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	Anti-sexual harassment policy



Policy at a glance

· Genomics England has a zero tolerance approach to proven cases of sexual harassment and harassment by third parties.
· The policy applies to externally attended events as well as the day to day workplace.
· Reporting potential acts of sexual harassment may be done in several ways.
· All members of the Genomics England community have a responsibility to ensure that they understand and respect this policy, and do not undertake any act that may constitute a breach of this policy.


Policy statement  

Genomics England is committed to providing and maintaining a  safe, inclusive, and respectful work environment that is free from  sexual harassment, victimisation, and other inappropriate behaviour. We firmly believe that everyone deserves to  always be treated with respect and dignity. Genomics England takes a zero-tolerance approach to all forms of sexual harassment and  is committed to preventing such behaviour, responding promptly and appropriately to concerns, and taking proportionate action where misconduct is identified.
This policy sets out Genomics England approach to preventing, reporting, investigating, and addressing sexual harassment. It aims to ensure that everyone who works with, for, or engages with us understands the standards of behaviour expected of them, the protections available, and the procedures for raising concerns. 
Genomics England will take reasonable and proportionate steps to prevent sexual harassment, including harassment by third parties such as visitors, contractors, suppliers, and other individuals encountered through work. This includes proactively assessing the risks of sexual harassment, implementing appropriate preventative measures, providing relevant information and training, and regularly reviewing the effectiveness of those measures. 
Anyone who experiences, witnesses, or becomes aware of possible sexual harassment is encouraged to raise their concerns through the appropriate reporting channels. We will take concerns seriously, respond sensitively and promptly, and handle reports as confidentially as reasonably practicable, subject to the need to investigate, take appropriate action, and meet any legal obligations. Individuals raising concerns will be treated fairly and respectfully, and appropriate support and reasonable adjustments will be considered where necessary.
We will not tolerate victimisation of anyone who raises a concern, makes a complaint, supports another person in doing so, or participates in an investigation in good faith. Any alleged victimisation will be addressed promptly and may result in disciplinary action or other appropriate measures. Sexual harassment constitutes serious misconduct and could result in dismissal (for employees) or other formal action (for other parties not directly employed by Genomics England).
The Anti-Sexual Harassment policy should be read in conjunction with the Dignity and Respect in the Workplace policy. This policy does not form part of, and is not intended to vary, any contract of employment or worker’s contract. It may be amended from time to time, as necessary to reflect changes in legislation, identified risks, and recognised best practice.
 
Purpose of policy 
 
The purpose of this policy is to outline Genomic England’s approach to tackling all forms of sexual harassment; provide guidelines and responsibilities for prevention, reporting, and addressing such incidents; explain reporting and investigation procedures, including how concerns will be handled fairly, sensitively and promptly, and how appropriate action will be taken; set out our preventative measures, risk assessment approach, and controls for third-party harassment; explain how we will monitor effectiveness, learn from concerns, and maintain senior oversight; promote awareness and accountability by ensuring that employees, workers and relevant third parties understand the expected standards of conduct and how to raise concerns; and support a culture of openness and respect in which individuals feel able to raise concerns without fear of victimisation or retaliation.
 
Scope 
 
The principles of this Policy apply to all members of the Genomics England community. For the purposes of this Policy, members of the Genomics England community are defined as individual either employed or engaged by us on a paid or unpaid basis to carry out work for the organisation under any type of employment contract. This includes (This list is indicative, rather than exhaustive):
· Interns undertaking paid or unpaid work.
· Agency workers
· Honorary appointments
· People working as contractors.
· Any person engaged with, or representing, Genomics England (including academic visitors and visiting researchers, or those attending public events, service users, contractors, suppliers, and their staff)
This policy applies in the workplace and wherever conduct is connected to work, including remote and hybrid working, recruitment, work-related travel, conferences, overnight stays, training, networking, social events, and interactions with third parties. It also applies to digital communications, including email, Microsoft Teams, Slack, video calls, collaboration platforms, work-related messaging groups, social media, and relevant conduct using personal devices.
NB: When a criminal offence may have been committed, following the Dignity and Respect in the Workplace Procedure may not be appropriate. These cases include, but are not limited to, serious assault or threat of serious assault. Anyone can seek advice from their People Partner or Director of People & People Operations and/or approach the police directly.

