Sexual Misconduct
Support Framework

Version 1, October 2025

Trigger warning:
The contents of this policy framework may be upsetting for some colleagues to read.

If you would prefer to discuss this document or need support, please contact a manager,
member of the HR team or the safeguarding team.
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1. What is a people framework?

A people policy provides support, advice and guidance on how you
can expect to be treated and what is expected from you.

2. Why we have this framework

We have signed the national sexual safety in healthcare
organisational charter. In addition, we have also launched the Trusts
Sexual Safety Charter and an awareness poster that can be seen
widely across the Trust, specifically in safe spaces on the back of toilet
doors Sexual Safety Poster V2.pdf & Sexual Safety in the Workplace
We are committed to a zero-tolerance approach to sexual
misconductin the workplace to create a workplace where everyone
feels safe.

The Trust is committed to improving sexual safety and will take
action for those individuals whose behaviour falls short of the

expected standards.

The Worker Protection (Amendment of Equality Act2010) Act2023

creates a duty on employers to take reasonable steps to stop sexual
harassmentfrom colleagues andthird parties in the workplace. This
includes protecting their employees and people employed by other
organisations, such as suppliers or visitors, from sexual misconduct.

Sexual misconduct is unwanted behaviour of a sexual nature.

It can happen to anyone, but it often happens where there is a
power imbalance. People in some groups can be more vulnerable
than others. For example, women, black, ethnic minority, disabled
and LGBTQ+ people can be more atrisk. Some people will also find
it more difficult to report sexual misconduct.

This policy provides information about:
* how to recognise and report sexual misconduct

 ourapproach totaking actionswhen sexual misconductis reported,
including the other policies that might be used

»the support available to people involved or harmed. More
information is on page 12 and in appendix 4
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https://www.england.nhs.uk/long-read/sexual-safety-in-healthcare-organisational-charter/
https://www.england.nhs.uk/long-read/sexual-safety-in-healthcare-organisational-charter/
https://www.england.nhs.uk/long-read/sexual-safety-in-healthcare-organisational-charter/
https://wmas365.sharepoint.com/sites/Safeguarding9/Sexual%20Safety/Sexual%20Safety%20Poster%20V2.pdf#search=sexual%20safety
https://wmas365.sharepoint.com/sites/Safeguarding9/SitePages/Sexual-Safety-in-the-Workplace.aspx

3. What this framework covers It provides advice about what to do when someone makes a disclosure
aboutsexual misconductto you, and a checklist of information you need

This framework covers sexual misconduct connected to to collect when someone wants to report this to the organisation.
work or the workplace. Sexual misconductcan include

many things, such as:

* sexual comments or jokes

* unwanted touching orkissing

* showing sexual pictures

* staring atsomeone in a sexual way

* asking personal questions about someone’s sex life
* sexual assault or rape

* Floodlighting

Appendix 3 provides more examples.

Sexual misconduct can take place at any time and any place; for
example, at social or learning events or while travelling for work. It
can take place in person or online (for example, through chat
messages, phone calls, voice messages, or social media

All NHS employees, non-executive directors, volunteers, agency
and bank workers, students and learners, contractors, secondees
and interns can use this framework to report sexual misconduct.

This framework provides information about the support available
and about the process used to keep people safe and manage
concerns and reports.
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4. How this framework promotes a
kind, compassionate and caring
culture

We wantWest Midlands Ambulance Service University NHS
Foundation Trustto be a place where everyone feels safe to
work, andwhere actions are taken to stop sexual misconduct

This policy commits the organisation and everyone working
within itto take all reports of sexual misconductseriously and
to act on all reports. A zero-tolerance approach to sexual
misconductin the workplace is crucial to promoting a kindand
caring culture.

5. How do we know this framework
treats people fairly?

Whenever we write a policy or framework, we do an ‘equality
impact assessment’ (EIA) to ensure it treats everyone fairly,
and it does not disadvantage or discriminate againstanyone
or any protected group.

We also review our policies regularly to see how we are
doing. This includes listening to colleagues’ views and
reviewing information about how the policy works in
practice.

Appendix 7 outlines how this framework will be monitored
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to ensure it treats everyone fairly.

6. Language used in this framework

Report/concern/complaint

A report/concern/complaint involves telling someone who is in a
position of responsibility or authority in the organisation about
sexual misconduct that has happened to you or that you have
witnessed.

A report/concern/complaint means you are requesting that the
Trust makes decisions and takes actions to stop it from happening
again.

Page 10 provides information about how to report sexual
misconduct.

Managing Allegations

As part of the Trust’'s Managing Safeguarding Allegations Policy a
mutli-disciplinary team will be responsible for using the information
provided by you in your report to agree what to do about sexual
misconduct. Page 13 provides more information about this
process and whatitinvolves.



7. Advice and support

If you experience sexual misconduct, it is likely to be a distressing
andisolating experience and you mightnotknow whatto do next.

Sexual misconduct can take place when there are no other
witnesses. This does not change the response you should receive.
You will be believed and supported.

If you can, write down what happened as soon as you can. Include
dates and the order that events took place, and how they made you
feel. This will help you to remember the details.

It's important you speak to someone you trust, to get support and to
decide what to do. This is often called a ‘disclosure’.

When speakingwith others, it'simportant that you are given the time
to clearly express:

* whatyou need, including support

* whatyou wantto happen next

* what you expect them to do

Forexample, you mightdiscuss:

* getting help oradvice from a manager or someone else
« this framework to decide how to report what happened

* that you need more time before you decide whatto do

You can also get advice and support from an external organisation
(listed in appendix 4).

