? 
This should include reviewing any cases involving exits via Settlement Agreements. 

	

	Can you identify any trends or behaviours and do these give rise to concerns?

	

	Can you compare any data you have regarding reported cases of harassment against data received through other means such as interviews or staff surveys, to identify the extent to which harassment is actually reported? 

	

	c. Do you need to know more about your current culture and any issues?


	Can you conduct exit interviews or add questions around this area?

	

	Can you do engagement surveys or, if you already do, can you add questions relating to “speak up” culture / sexual harassment?

	

	Can you do a culture survey that is specifically related to sexual harassment?

	

	Can you speak to particular managers / cohorts / employee engagement groups about their experiences / their view of the culture?

	

	Are you able to articulate what your culture is based on data?

	

	d. Assessing your risk


	What are the risks of sexual harassment occurring, and where and when may it be more likely to occur? 
How would you describe your culture? 

	(Considered in more detail below)

	Are there any negative workplace norms (such as banter)? 
If so, how prevalent are they?

	

	Do staff use social media such as WhatsApp to communicate with each other outside the workplace?

	

	How aware are your employees / managers / senior management / execs of: 
(a) the expected standards of behaviour?
(b) what to do if standards are not met?

	

	Do your employees believe that senior management leads positively in relation to this?

	

	Do your employees trust that incidents will be dealt with appropriately / that policies and procedures will be followed?
Have there been incidents previously where the organisation failed to respond to reports of sexual harassment?

	

	Where are the power imbalances? Are there gendered power imbalances (for example, where most junior staff are female and most senior managers / leaders are male)? 
This could apply to other protected characteristics as well as gender.

	

	Are there any pockets of strong hierarchies / those considered “high value” / teams with little external oversight?

	

	Are staff expected to attend external events, social events, conferences or training? 
Do staff travel to different locations with or to visit third parties? 
Do these include alcohol?

	

	Do your staff go on overnight work trips abroad attended by or visiting third parties? 
Do these involve alcohol?

	

	Do you staff go on team ski trips or other social trips together?

	

	Are your staff seconded to third party organisations?

	

	Do your staff have client/customer-facing duties?

	

	Are your customers / suppliers / market participants aware of the company’s expected standards of behaviour?

	

	Do staff socialise with each other outside of work?

	

	Are any of your UK employees managed by managers in a different country / with a different culture?

	

	Do your staff work remotely / at risk of isolation?

	

	Are staff working alone at night? 
Or leaving work late at night?

	

	Is there job insecurity for a particular group or role? 
Do you engage any form of insecure / casual workforce such as zero hours contracts, agency staff or contractors?

	

	Do you engage any interns / young workers?

	

	Do you have any lone female workers in an otherwise male workplace / office / unit?

	

	Are there any other job roles or workers which have specific risks? 
There may be risks that only affect one job role or worker - these should still be considered and addressed.
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