Definitions 
Sexual harassment: any unwelcome conduct of a sexual nature that creates a hostile, intimidating, or offensive work environment. This includes, but is not limited to, verbal, non-verbal, written, or physical conduct that is sexual in nature and interferes with an individual's work performance or creates an intimidating, hostile, or offensive work environment. 
Complainant: the person who has experienced or witnessed sexual harassment and wishes to report the incident. 
Respondent: the person accused of engaging in sexual harassment. 
Retaliation: any adverse action or treatment taken against an individual who reports sexual harassment or participates in an investigation of sexual harassment. 
 
What constitutes sexual harassment?
Sexual harassment is any unwanted behaviour of a sexual nature. The formal definition from The Equality and Human Rights Commission (EHRC) is that sexual harassment is.
“Unwanted conduct of a sexual nature. It has the purpose or effect of violating the dignity of a worker or creating an intimidating, hostile, degrading, humiliating or offensive environment for them; and less favourable treatment related to gender or gender reassignment (or transitioning) that occurs because of a rejection of, or submission to, sexual conduct.”
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:
1. violating someone’s dignity, or
2. creating an intimidating, hostile, degrading, humiliating, or offensive environment for them
Sexual harassment is different to harassment related to a person's protected characteristic, for example sex, sexual orientation, or gender reassignment. Someone could experience both types of harassment at the same time, or separately.
Sexual harassment is unlawful under the Equality Act 2010 (‘the Act’). It is also unlawful to treat someone less favourably because they have either submitted a complaint of sexual harassment or have rejected such behaviour.
Sexual harassment includes a wide range of behaviours including but not limited to:
· Unwanted sexual advances, propositions, or requests for sexual favours.
· Offensive or sexually explicit comments, jokes or gestures.
· Displaying or distributing sexually explicit material in the workplace by any means.
· Unwelcome physical contact such as touching, hugging, massaging, or kissing someone against their will.
· Predatory behaviour.
· Coercion.
· Making promises in return for sexual favours.
· Making employment decisions based on the acceptance or rejection of sexual advances.
· Suggestive looks, staring or leering.
· Sexual gestures.
· Intrusive questions about a person’s private or sex life and discussing your own sex life.
· Sexual posts or contact on social media.
· Spreading sexual rumours about a person.
· Sending sexually explicit emails or text messages.
· Criminal behaviour including sexual assault, stalking, indecent exposure and offensive communications.
· Making sexual comments or jokes about someone's sexual orientation or gender reassignment.
· Displaying or sharing pornographic or sexual images, or other sexual content.
· Contributing to a hostile work environment based on an individual's sex, gender, or sexual orientation. This includes offensive or derogatory remarks, jokes, or slurs that contribute to a hostile or unwelcoming atmosphere.
What some people might consider as joking or 'banter' may still be classed as sexual harassment if:
· The behaviour is of a sexual nature.
· It is unwanted or unwelcome.
· It violates someone's dignity or creates an intimidating, hostile, degrading, humiliating, or offensive environment for them.
Sexual harassment is usually directed at an individual, but it's not always the case. Sometimes there can be a culture of sexual harassment in a workplace that's not specifically aimed at one person – such as sharing sexual images. Someone could still make a complaint of sexual harassment in this situation.
Sexual interaction that is invited, mutual and consensual is not sexual harassment because it is wanted. 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.
Sexual harassment can be a one-off event and does not need to be directed at a person. It may or may not be witnessed or overheard. Sexual conduct that has been welcomed in the past can become unwanted.