If you decide and are ready to make a report, page 10 provides
information about how to do this. Every report will be taken
seriously and there is no time limit — you can make a report at
any time.
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8. People who aren’t employed by the
organisation

If your report is about the behaviour of someone who you come
into contact with during the course of your duties,butthey are not
employed by the organisation, you can still make a report using

this framework.

The Trust will arrange a managing allegations meeting where all
information will be reviewed and any actions taken forward which
may include external reporting, e.g. another employer or Police.

9. Patients and service users

If yourreport is about the behaviour of a service user, patient, or
a member of the public, you should speak to your managerorthe
person in charge as soon as possible afterthe eventhappens.

This will allow them to take actions as soon as possible using the
relevant Trust policies such as managing safeguarding allegations
policy; for example, this could include warning a patient or service
userabout their behaviour or reporting a criminal act to the police.

10. Incidents unrelated to work

If you have been affected by a sexual safety incident, including
domestic violence, that is not connected with work, the reporting
process in this framework is notlikely to apply. However, the impact
of the incident mightaffectyou atwork. If you need support, speak to
your manager or a person you trust, additional information can be
found here: Domestic Abuse and Sexual Assault | WMAS

Wellbeing.

Appendix 4 providesinformation aboutsupport,including specialist
organisations you can contact to get help.
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https://wellbeing.wmas.nhs.uk/domestic-abuse-and-sexual-assault/
https://wellbeing.wmas.nhs.uk/domestic-abuse-and-sexual-assault/

11. Witnessing behaviour

We all see things happening around us every day that we do not
agree with. These things might not be happening to us, but we can
choose to do something about them. This is often called being an
‘active bystander'.

We can show others that we feel a behaviouris unacceptable. This
will also give a voice to groups andindividuals whomay notfeel able
to challenge whatis happening.

There may not always be a need to say something, and it may not
always be safe to do so, but there are other actions we can take.
These mightinclude:

» askingsomeoneto stop andbeingclearthatthe behaviouris
inappropriate or unacceptable

* interrupting, diverting or distracting to allow someone to move away
* letting someone know you do notagree with theirbehaviour

* giving a disapproving look or not laughing atinappropriate jokes or
comments

» askingsomeone else to help (forexample, anothercolleague
or security)

* seeking emergency help (call 999 if necessary)

» writing down whathappened as a reminder for later action

You should speak to the person the behaviour was aimed at as soon
as you can to give your support and to let them know that what you
witnessed was unacceptable. Make sure you have a quiet and safe
place to have this conversation and you have enough time to talk
fully.

Appendix 4 provides information aboutthe support available to those
involved.

Talk to themaboutwhathappened. Ensurethey understand the reasons
for reporting and ask if they agree with reporting their experience.

If they do not agree and you are worried about them or others, speak
to your manager, a member ofthe HR Team or the Safeguarding Team
to get advice.

9|Page



12. Supporting a colleague

When someone talks to you about what they have seen or
experienced, itis called a disclosure.You needto be supportive
and sensitive. Appendix 11 provides advice about what to do
when a colleague discloses their experience of sexual
misconduct to you.

If you thinkurgentactions are required, itis important to be as
open as possible with them about what urgent action you
need to take and why.

If you believe that someone is in danger you should contact
the police and report the incidentto your manager who will
liaise with an appropriate memberofthe HR and Safeguarding
Teams.
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13. How to make a report

It is important that sexual misconductis reported so actions can be
taken to keep people safe and to prevent it from happening again.

There isn’ta time limit, but making a report as soon as possible will
allow actions to be taken more quickly.

If you are reporting something you have witnessed, you should read
page 9 and talk to the person the behaviour was aimed at before you
make the report.

You can make a report yourself or you can ask the person you have
disclosed to advocate for you (for example, a friend/colleague/Trade
Union Representative who can advise/support you in sharing
concerns.

Reports may be made to:

*your manager or any other manager/ supervisor. They will ask a
member of the HR team for guidance;

*a member of the HR team;
* A Trade Union representative.
+ a freedom to speak up guardian (FTSU);

* A member of the Safeguarding Team

Every report will be taken seriously.



14. Anonymous reports

If you give your name when you report sexual misconduct, the
organisation will be able to complete a more in-depth investigation.

Providing your details can help the organisation to support you and
signpost or refer you to further support.

Allreports are taken seriously. If you do notfeel you can provide your
name, you can report anonymously.

Provide as much information as possible, including the times of
events and the impact they are having on you and others. This will
ensure the person reading your report can understand what
happened.

The steps in this framework will be followed as closely as possible
using the information you provide.

If remaininganonymousis the right option for you, you can consider
contacting FTSU using this link:

https://forms.office.com/e/PH57ETb8zg

15. Listening to you

If you provide yourname when you make areport, you will be given time
to talk aboutwhat happened and discuss and agree what will happen
next.

A suitable place to ensure you feel safe to talk will be agreed with you.
You can bringa colleague, or a Trade Union representative to support
you.

The person you speak to will:

+ ask you forinformation aboutwhathappened with the aid of questions
in appendix 10

* usetheadvice in appendix 11 abouthow to respond to a disclosure or
report/concern/complaint

If you have anynotes orevidence,it's a good ideato take them with you
to themeeting. If you don’thave evidence thiswon’tmean yourconcem
is not taken seriously. During the meeting, we will also:

« discuss and agree how to manage your report/concern/complaint

* discuss/ explain the process and what may happen next and a range
of possible outcomes

* discuss yourwellbeing and the support you need and agree how this
will be provided. Appendix 4 provides information about support

* agree nextstepsandwhoyou should contactif you have any questions
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https://forms.office.com/e/PH57ETb8zg

If you are notclear how you would like your report to be managed,
you might find that taking time to think about it or talking to
someone you trust about your options helps.

