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[COMPANY NAME]  –  POLICY
SEXUAL HARASSMENT PREVENTION POLICY
How we prevent sexual harassment, how to report it, and what we do when it is reported – on site, in the van, at customers’ homes and online.
	Reference
	Version
	Date issued
	Review date

	ARB-POL-09
	2.0
	[DD/MM/YYYY]
	[DD/MM/YYYY]



	At a glance

	What it covers
	Sexual harassment at work, including by customers and the public, and online (for example crew WhatsApp groups).

	Who it applies to
	Everyone who works for us or on our behalf, including subcontractors and agency workers.

	The key rule
	Treat everyone with dignity and respect. If something happens, tell us. We will act and protect you.

	Who to contact
	[Named contact outside line management, phone]. A Director: [name, phone]. Anonymous: [route].

	Time to read
	About 15 minutes. The one-page summary takes 2 minutes.

	Where it is kept
	[Shared drive / HR app / office]. Appendix B in every van folder. Reviewed every 12 months.



	Guidance for the business owner – remove before issue
The law in force now (checked 24/09/2026).
1. Equality Act 2010 s26 defines sexual harassment and less favourable treatment for rejecting or submitting to it. s40 makes employers liable for harassment of their employees.
1. s40A (added by the Worker Protection (Amendment of Equality Act 2010) Act 2023, in force 26 October 2024) requires employers to take reasonable steps to prevent sexual harassment of employees in the course of employment.
1. s124A: if a tribunal upholds a sexual harassment claim, it must consider whether you breached s40A. If so, it may increase compensation by up to 25%. The EHRC can also enforce the duty.
1. Since 6 April 2026, a disclosure that sexual harassment has occurred, is occurring or is likely to occur is a protected disclosure (Employment Rights Act 1996 s43B(1)(da), inserted by the Employment Rights Act 2025). A confidentiality clause cannot stop a protected disclosure (ERA 1996 s43J).
1. From 1 October 2026 most employment tribunal time limits rise from 3 to 6 months.
1. The Protection from Harassment Act 1997 and criminal law also apply.
Coming soon.
1. From 30 October 2026 (Employment Rights Act 2025): the duty becomes all reasonable steps, and employers become liable for harassment of employees by third parties (customers, clients, suppliers, the public) unless they took all reasonable steps to prevent it. This covers sexual harassment and harassment related to age, disability, gender reassignment, race, religion or belief, sex and sexual orientation. A single incident is enough, and you do not need to have known about it before.
1. Regulations setting out what "all reasonable steps" includes (for example risk assessments, policies and reporting) are expected in 2027, after the new duty starts.
1. NDAs: confidentiality clauses that stop workers speaking about harassment or discrimination will become void, except in limited "excepted agreements". This is expected in 2027 (consultation closed 8 July 2026). Take legal advice before any settlement agreement.
Who it applies to. Every employer, of any size, in England, Wales and Scotland. Northern Ireland has separate law. The duty protects employees and others in "employment" under the Equality Act, which includes many workers and apprentices.
Sources: legislation.gov.uk (Equality Act 2010 s26, s40A, s124A; ERA 1996 s43B); Acas and business.gov.uk pages on the Employment Rights Act 2025 harassment changes; EHRC Technical Guidance and 8-step guide. The EHRC says it is updating its guidance for the 2026 changes. Check for the new version before issue.
Tailor it. Name a contact outside line management (in a small firm, a Director, office manager or external HR adviser). Set up an anonymous route you can actually run, such as an online form. Complete Appendix A with your team before you issue the policy, then act on it. Add a respect clause to your quote terms (take advice on wording). Fill in the names in [red], and delete this box before issue.
Arborella provides this template as documentation support. It is not legal advice.



	This policy on one page
1. Sexual harassment is not tolerated here, from anyone: colleagues, managers, subcontractors, customers or the public.
1. It is about the effect on the person, not what was meant. "Banter" is no excuse, and one incident is enough.
1. It covers sites, vans, customers’ homes, work events, WhatsApp groups and social media.
1. If a customer harasses you, you can stop work and leave. You will not lose pay.
1. Report it to your Team Leader, a Manager, [named contact], a Director or anonymously. You can report what you saw happen to someone else.
1. We act promptly and fairly, and nobody will be punished for reporting. In danger? Call 999.