Legal context  
The Equality Act 2010 protects people against sexual harassment and harassment related to 'protected characteristics', for example a person's sex. At work, the law covers:
· employees and workers
· contractors and self-employed people hired to personally do the work.
· job applicants
Genomics England recognises its responsibility to protect our employees and workers from potential sexual harassment and have introduced a number of preventative measures designed to promote a safe, inclusive and respectful working environment in addition to this policy.
Whilst the Equality Act 2010 protects against harassment related to ‘protected characteristics’, However, we recognise that legal protections alone are not sufficient to prevent sexual harassment and is committed to taking practical, preventative action to address risks and promote appropriate standards of conduct.
The Worker Protection (Amendment of Equality Act 2010) Act 2023 introduced a positive duty on employers to take reasonable steps to prevent sexual harassment of employees in the course of employment. From October 2026, Genomics England will apply the strengthened standard of taking all reasonable steps to prevent sexual harassment in line with the Employment Rights Act 2025 and will take proactive steps to prevent harassment by third parties, in line with applicable legislation and statutory guidance.
 This includes identifying foreseeable risks, implementing proportionate controls, keeping evidence of action taken and reviewing whether those controls are effective at preventing sexual harassment.
The preventative duty applies to conduct in the workplace; at work-related events; during work-related travel; online or through digital communication; and in any other circumstances where an individual is working, representing us or otherwise connected to work.
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Genomics England will take proactive, risk-based, and proportionate measures to prevent sexual harassment before it occurs. Some examples of the increased measures include:
· ensuring that all new starters complete training on sexual harassment, as part of their onboarding programme;
· requiring all employees to attend regular training on sexual harassment on at least an annual basis;
· providing additional training for line managers to ensure they understand how to implement this policy effectively and their role in preventing and addressing sexual harassment in the workplace, including by third parties;
· encouraging individuals to support our equality, diversity and inclusion, and anti-harassment initiatives by attending events and workshops organised by the Learning & Development or ED&I to educate themselves on the challenges faced by others and how to help alleviate these in the workplace;
· monitoring our workplace culture through anonymous surveys, exit interviews, one-to-one conversations, return-to-work meetings and employee resource groups to identify and address any issues;
· undertaking regular risk assessments to determine all reasonable measures that can be implemented to minimise the risk of exposure to sexual harassment in the workplace, including by third parties;
· implementing appropriate measures to reduce identified risks, taking into account factors such as power imbalances, lone working, customer-facing roles, night work, social events, and the use of alcohol; and
· ensuring that our zero-tolerance approach to sexual harassment is communicated clearly to all workers and third parties
We recognise our legal obligations in relation to sexual harassment, including our duty to take all reasonable steps to prevent it (the preventative duty). The measures set out in this policy are designed to help us meet this obligation and will be kept under regular review.
We want everyone who works with us to be treated with dignity and respect. Consistent with this commitment, we take a zero-tolerance approach to sexual harassment.

 Reporting procedure  
 
Anyone who experiences or witnesses behaviour that they believe may constitute sexual harassment is encouraged to report it as soon as possible. Individuals may raise a complaint about sexual harassment in the workplace through any of the following channels:
· Informing the immediate manager, or a member of the People Team
· Utilising the confidential Your Voice channel
· Seeking guidance from the Employee Assistance Programme
· Refer to the Dignity and Respect in The Workplace Toolkit
· Refer to the Grievance Procedure
· Alternatively, an individual may make a complaint anonymously via the Whistleblowing Policy.

A concern may be raised formally, informally, or anonymously. Genomics England recognises that it may take time for someone to feel able to report and will take concerns seriously regardless of when they are raised. Where an anonymous report is made, we will investigate as reasonably possible, recognising that anonymity may limit follow-up or the ability to obtain further information.
 Where appropriate and safe to do so, individuals are encouraged to challenge or call out behaviour that may constitute sexual harassment. However, no individual is expected to confront the person concerned if they feel uncomfortable or unsafe doing so, and concerns may be raised through the reporting channels outlined in this policy.
We encourage any individual who has experienced sexual harassment to preserve any evidence, such as emails, text messages, or witness statements which may support their complaint.
 
 Confidentiality 
 
Genomics England will make every effort to keep all reports and investigations confidential to the extent permitted by law. Information will be shared only with those individuals involved in the investigation process, and all parties will be advised of the need for confidentiality.
Information about a complaint by, or about an employee, may be placed in the employee’s electronic file, along with a record of the outcome and of any notes or other documents compiled during the process. These will be processed in accordance with the General Data Protection Regulations (GDPR).
Confidentiality requirements do not prevent anyone from making a protected disclosure, reporting a criminal offence, seeking medical or legal advice, speaking to a trade union representative, or cooperating with a legal or regulatory process.
Any inappropriate access or disclosure of personal data should be reported immediately in accordance with our Data Protection Policy and procedures. Breach of confidentiality will be deemed to give rise to disciplinary action under our disciplinary procedures.