If you decide to stop your report, your wishes will be respected
where possible.

Page 17 provides information about when the organisation might
be required to continue to take action.

If you change your mind, or the behaviour continues, you can use
this framework later. There is no time limit.

16. Support

The person you share your concerns with, will talk to you about the
options for accessing help and support, including the organisations
listed in appendix 4.

If you are a member of a trade union, they can also provide advice
and support.

Supportfor you to continue to work will be arranged and for example,
where appropriate advicewill be soughtfrom our occupational health
team. This may involve appropriate policies, and examples of
support could include adjustments to your role, your working hours
or location, or giving you time off to attend appointments to get help
and support.

The support that a person may need will be individual to them and
their circumstance.

All support will be reviewed with you regularly to ensure it

remains helpful and to identify any additional needs you may have.

Managers need to ensure the support needs of all parties are
considered and that signposting of support to everyone involved in
sexual misconductcases is important. The support details in appendix
4 should be made available to you and also to the person who your
report relates to, to ensure they are also able to access appropriate
support.

17. If you can’t attend work

If you don’tfeel able or well enough to attend work, you should let your
manager or other person in a position of responsibility know. They will
provide advice about the supporting attendance at work policy. If it is
reasonable, managers may agree to remove absence related to sexual
misconduct from processes to manage levels of sickness absence.

If yoursickness absence is a result of the sexual misconduct you have
experienced at work and your absence will notbe paid, or if your sick
pay is reduced, you could receive injury allowance. This tops up your
income (including some welfare benefits) to 85% of your usual pay
during the absence. Section 22 of the NHS Terms and Conditions
Handbook provides more information about injury allowance.

A member of the HR team or your trade union representative can
provide advice and information about injury allowance.
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https://www.nhsemployers.org/publications/tchandbook
https://www.nhsemployers.org/publications/tchandbook

18. After you make a report

Our organisation has a duty to ensure all employees involved with
sexual misconduct cases are supported. This includes employees
who have concerns raised about them.

The person you made your report to, will request that an
allegations meeting will be arranged to decide whatto do. This will
be arranged as soon as possible to ensure the report is managed
quickly and in line with policies and procedures.

19. Managing Allegations

The managing allegations meeting will be comprised of the
following members:

* Senior Manager

*aHuman Resource Manager

*a member of the Safeguarding Team

It mightalsoinclude:

* an expert, who could include:
- the local authority designated officer (LADO)
- Sexual Assault and Referral Centre (SARC)

Appendix 5 provides more information about expert advice.

At the allegations meeting a discussion will take place in relation to
the information provided, and any other information available that is
important to use alongside your report. For example, if there are
aggravating factors, such as abuse of power over a more junior
colleague. The content of the meetings discussed will remain
confidential.

Those present at the allegations meeting will review and make
decisions about:

* actions that need to be taken quickly to prevent possible harm to
you or others involved and review the risks associated with this. For
example, if the peopleinvolved work together, temporary changesto
working arrangements may need to be considered.

* considerations that might be needed to understand and mitigate
against any further harm to you or others

* the immediate support you and others involved need
* which policies or procedure(s) are relevantto managing your report

* what communication is needed to protect you and others, and to
notify the right people

* whetherthe police orother organisations need to be contacted
* who needs to be told aboutthe actions thathave been agreed

* how you and others involved will be updated about whatwill happen
next

The managing allegations process will documentthe discussionsin a
risk assessment document.
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20. Outcomes

The managing allegations process will ensure your views are
considered when making decisions about how to manage your
report. One or more of these outcomes could be agreed:

*a request for more information from you or others about what
happened, this may take the form of fact finding, which is a process
of speakingtorelevantpartiesto establish initial evidence and facts,
this step often happens prior to a formal investigation starting.

* using thedisciplinary policy to manage your report by instigating a
formal investigation

* using the dignity at work policy to manage your report.
 using safeguarding policies to agree actions
* areport to the police

+ a report to the employer of the person namedin the report, if they
are not employed by our organisation

e no further action

Investigations

If an investigation is needed, it will be completed using the
appropriate Trust policy, for example Dignity at Work, Disciplinary
Policy & Procedure.

You can ask for adjustments if you need them, and they will be
agreed if possible, such as meeting with you in a location where you feel
comfortable and providing plenty of ime during any interview processes.

14|Page



21. Preventing victimisation

Victimisation is negative treatment because of being involved with
a discrimination or harassment complaint. It is unlawful under the
Equality Act.

Harassmentor victimisation of anyone whohas reported, or has
helped someone else to report, sexual misconduct

isunacceptable asisany attempt to persuade or force an employee to
not raise their concerns.

All parties will be supported when reporting sexual misconduct,
whether their complaint is upheld or not.

If you believe you have been victimised, this will be taken seriously.

You should report victimisation to a manager, a member of the
HR team, a freedom to speak up guardian or your trade union
representative.
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https://www.acas.org.uk/discrimination-and-the-law/victimisation

22. Providing information and
updates

You will be given the name of the person you can go to with your
questions and to get advice and support. You can also raise any
concerns or discuss any further needs you have with them, and
they will keep you updated. This will usually be a designated
welfare officer.

Due to confidentiality, not everything that happens can be shared
with you, but you will receive regular updates about the progress
of your report/complaint and of how this is progressing through the
processes and next steps.

The information thatcan be shared with you will be shared, therefore
you will notnormally be told about personal or confidential outcomes
or actions relating to another employee.