	1
	Why we have this policy
Section 1 of 8  ·  About 1 minute to read



1.1	Everyone who works with us has the right to be treated with dignity and respect. Sexual harassment is not tolerated here, whoever is responsible: a colleague, a manager, a subcontractor, a customer or a member of the public.
1.2	The law requires us to take reasonable steps to prevent sexual harassment of our workers. From 30 October 2026 that becomes all reasonable steps, and we become responsible for harassment by customers and other third parties too. This policy, our risk assessment (Appendix A) and our training are how we meet that duty.
1.3	Most of all, we want people to feel safe at work and confident that if something happens, they can tell us and we will act.

	2
	Who and where this policy applies
Section 2 of 8  ·  About 1 minute to read



2.1	It applies to Directors, Managers, Team Leaders, employees, apprentices, agency and temporary workers, subcontractors, consultants and volunteers. Subcontractors must follow it on our jobs, and their agreement lets us remove anyone who does not (ARB-HR-007).
2.2	It covers anywhere connected with work:
1. the yard, office, depot and welfare cabins;
1. sites, customers’ homes and gardens, and clients’ premises;
1. vans, trucks and lifts to and from work, and overnight stays;
1. training days, trade shows, the Christmas do and end-of-season drinks;
1. online: crew WhatsApp groups, texts, social media and messages outside working hours.
2.3	It protects you from anyone you meet through work, including customers, clients, suppliers, other contractors and members of the public.
2.4	Bullying, and harassment linked to other protected characteristics (such as race, disability, age, religion or sexual orientation), are covered in the Employee Handbook (ARB-HR-002) and our Equality Policy [ref]. You can use the same reporting routes for all of them.
2.5	If you would like this policy in a different format, or someone to go through it with you, just ask [name].

	3
	What sexual harassment is
Section 3 of 8  ·  About 3 minutes to read



3.1	Sexual harassment is unwanted conduct of a sexual nature that violates someone’s dignity, or creates an intimidating, hostile, degrading, humiliating or offensive environment for them.
3.2	What matters is the effect on the person, not what was intended. It can be a single incident. "It was just banter" or "they didn’t say anything at the time" is not a defence.
3.3	It is also unlawful to treat someone worse because they rejected, or went along with, sexual conduct. For example, cutting someone’s overtime after they turned down a date.
	Type
	Examples in our work

	Words
	Comments about someone’s body or clothes (including how PPE or harnesses fit). Sexual jokes or "banter" on site or over the radio. Questions about someone’s sex life. Repeated requests for dates after a no.

	Messages and images
	Sexual memes, videos or images in the crew WhatsApp group. Explicit pictures on a phone passed round the chipper. Rating colleagues online. Unwanted messages late at night.

	Physical
	Unwanted touching, hugging or brushing past in the van cab or welfare unit. "Helping" to adjust a harness without asking. Blocking someone’s way.

	Non-verbal
	Staring, leering, sexual gestures, or displaying explicit material in the cab, cabin or yard.

	Using power
	A Team Leader hinting that better jobs, hours or training depend on sexual attention. Threats about what happens if someone reports.



	What this means for you
Someone posts a sexual meme in the crew WhatsApp group. A couple of people laugh, one new starter goes quiet. That meme can be harassment, even if nobody complains. Do not add to it. If you are a Team Leader, remove it and remind the group of this policy. If it bothers you, report it (Section 6). You can also report something you saw happen to someone else.



	If it is a crime
Sexual assault, exposure, stalking and sharing intimate images without consent are crimes. If you are in danger, call 999. You can report to the police on 101. We will support you whether or not you go to the police.