Investigation process 

Genomics England is committed to thoroughly investigating all reported incidents of sexual harassment and taking appropriate action to prevent and address such behaviour.
All reports of sexual harassment will be investigated promptly, impartially,  and without undue delay. Principles of the investigation process include:
· Appointing an investigator with appropriate training to conduct a thorough and fair investigation
· Interviews being conducted with the complainant, respondent, and any relevant witnesses. All parties will be given an opportunity to provide their own account of the incident(s)
· Conducting all meetings discreetly and in a manner that respects the privacy of all parties involved.
· All persons involved in dealing with sexual harassment complaints will be appropriately trained in order that they can undertake their role sensitively and effectively.
· The complainant will be kept up to date with the progress of the investigation including expected timescales.
· Genomics England will maintain records of the investigation, including documentation of the complaint, interviews conducted, and any actions taken from the investigation.
· The complainant will be advised of the decision/outcome of the investigation and what action will take place as a result.
· Support will be provided for all those involved in such processes which may include the People Team and/or Employee Assistance Programme
Investigations will be conducted sensitively and, so far as reasonably possible, in a trauma-informed manner. We will seek to minimise the unnecessary repetition of evidence, consider individual’s wellbeing and accessibility needs, and keep any interim arrangements under regular review.
Interim measures will not be treated as disciplinary findings and will, where practicable, avoid placing an unreasonable burden on the person who raised the concern.
An independent investigator may be appointed to investigate a complaint of sexual harassment. It may be necessary to limit the contact between the claimant and the respondent during the investigation process. Genomics England reserves the right to place either party on paid leave during the investigation, where appropriate.
 
Disciplinary action 
 
Genomics England takes a zero-tolerance approach to sexual harassment. Upon substantiation of a sexual harassment complaint,  disciplinary action may be taken  in accordance with GEL’s relevant procedure, up to and including dismissal. The severity of the disciplinary action will depend on factors such as the nature, frequency and severity of the behaviour or harassment, and any mitigating or aggravating circumstances.
Genomics England will take all reasonable steps to prevent further harassment and to protect the complainant from any retaliation.

Appeals 

If the complaint has not been resolved to the satisfaction of the complainant, they may appeal in writing to the Director of People and People Operations, setting out the full grounds of appeal, within one week of the date on which the outcome/decision was given. 
An appeal meeting will be held, normally within two weeks of receiving the appeal. This will be dealt with impartially by a senior manager who has not previously been involved in the case.  The complainant and respondent will be given the opportunity to attend the appeal meeting and may each be accompanied by a companion. Genomics England will confirm the final decision in writing, usually within one week of the appeal hearing. The outcome of the appeal will be final and there is no further right of appeal.

Malicious or vexatious claims 
A complaint that is not upheld will not, in itself, be treated as false, malicious, or vexatious. 
Disciplinary action may be considered only where, following a fair process, there is evidence that an individual knowingly made a false allegation or acted maliciously. 
A person who raises a concern or participates in an investigation in good faith will not be penalised for doing so.
 
Training and Awareness 
 
Genomics England will provide mandatory sexual harassment prevention training during onboarding and at least annual refresher training for all workers. Training will cover expected standards, bystander action, reporting routes, third-party risks, victimisation, digital conduct, and the consequences of breaching this policy. Completion of training will be recorded and monitored.
Managers and leaders will receive additional practical training on identifying foreseeable risk, responding to concerns, escalation, interim measures, third-party harassment, and avoiding victimisation.
 
Victimisation

Genomics England does not tolerate victimisation of anyone who raises a concern or complaint about sexual harassment, supports someone else in doing so, acts as a witness, or participates in an investigation. Victimisation may include intimidation, exclusion, threats, retaliation or other unfavourable treatment because of their involvement.
If you believe you are experiencing victimisation or retaliation, you should report your concerns as soon as you feel able to do so. You can raise your concerns through the appropriate reporting channels, including with your manager, a member of the People Team or through the confidential Your Voice channel. 
We will take all concerns about victimisation seriously and consider appropriate steps to protect those affected while the concern is addressed. Allegations will be handled sensitively and in accordance with our relevant procedures. Any substantiated victimisation of an individual may result in disciplinary action or other appropriate action being taken.
Raising a concern in good faith, supporting a complaint or participating in an investigation will not, in itself, result in adverse treatment, even where the original complaint is not substantiated.