Confidentiality

The information you share when using this framework will be kept
confidential where possible. Everyone involvedin the process will be
informed of their responsibilities to keep information confidential.

This means that only people who ‘need to know’ will receive the
information because they are, or will be, involvedin the process. You
will be told who will receive the information, and why.

If there are safeguarding dutiesinformation may need to be shared
to keep other people safe.

If you need advice or are concerned that confidentiality has notbeen
kept you should speak to your manager, a member of the HR team

or a trade union representative.

Confidentiality or non-disclosure agreements will not be used to stop
reporting of sexual harassment or whistleblowing.

Telling your manager
You will be asked how you feel abouttelling your manager.

If you haven’t told your manager, it may be helpful to so they can
support you and others involved. If the concern is about your
manager, another manager will be asked to support you.

When will the person the report is about be told it
has been reported?

The person thereport is aboutwill often be told about some, orall, of the
report to ensure they can take part in the investigation process. There
may be occasions where information may not be shared, for example,
following instruction from the police and other professional bodies.
This will be aligned with Trust policies and procedures.

This will always be done in a careful and planned way and will not
happen without your knowledge.

Before the person istold, conversations will take place to agree how to
support your wellbeing and safety and that of others.
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23. Involving the police and other
organisations

Sexual misconductcan be a criminal act. Normally, it will be
your choice whether to report what happened to the police.

If your report includes information that suggests other people
are atrisk, includingpatients orcolleagues, this will be reviewed
as part of the managing allegations process.

Information may need to be shared with the police, the local
authority designated officer (LADO) and / or the relevant local

authority safeguarding team.

This might happen even if you do not wish to use this
framework.

Where possible, you will be told before actions are taken and
support will be provided to you throughout the process.

Police investigations

If a report has been made to the police, their investigation
cannot be impacted by our organisation’s own investigation
process.

This may mean there are delays in our organisation completing
an investigation process. You will be told as soon as possible if
the police ask forthe process to stop or be puton hold. You will
be told how long this might be for and we can discuss the
support you and others involved will need during this time.
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24. Statutory regulators

Sometimes, there may be a requirement to report an employee
holding a professional registration to their statutory regulator (for
example, Nursing and Midwifery Council, the Health and Care
Professions Council),in line with their relevantprofessional code of
conduct. Each registrantbody has a threshold for making referrals.

The Manager with support from a member of the HR team or the
‘responsible officer’ will be responsible for reporting to professional
bodies.



25. Preventing sexual misconduct
The Trustwill:

*review the likelihood and risks of sexual misconductoccurring at
work from colleagues, volunteers, learners and others including
patients, service users and visitors

+ decide the actions that can be taken to reduce risks and prevent
harm

* ensure the agreed actions are implemented and managed

* update policies and procedures to clarify the law, how everyone can
expect to be treated and how to make a report

* review the effectiveness of policies and training

* communicate consistently about our values and expectations for
behaviourandwhatactions may be taken when these are not met

« communicate with patients, service users and visitors abouthowwe
expect them to treat our staff and each other

* provide guidance and support to colleagues, helping them assist
others if they witness sexual misconduct

* create a culture where people feel safe to talk about and report
sexual misconduct

* ensure systems are in place to respond to reports and provide
timely supportto all employees impacted by sexual misconduct

Our organisation will use reports about sexual misconductto prevent
events from happening again, and to understand potential patterns
and areas of concern and what is required to mitigate risks, take
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action, and improve the culture within teams and across the wider
organisation.

26. Training
It is important that everyone understands:
e what appropriate and inappropriate behaviours are
e how to use this framework

e what to do if they experience or witness inappropriate
behaviours

Managers and members of the HR Team, freedom to speak up
guardians (FTSU) and will receive awareness briefings on this
framework.

Feedback and experiences from those involved in using this
framework will be used to create future training and ensure
continuous reflection and learning across the organisation.

Additional training and information can be found on our Sexual
Safety in the Workplace intranet pages, staff will also receive
awareness in relation to sexual safety.

27. Equality and Diversity
Statement

This framework has been reviewed in line with the
Equality Act 2010 which places a duty on the Trust to
have due regard to the need to:

Eliminate discrimination, harassment, and victimisation


https://wmas365.sharepoint.com/sites/Safeguarding9/SitePages/Sexual-Safety-in-the-Workplace.aspx
https://wmas365.sharepoint.com/sites/Safeguarding9/SitePages/Sexual-Safety-in-the-Workplace.aspx

Advance equality of opportunity between persons who share a
relevant protected characteristicand persons who do not share it.

e Foster good relations between persons who share a relevant
protected characteristic and persons who do not share it.

The Act sets out nine protected characteristics that apply to the
equality duty, which must be considered in the writing of all documents.
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Appendix 1: Flowchart

This flowchart summarises the steps set out in this framework for reporting and determining how to handle cases of sexual misconduct.

Something
happens
to you

or

you withess
it happening
to someone
else

~

Write down what happened
as soonas you can, include
dates and how you felt.

You could talk to
someone at work to:

* get support
» decide what to do
* prepare to make areport

There is no time limit for
making a report

-

Make a report to:
* your manager

*a member of the HR
Team

» Trade Union
Representative

* FTSU guardian
» Safeguarding

Discuss:

» what happened

* give initial advice
 discuss options

* the support needed

» what will happen next
with clear timescales

or

Freedom to Speak Up-
Raising Concerns
Anonymously

)

20|Page

An allegations
meeting will be
set up.