	4
	Harassment by customers and the public
Section 4 of 8  ·  About 2 minutes to read



4.1	We often work at people’s homes, sometimes alone or in small crews. Harassment by customers, clients, site staff or passers-by is taken as seriously as harassment by a colleague.
4.2	You do not have to put up with it to keep a customer happy. If it happens:
1. you can stop work and move to a safe place, such as the van, or leave site;
1. tell your Team Leader or the office straight away;
1. you will not lose pay or be blamed for a job being paused.
4.3	We will then decide what to do, for example: speak to or write to the customer, send a different or larger crew, change how we communicate with them, pause or end the job, or, if it is a crime, report it to the police.
4.4	We tell customers in our quote terms that we expect our staff to be treated with respect [add a line to your terms – see guidance box].
	What this means for you
You are clearing a garden and the homeowner keeps making comments about your body, then stands too close when you are loading the chipper. Walk to the van, call your Team Leader, and let them handle it. They might finish the job with two people and speak to the customer, or the office might pause the job. You did the right thing, and the customer’s behaviour is the problem, not you.




	5
	How we prevent it
Section 5 of 8  ·  About 2 minutes to read



5.1	We follow the Equality and Human Rights Commission (EHRC) 8-step guide for employers:
	EHRC step
	What we do

	1. Have an effective policy
	This policy. Everyone gets it at induction, and it is in the Employee Handbook and on [noticeboard / app].

	2. Engage staff
	We ask about how safe people feel in one-to-ones, development meetings (ARB-HR-021), toolbox talks and exit interviews, and in a short anonymous survey [once a year].

	3. Assess and reduce risk
	We complete the risk assessment in Appendix A, act on it and review it every 12 months and after any report.

	4. Make reporting easy
	Several routes, including outside your line management and anonymously (Section 6 and Appendix B). We keep a confidential log so we can see patterns.

	5. Train people
	Everyone at induction and a yearly toolbox talk. Team Leaders and Managers also learn how to respond (Appendix C).

	6. Deal with complaints well
	Act quickly, support the person, keep it confidential and follow a fair process (Section 7).

	7. Deal with third parties
	Clear rules for customers and site visitors (Section 4), and we plan jobs to reduce the risk.

	8. Monitor and review
	A Director reviews reports, survey results and this policy every 12 months, and after any incident.



	6
	How to report
Section 6 of 8  ·  About 2 minutes to read



6.1	You can report something that happened to you, or something you saw or heard. You do not have to confront the person first, and you do not need proof.
	1
	If you are in danger, get to a safe place and call 999.

	2
	Tell someone you trust at work: your Team Leader, a manager, [named contact outside line management] or a Director. If you prefer, use the anonymous route: [anonymous form link / QR code / other].

	3
	Say what happened, who was involved, when and where, and who else saw it. Keep any messages or photos. A few notes made soon afterwards help a lot.

	4
	We will talk with you within [2 working days] about what support you need and what happens next.

	5
	If your concern is about a director, or you are not happy with how it is handled, use the Grievance or Whistleblowing Procedure in the Employee Handbook (ARB-HR-002).



6.2	You can bring a colleague or trade union representative to any meeting about your report.
6.3	Reporting sexual harassment is a protected disclosure under whistleblowing law. Nobody may treat you badly for reporting, or for supporting someone who does. Victimisation is a disciplinary offence.
6.4	Anonymous reports are welcome. We will look into them as far as we can, but it can be harder to investigate or give you feedback.
	7
	What happens after a report
Section 7 of 8  ·  About 2 minutes to read



7.1	We take every report seriously and act promptly, even if you do not want a formal investigation.
	1
	Listen and support. A Manager or [named contact] meets you privately, listens, and agrees what support you need. See Appendix C.

	2
	Keep you safe. If needed, we change crews, vans, rotas or who visits a customer, straight away. We try not to move the person who reported unless they want to be moved.

	3
	Decide on a fair process. Most reports are dealt with through the Grievance and Disciplinary Procedures in the Employee Handbook (ARB-HR-002). We use someone independent to investigate where we can.