Third Party Harassment

Sexual harassment by third parties, including User participants, external stakeholders, collaborators, service users, suppliers, contractors, visitors, conference delegates and other external contacts, will not be tolerated.
Genomics England will assess foreseeable third-party risks and implement proportionate controls and implement proportionate measures to prevent and address them. These may include publishing contractual or supplier standards, visitor and event expectations of conduct and behaviour, pre-travel or pre-event briefings, named escalation routes, safe exit arrangements and restrictions on contact or access where necessary.
If the Harasser is a third party
If you are experiencing sexual harassment by a third party, we encourage you to report this to your line manager/People Partner without delay so that they can advise and support you on the best course of action. You may also use the reporting routes outlined in this policy.
Where a third party behaves inappropriately, Genomics England may take appropriate action to protect its employees and workers. This may include warning the individual or organisation, requiring an alternative point of contact, restricting or removing access to our systems or premises, ending an assignment or commercial relationship, withdraw from an event, report conduct to the police or take any other reasonable steps needed to protect our employees and workers.
Individuals will not be disadvantaged for raising a concern about a third party, declining an invitation they consider unsafe, or removing themselves from a situation they consider to be unsafe.

Support for those affected or involved
We understand that anyone affected by, or involved in, a complaint of sexual harassment may feel anxious or upset. We will take reasonable steps to provide appropriate support throughout the process. 
During any investigation we will consider appropriate measures to minimise the risk of further sexual harassment or victimisation, including, where appropriate, making temporary changes to working arrangements. If you feel unable to continue working in close contact with the individual concerned, we will consider any requested changes to move to a different team or squad or reporting line. We will also take measures to protect witnesses from harassment or victimisation.
For emotional or pastoral support, you can access free, confidential counselling from our EAP. To access the EAP website, go to Help@Hand
Regardless of the outcome of your complaint, we will consider carefully how to manage any ongoing working relationship between you and the individual concerned, including any third party. Depending on the specific circumstances, we may consider amending duties, location or reporting lines, or using workplace mediation or counselling where appropriate.

Responsibilities 
 
Everyone covered by this policy has a responsibility to uphold its principles and contribute to a respectful and safe working environment. The table below sets out the specific accountabilities of individuals, managers and leaders, the People Team, People Partners, the Director of People & People Operations and the Executive Leadership Team. These responsibilities should be read alongside the reporting, investigation, support, training, and monitoring provisions of this policy.
	Role
	Responsibility

	Individuals
	As members of the Genomics England community, all individuals have a responsibility to:
· Behave with respect and courtesy towards others at all times
· Identify and challenge unacceptable behaviour when it occurs, even if it is not directed at ourselves
· Address and resolve matters ourselves, where possible, in a positive and constructive way
· Make themselves familiar with this policy and their responsibilities under it
· Participate in training which supports the implementation of this policy
· Not participate in, or condone, any behaviours that create an intimidating, hostile, offensive, degrading or humiliating working environment or commit unwanted, inappropriate acts that could be perceived to constitute sexual harassment
· Modify behaviour should we become aware that we have behaved unacceptably in relation to this policy.

	Line Managers
	· Managers and leaders must take active responsibility for the prevention of sexual harassment. 
· They must identify and escalate foreseeable risks, act promptly on concerns that have been raised, challenge inappropriate behaviour as they see it and where it is safe to do so, 
· Support the affected individual, cooperate with investigations, 
· Complete the required training and implement agreed controls.
· When Managers make reasonable and appropriate requests of their team, or are providing feedback about performance or behaviour, we always expect this to be done in line with the principles of dignity and respect; in return, people receiving such feedback are expected to treat their managers with dignity and respect

	Executive Leadership Team (ELT)
	Our ELT will ensure that:
· A positive culture for working is fostered; one which promotes freedom of thought and expression within a framework of mutual respect
· Complaints of sexual harassment, or any other type of harassment, bullying or victimisation are treated seriously and with discretion
· Our people feel safe and are listened to when raising concerns about behaviour
· Malicious or vexatious allegations are dealt with in line with our disciplinary procedures
· Complaints of detriment on the grounds of a protected characteristic are monitored, anonymising data where appropriate
· Provide senior oversight, review significant risks and assurance information, and ensure that proportionate organisation wide resources and actions are in place

	Director of People  and People Operations
	The Director of People and People Operations will facilitate fulfilling this policy when claims are escalated:
· Offer advice to ELT Sponsor when a criminal offence has been committed
· Deals with appeals against claims of Sexual Harassment

	People Team
	Available to report cases of Sexual Harassment to, to then process.
Offers support to colleagues throughout the process

	People Partner
	Offers advice to colleagues about this process
Deals with claims regarding external parties



 
Related Documents 
 
The policy should be read in conjunction with other Genomics England policies, procedures and guidelines, as necessary: 
 
· Geonomics England staff handbook 
· Genomics England ‘dignity and respect in the workplace’ policy 
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