This will include
a manager, HR
Manager &
Safeguarding

The
process
will:

* review the
information
provided and
assess the risks

* Gather further
information if
required (fact
finding)

* agree actions
forsupport and
reporting to the

»

Use safeguarding
policies

Use disciplinary
policy

N N

External report to Agen

/ other employer/

educational provider

C

N

No actions
required or agreed

N



https://forms.office.com/Pages/ResponsePage.aspx?id=Mi9SMrdec0m7wlAz1xrIPwEHytMtE5hDqKzGJBU5p_JUQTgyOFFVNVlRM05FMzJQRldRT0dPOTdZWC4u
https://forms.office.com/Pages/ResponsePage.aspx?id=Mi9SMrdec0m7wlAz1xrIPwEHytMtE5hDqKzGJBU5p_JUQTgyOFFVNVlRM05FMzJQRldRT0dPOTdZWC4u
https://forms.office.com/Pages/ResponsePage.aspx?id=Mi9SMrdec0m7wlAz1xrIPwEHytMtE5hDqKzGJBU5p_JUQTgyOFFVNVlRM05FMzJQRldRT0dPOTdZWC4u

. y e Senior leaders will:
Appendix 2: Responsibilities
* create an environmentthatencourages and supports colleagues
The organisation’s Board will: to discuss and report sexual harm, without fear of retaliation or

— o . victimisation
« prioritise principles setoutin the Sexual Safety Charter,andensure

they are followed by the organisation - provide leadership to support a positive and safe culture

* guide the organisational culture and set priorities relating to - ensure all colleagues are aware of issues relating to sexual
sexual safety misconduct, the sexual misconductpolicy and how to deal with

- take actionsto ensurethe organisation meets its legal duties to disclosures appropriately

protect employees from sexualharmin the workplace. This will

include actions to improve the environment and culture, and

understanding and awareness among staff of sexual safety * usethispolicy and getadvice and support to report behaviourthey
have experienced or witnessed

Everyone should:

* encourage, support and train managers and leaders to support
the useofthis policy,andto build apositive culture in their teams * be respectful and maintain confidentiality when using this policy

where people can talk openly * be clear that we do not accept any form of sexual behaviour

* regularly review data about sexual misconduct and use it to described in appendix 3 atwork or linked to work
agree actionsto prevent sexual misconduct and protect employees
from it

* appointan executive group memberwith responsibility for
improving the sexual safety of employees

* appointalead fordomestic abuse and sexual violence, for WMAS
this is Carla Beechey, Executive Director of People.
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The HR Team wiill:

* promote and provide supportandguidance aboutusingthis policy
and other people policies

* ensure thatevery reportis managed compassionately and support
is provided to everyone involved

* use specialist advice where needed and work closely with
safeguarding teams, the police and otherorganisations where
required

* provide advice and guidance to supportlearningand change where
itis required

* ensure accurate records are made of concerns and manage
information confidentially andin line with the policy formanaging
records

Managers will:

« take every conversation and reportaboutsexual misconduct
seriously

 usethispolicy to support everyonewhois involvedin a concern or
report about sexual misconduct

* speak to a member of the HR team about all reports and concerns
about sexual misconduct

* maintain confidentiality, unlessthereis a safeguarding concernthat
needs to be reported

* be clearabout what is acceptable and unacceptable
behaviour

* role model behavioursto create a culture where people feel safe to
raise concerns and feel listened to

« attend trainingand developmentto ensurethey havetherequired
skills, knowledge and confidence to recognise sexual
misconduct and take action

* ensurelearningand change comes from using this policy, so that
future misconductis prevented and a positive culture is fostered

* be available to supportan investigation if needed

* be proactive in putting in place any reasonable adjustments or
safety actions if they are required
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Safeguarding leads will:
* provide specialistadvice and support about safeguarding
+ advise on safeguarding training and support

* provide guidance and make referrals in confidence to a ‘person in
position of trust’ (PIPOT) or local authority designated officer

(LADO)

Freedom to speak up guardians will:

* provide appropriate support and signpost to further support to
those who speak up about sexual misconduct

« assistemployees to make a report where appropriate

* be responsible forcreating a culture where employees feel safe to
raise concerns and feel listened to

Trade union representatives will:

* influence and guide organisations aboutthe preventative actions
they can take to improve sexual safety

* signpostto this policy, explain the processforreportingand the
possible routes and outcomes

* supportandassist employeesto report sexual misconduct, where
appropriate

« explain the options for supportand help with conversations
about accessing support

* provide support to their members through informal and formal
processes
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Appendix 3: Language and definitions

Sexual safety: means being free from any unwanted sexual
behaviour at work.

Sexual misconduct: describes a range of behaviours including
sexual assault, sexual harassment, stalking, voyeurismand any
other conduct of a sexual nature that is non-consensual or has
the purpose or reasonable effect of threatening, intimidating,
undermining, humiliating or coercing a person. Sexual
misconductcan occurbetween people of the same or different sex
and genders.

Sexual harassment: is unwanted behaviour of a sexual nature
which has:

* violated someone’s dignity, whetherthatwas intended or not

* created an intimidating, hostile, degrading, humiliating or offensive
environment for them, whether that was intended or not

Sexual harassmentcan be a one-offincidentoran ongoing pattem
of behaviour. Itcan happen in person orin other ways, forexample
online through email, social media or messaging tools.

Sexual violence: describes any sexual activity or act that happened
without consent.

Sexual assault: is any sexual act thata person did notconsentto or
is forced into, against their will.

Disclosure: speaking to someone you trust to get support and to
decide what to do.