	4
	Tell people the outcome. We tell you what we have done, as far as we can without breaking others’ confidentiality.

	5
	Learn from it. We update the risk assessment (Appendix A) and our training.



7.2	Information is shared only with people who need to know. We keep records securely, in line with our Data Protection Policy (ARB-POL-04).
7.3	We will not pressure anyone into mediation or an informal chat with the person they have reported.
7.4	We will not use confidentiality agreements to stop anyone reporting harassment, making a protected disclosure or going to the police.
7.5	If harassment is found, action can include a final warning or dismissal for an employee, removal from site and ending the contract for a subcontractor, and pausing or ending work for a customer.

	8
	Training, monitoring and review
Section 8 of 8  ·  About 1 minute to read



8.1	Everyone is briefed on this policy at induction (ARB-HR-006) and in a toolbox talk at least [once a year]. We record attendance.
8.2	Team Leaders and Managers get extra training in responding to reports and dealing with customers.
8.3	A Director reviews the confidential reports log, the risk assessment and any survey results every 12 months, and after any report, change in the law, or big change in how we work.
Who is responsible for what
	Who
	What they must do

	Directors
	Own this policy and the risk assessment. Make sure the prevention steps happen and are reviewed. Handle reports about Managers. Set the tone by what they say and do.

	Managers
	Act on reports and warning signs, even without a formal complaint. Make sure investigations are fair. Protect people from victimisation. Keep records confidential.

	Team Leaders
	Set the standard on site, in the van and in the crew WhatsApp group. Step in when something crosses the line. Plan jobs so nobody is left exposed to a customer who has caused problems. Pass reports to [named contact] the same day.

	Named contact
	[Name, role]. A confidential first point of contact outside line management.

	Everyone
	Treat everyone with dignity and respect, in person and online. Do not join in. Report what you experience or see, and support colleagues who report.

	Subcontractors
	Follow this policy on our jobs, brief their own staff, and report any concerns to us.



Evidence auditors may ask for
	Evidence to keep
	Where / how often
	✓

	Signed and dated copy of this policy
	Policy file – yearly
	☐

	Completed sexual harassment risk assessment (Appendix A), with actions closed
	Policy file – yearly and after any report
	☐

	Induction and toolbox talk records showing staff have been briefed
	Training records – at induction and yearly
	☐

	Team Leader and Manager training on responding to reports
	Training matrix
	☐

	Confidential reports log (anonymised summary for auditors) and lessons learned
	Confidential file – reviewed yearly
	☐

	Staff survey or feedback results and actions
	Policy file – yearly
	☐

	Customer terms that include a respect clause
	Quote and contract templates
	☐



Appendix A – Sexual harassment risk assessment
Complete this with your Team Leaders and, ideally, a few crew members. Ask people privately or anonymously as well, because not everyone will speak up in a group. Review it every 12 months and after any report. About 45 minutes.
	Risk area
	Questions to ask your team
	What we do now
	Extra action, who, by when

	Customers’ homes
	Do people work alone, or out of sight of the crew, at customers’ homes? Have any customers made staff uncomfortable before? Do we flag them on the job sheet?
	
	

	Lone working
	Who quotes, surveys or does small jobs alone? Is there a check-in system and a code word for "I need help"? (Link to Lone Working Policy [ref].)
	
	

	Vans and travel
	Do crews share cabs for long drives or stay away overnight? Do people have a choice about who they share a room or cab with? Can someone travel separately if they need to?
	
	

	Site welfare
	Are there private, lockable toilets and somewhere to change? Is PPE available in a good range of sizes and fits, including for women?
	
	

	WhatsApp and social media
	Who is in the crew groups? Are there clear rules on what is posted? Who removes content that crosses the line?
	
	

	Third parties
	Do we work on sites with other contractors, or in public places such as parks and schools? Do visitors and site staff know how we expect our people to be treated?
	
	

	Power and vulnerability
	Are there apprentices, young workers, new starters, agency staff or people whose first language is not English? Is someone the only woman (or only man) on a crew? Does one person control overtime, jobs or training?
	
	

	Social events and alcohol
	Are there end-of-season drinks, trade shows or overnight training? Who is responsible for behaviour? How do people get home safely?
	
	

	Reporting culture
	Would people feel able to report? Is there a route outside their line management, and an anonymous one? Have past reports been handled well?
	