Examples

The following are examples that might be reported using this policy.
They could take place at work, or in the course of your work, during
online meetings or online chats, at a work event or a party:

* sexual comments or jokes, including what mightbe called ‘banter’

* the sharing of sexual material online (forexample, sharing sexual
memes or, videos by email or social media platforms like
WhatsApp/snapchat etc)

» sexually inappropriate behaviouron social mediawhere colleagues
are involved

« displaying orsharing sexually graphic pictures, posters or photos
(or other sexual content)

* suggestive looks, staring or leering
* using power, seniority to influence others for sexual favours

* intrusive questions about a person’s private or sex life, or
discussing your own sex life

« fliting, gesturing or making sexual remarks aboutsomeone’s body,
clothing or appearance

* making sexual comments or jokes aboutsomeone’s sexual
orientation or gender reassignment

* touching someone against their will
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* sexual assault or rape

* Floodlighting — when a person overshares emotionally vulnerable
details early on in a relationship, potentially to overwhelm or
manipulate the other party.
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Appendix 4: Support provided by our organisation

Examples mightinclude:
* Mental Wellbeing Practitioners

* health & wellbeing services for sexual safety - Domestic Abuse and Sexual Assault | WMAS Wellbeing

* health and wellbeing - WMAS Wellbeing | Health and Wellbeing

*» mental health first aiders

» Safeguarding sexual safety - Sexual Safety in the Workplace

¢ SALS - SALS Home Page

Members of the HR team

Can provide advice and guidance about this policy, and information about other services that can provide support.

Safeguarding teams

Can provide advice and support to employees who disclose sexual misconduct and can signpost and refer staff to external support.

Trade union representatives
Can help and provide advice and support to their members about sexual misconduct at work.
They can provide advice, guidance and support, for example by attending meetings with you.

They will also help influence and guide organisations about preventative actions they can take to improve sexual safety.

Freedom to speak up guardians

Can offera confidential and safe place to speak about sexual safety and provide guidance and information about how to resolve concerns.
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https://wellbeing.wmas.nhs.uk/domestic-abuse-and-sexual-assault/
https://wellbeing.wmas.nhs.uk/
https://wmas365.sharepoint.com/sites/Safeguarding9/SitePages/Sexual-Safety-in-the-Workplace.aspx
https://wmas365.sharepoint.com/sites/sals/SitePages/Home.aspx

Freedom To Speak Up - Home

Domestic abuse and sexual violence

Anyone can be a victim of domestic abuse, regardless of sex, genderreassignment, age, ethnicity, socio-economic status, sexuality, or background.
The 2021 Act introduces a statutory definition of domestic abuse, and together with this statutory guidance, provides clear case studies of whatabuse
looks like. Too often domestic abuse is spoken about in relation to those who are ‘high risk’ cases, but for many victims, th e abuse they sufferis
secret, it is subtle, and itis sustained. (Home Office Domestic Abuse Statutory Guidance)

Domestic Abuse Domestic Abuse and Sexual Assault | WMAS Wellbeing
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https://wmas365.sharepoint.com/sites/FTSU/SitePages/Home.aspx
https://assets.publishing.service.gov.uk/media/62c6df068fa8f54e855dfe31/Domestic_Abuse_Act_2021_Statutory_Guidance.pdf
https://wmas365.sharepoint.com/sites/Safeguarding9/SitePages/Domestic-Abuse(1).aspx
https://wellbeing.wmas.nhs.uk/domestic-abuse-and-sexual-assault/

Appendix 4: External support

Ambulance Staff Sexual Safety Support Service | TASC - A safe
place and listening ear for all ambulance staff and student
paramedics impacted by sexually inappropriate behaviour,
harassment, assault or any other form of sexual violence.

ACAS: helpline foranyone experiencing workplace related issues
including sexual harassment.

Rights of Women: have free legal advice lines forwomen
who have experienced domestic abuse, sexual violence
and sexual harassment at work.

Surviving in scrubs: provide support, share survivor stories and
campaign to end sexism, harassment, and sexual assaultin the
healthcare workforce.

General Medical Council: What to do if you think you have
been subject to sexual misconduct by a doctor: a resource for
patients and colleagues.

Health & Care Professions Council: sexual safety hub provides
help and guidance about making a report to that organisation.

Protect: free, confidential whistleblowing advice.

Equality Advisory & Support Service: helpline to advise on
issues related to equality and human rights.

Citizens Advice: provide information about your legal rights in
the workplace if you are experiencing sexual harassment.

Samaritans: supportfor anyone who'’s struggling to cope, and who needs
someone to listen without judgement or pressure

Getting help for domestic violence and abuse: NHS.uk provides
practical advice and help to recognise the signs and where to get help.

Supporting a survivor of sexual violence: advice from Rape Crisis abou!
how to support a survivor of sexual violence.

NHS help after rape and sexual assault: information on the NHS
website about where to find support if you have been sexually
assaulted, raped or abused.

Rape Crisis England and Wales: 24/7 helpline thatcan provide
immediate support if you have experienced sexual misconduct.

Rape Crisis Scotland: 24/7 helpline that can provide immediate
support if you have experienced sexual misconduct.

Sexual assault referral centres (SARCs): offer medical, practical
and emotional support to anyone who has been raped, sexually
assaulted or abused. SARCs have specially trained doctors,
nurses and support workers.

Galop: support LGBT+ people who have experienced abuse and
violence.