	



Completed by: [name]        Date: [DD/MM/YYYY]        Next review: [DD/MM/YYYY]
Appendix B – How to report: quick card for the van folder
	Route
	Who or how
	Good for

	Your Team Leader
	[name, phone]
	Quick action on site or with a customer

	A Manager
	[name, phone]
	If your concern is about your Team Leader

	Named contact
	[name, role, phone, email]
	A confidential chat outside your line management

	A Director
	[name, phone]
	Serious concerns, or concerns about a Manager

	Anonymous
	[online form link / QR code / sealed note to named contact]
	If you do not want to give your name

	Grievance or Whistleblowing
	Employee Handbook (ARB-HR-002)
	A formal complaint, or a concern about a Director

	Police
	999 in an emergency. 101 otherwise.
	Assault, stalking, exposure, image-based abuse

	Rape Crisis England & Wales
	0808 500 2222 (free, 24/7, age 16 and over)
	Support after sexual violence. Not an emergency service.

	Acas
	acas.org.uk/contact
	Free, impartial advice on your rights at work



Numbers correct at 24/09/2026. [Add local or Scottish / Northern Irish services if you work there.]
	What to include when you report
1. What happened, in your own words.
1. Who was involved, and who else saw or heard it.
1. When and where it happened.
1. Screenshots, messages or photos, if you have them.
1. What would help you now.



Appendix C – Manager’s first-response checklist
For Team Leaders, Managers and the named contact. Use it the moment someone tells you something, however they say it.
	✓
	Action
	Initials

	In the first conversation

	☐
	Find somewhere private. Listen calmly. Thank them for telling you.
	

	☐
	Do not judge, question their account or suggest they "take it as a joke".
	

	☐
	Check they are safe now. If a crime may have happened, offer to help them call the police.
	

	☐
	Ask what support they need, and what they would like to happen next.
	

	☐
	Explain what you must do next, and who else will need to know. Do not promise total secrecy.
	

	Within 24 hours

	☐
	Write a short, factual note: date, what was said, what was agreed. Store it confidentially.
	

	☐
	Tell [named contact / Director] (not the person accused).
	

	☐
	Put any interim measures in place: different crew, van, rota or customer. Avoid moving the person who reported unless they ask.
	

	☐
	Keep evidence safe: messages, photos, job sheets, CCTV or dashcam footage.
	

	In the first week

	☐
	Agree the process (grievance, disciplinary or informal action) and who will investigate.
	

	☐
	Offer support: EAP [if any], time off for appointments, Samaritans 116 123 (24/7).
	

	☐
	Remind everyone involved that victimisation will not be tolerated.
	

	☐
	Check in with the person who reported, and agree how often you will keep in touch.
	

	Afterwards

	☐
	Tell the person the outcome, as far as you can.
	

	☐
	Log the report in the confidential reports log.
	

	☐
	Update the risk assessment (Appendix A) and any training.
	



	Policy statement
We are committed to a workplace where everyone is treated with dignity and respect. We will take all reasonable steps to prevent sexual harassment, including by customers and the public, and we will support anyone who raises a concern.



Signed on behalf of [COMPANY NAME]. This policy is reviewed at least every 12 months.
	
	Director / Managing Director

	Name
	

	Signature
	

	Date
	



Related documents
	Reference
	Document

	ARB-HR-002
	Employee Handbook (Grievance, Disciplinary and Whistleblowing Procedures)

	ARB-HR-006
	Employee Induction Checklist

	ARB-HR-007 / 008
	Subcontractor Agreement and Onboarding Checklist

	ARB-POL-04
	Data Protection Policy (UK GDPR)

	ARB-POL-10
	Mental Health, Wellbeing & Fatigue Policy

	[ref]
	Equality Policy and Lone Working Policy



Document control
	Document
	Sexual Harassment Prevention Policy (ARB-POL-09)

	Owner
	Company Director

	Approved by
	[Name, role]

	Status
	Controlled template – Live once approved

	Review
	At least every 12 months, and sooner if the law, guidance or the way you work changes



	Ver.
	Date
	Author
	Summary of changes

	1.0
	[DATE]
	[Initials]
	First edition created
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