The Survivors Trust: The Survivors Trust has 120 member
organisations based in the UK & Ireland which provide specialist
support forwomen, men and children who have survived rape,
sexual violence or childhood sexual abuse.
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https://www.theasc.org.uk/safespace/
https://www.acas.org.uk/contact
https://gbr01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.rightsofwomen.org.uk%2Fget-advice%2Fcall-our-advice-lines%2F&data=05%7C02%7Cc.burns3%40nhs.net%7C937bf9b62d40415d67e608dcec4c3bbe%7C37c354b285b047f5b22207b48d774ee3%7C0%7C0%7C638645059385737240%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=xq5CMdDJBLxJA4Y2iTT59gy1I0SDF1R%2BBeJG%2BzhgluQ%3D&reserved=0
https://www.survivinginscrubs.co.uk/
https://www.gmc-uk.org/professional-standards/ethical-hub/identifying-and-tackling-sexual-misconduct#victims-and-survivors
https://www.gmc-uk.org/professional-standards/ethical-hub/identifying-and-tackling-sexual-misconduct#victims-and-survivors
https://www.hcpc-uk.org/sexual-safety/
https://protect-advice.org.uk/
https://www.equalityadvisoryservice.com/
https://www.citizensadvice.org.uk/
https://www.samaritans.org/how-we-can-help/
https://www.nhs.uk/live-well/getting-help-for-domestic-violence/
https://rapecrisis.org.uk/get-help/supporting-a-survivor/
https://www.nhs.uk/live-well/sexual-health/help-after-rape-and-sexual-assault/
https://247sexualabusesupport.org.uk/
https://www.rapecrisisscotland.org.uk/
https://www.nhs.uk/live-well/sexual-health/help-after-rape-and-sexual-assault/
http://www.galop.org.uk/
https://thesurvivorstrust.eu.rit.org.uk/

SurvivorsUK: provide support to male and non-binary
survivors of sexual violence, providing counselling, practical
help and community on your healing journey.

Victim Support: provide specialisthelp to support victims
of crime to cope and move on to the pointwhere they feel
they are back on track with their lives.
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https://www.survivorsuk.org/
https://www.victimsupport.org.uk/

Appendix 5: Links to more help and guidance
NHS England

Sexual safety in healthcare charter

Sexual safety charter assurance framework

E-learning on understanding sexual misconductin the workplace

Guidance on the role of domestic abuse and sexual violence
allies (on FutureNHS, registration required)

NHS Employers

NHS Terms and Conditions Handbook section 32 Dignity Guidance on managing sexual misconduct
at Work

Advice about sexual harassment at work (ACAS)

] . o Managing discrimination from patients and their guardians and
Equality and Human Rights Commission relatives (BMA)

(EHRC) guidance

Preventing sexual harassment at work: a guide for employers

Managing concerns (Nursing and Midwifery Council)

Practitioner Performance Advice (PPA) (NHS Resolution)

Employer 8-step quide: Preventing sexual harassment at work

Sexual safety hub| The HCPC

Sexual Safety Poster VV2.pdf

Viewing Dignity at Work Policy

Viewing Managing Safeguarding Allegations Policy and Procedure
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https://www.england.nhs.uk/publication/sexual-safety-in-healthcare-organisational-charter/
https://gbr01.safelinks.protection.outlook.com/?url=https%3A//www.england.nhs.uk/publication/sexual-safety-charter-assurance-framework/&data=05%7C02%7Cniamh.brooks2%40nhs.net%7C4945467f038942de624308dce3ccf133%7C37c354b285b047f5b22207b48d774ee3%7C0%7C0%7C638635717755340969%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=yqCjFj3E92EIZEUEhnK%2BvkAofn67Cm0TpiSRX4pUgYQ%3D&reserved=0
https://learninghub.nhs.uk/Resource/57103
https://future.nhs.uk/DomesticAbuseSexualViolence
https://future.nhs.uk/DomesticAbuseSexualViolence
https://www.nhsemployers.org/publications/tchandbook
https://www.nhsemployers.org/publications/tchandbook
https://www.equalityhumanrights.com/guidance/business/preventing-sexual-harassment-work-guide-employers
https://equalityhumanrights.com/employer-8-step-guide-preventing-sexual-harassment-work
https://www.acas.org.uk/contact
https://www.bma.org.uk/advice-and-support/equality-and-diversity-guidance/discrimination-guidance/managing-discrimination-from-patients-and-their-guardians-and-relatives
https://www.bma.org.uk/advice-and-support/equality-and-diversity-guidance/discrimination-guidance/managing-discrimination-from-patients-and-their-guardians-and-relatives
https://www.nmc.org.uk/employer-resource/
https://resolution.nhs.uk/services/practitioner-performance-advice/
https://www.hcpc-uk.org/sexual-safety/
https://wmas365.sharepoint.com/sites/Safeguarding9/Sexual%20Safety/Sexual%20Safety%20Poster%20V2.pdf#search=sexual%20safety
https://wmas.policystat.com/policy/14975694/latest
https://wmas.policystat.com/policy/10391361/latest

Appendix 6: How will we know if this policy is effective?
We will monitor how effective this policy is by working in partnership with recognised Trade Unions and other stakeholders to collect information.
This Policy will be reviewed every 3 years, or earlier if required considering best practice and changing legislation.

There is also an ongoing commitmentto review and monitor employee relations casework related to sexual safety (anonymously) and this information
will be presented to the appropriate committees, such as People Committee and Sexual, Safety and wellbeing Group.
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Templates

Appendix 7: Record of actions to support safety and wellbeing

Managers will use this template to record risks to safety or wellbeing and decisions agreed to manage or provide support - Risk Assessment for

Suspensions Temporary Redeployment or Adjustment to duties - Template March 25.doc This template may be updated, for the most recent version
please liaise with your nominated HR Manager.
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https://wmas365.sharepoint.com/:w:/s/WorkforceODDirectorate-HumanResources/EYhlfBbJI8hNtJ1OEYq5oqUBorWKuA_W2Jtf-F8mP8r1iQ?e=2olgXZ
https://wmas365.sharepoint.com/:w:/s/WorkforceODDirectorate-HumanResources/EYhlfBbJI8hNtJ1OEYq5oqUBorWKuA_W2Jtf-F8mP8r1iQ?e=2olgXZ

Appendix 8: Managing Allegations considerations
The below are points to consider as part of the managing allegations meeting as part of discussions and actions and to document within the

risk assessment.

Wellbeing and safety
1.Has support been offered to the employee who made the report and others involved?
2.Are those involved safe and are there any risks that need to be managed?

3. Has arisk assessment been completed to review and take actions to support wellbeing and safety, including actions to ensure no
further harm and risks to colleagues, patients, service users or other people. See more in appendix 8.

Find the facts

1.Do you have the facts from appendix 10 that you need?

2.Has the employee who made the report been given information about the range of options about next steps and opportunity to
discuss their preferences?

3.Do those involved work for the organisation? If not, which organisation do they work for?

4.Are there any similar live cases on file relating to the person (or people) the report is about?

5.Do other organisations have any information that is important to know, for example, another investigation.

6.If further information is needed, gather this information

7.Are there are aggravating factors, such as the abuse of power over a more junior colleague that need to be taken into account?
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Agree how to manage the report
1.1s there a requirement to get specialist advice? (for example, from safeguarding or legal). If so, record their advice
2.Following advice, is there a requirement to request advice or refer to another organisation, for example, the police,
local authority designated officer (LADO), regulator?
3.Discuss and agree if another policy should be used.
4.|dentify and agree who will take forward the management of the report, including how to refer to other organisations.
5.1f a police report or LADO referral has or is being made, get advice about when the organisation can start to manage the report.

Communication
1. Identify who ‘needs to know’ (for example, relevant managers, or other employers if one of the parties works for a different
organisation)
2. Agree who will be the key point of contact for those involved and advise them of the arrangements
3. Agree regular review points (with everyone involved)
4. Have decisions and next steps been confirmed to those involved (including in writing if necessary)?

Ensuring understanding

1. Have you ensured the employee(s) understands the reasons for actions and for

the approach to how the report will be managed?
2. Have the next steps been discussed with the employee(s) involved (including a

review of support)?
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Appendix 9: Questions to consider when you receive a report

Use this to gather the information needed to understand what happened. If more than one incidenttook place, you may need to record

each separately

Before you begin, check:
* they do wish to make a report

ifthey needorwantanyonetosupportthemduring the
conversation

« they are clear about confidentiality and safeguarding processes
that mean you may needto shareinformation (forexample, if there
is a safeguarding concern)

Personal details:
1. Name of the person making the report
2. Contact details and the best time to contact them
Who is reporting this?:
* someone who has experienced sexual misconduct
* a witness to sexual misconduct:
- do they have consent of the person who was affected?
- ifyes, who didithappen to?
- if no, do notask orrecord information about the person affected

- someone who has been disclosed to about sexual misconduct

About the incident:

1

2
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. Wasitasingle ormultiple incidents?

.Where did the incident(s) happen?

- virtually using either work or non-work equipment and
through anyvirtual platformincluding, social media, email and
messaging services

- NHS premises
- offsite, in the course of work, at a non-work event or a work event

- unsure or other

.When didtheincident(s)happen? If unsure, getrough dates

or arange of dates

. Do theywantto name the person whose behaviour they are

reporting?

. Information aboutthe behaviour(s) being reported (this doesn’t

need to be in lots of detail at this point)



Witnhesses: Notes:

1. Did anyone witness this behaviour?

2. Do the witnesses know this reportis being made?

Any further information the person wishes to provide? Check
and discuss:

1. Do theyhaveany notesor information to help them make
their report?

2. Is anyone atimmediate risk. Are any actions needed now?

3. What supportis needed? (Refer to other policies such as flexible
working or special leave)

4. Signposttointernal orexternal support (appendix 4)

5. Explain thatmore information willbe neededif an investigation
takes place

6. Explain the possible outcomes from the managing allegations
process

Next steps:
1. Speak to a member of the HR team

2. Set up an allegations meeting
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Guidance
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Appendix 10: How to respond to a report of sexual misconduct

It is important that everyone working in the NHS knows how to
respond when someone makes a disclosure or reportabout sexual
misconduct.

Each person will have differentneeds so you must ask how they want
you or others to supportthem. Do notassume whatthey mightneed

and do not dictate the process.

Many people feel a loss of control, so empowering them and
validating their experience is vital to minimising trauma.

It is crucial to handle the conversation respectfully, sensitively and
supportively. Yourrole is to listen to the person sharing their
experience and agree on the next steps to take. Your role is not to
provide counselling, clinical advice or offer retribution against the
perpetrator.

Do:
* ensure they are safe
« actively listen (without having any distractions such as your phone)

* believe and validate them

* respect confidentiality butensure they understand you may need to
shareinformation (forexampleif a safeguarding concern isoutlined)

* safely signpostthemto support(and reporting optionsif they
haven’t reported already)

Do not:

* push for details

* make assumptions

* ask why they did not say anything sooner

* be judgmental or criticise their choices

* express criticism or disbelief

* look disinterested (think aboutyour body language)
* tell them whatto do

- talk about your own experiences

* provide counselling yourself

* share theirinformation with others unless they explicitly give you
permission to do so, or there are safeguarding concerns

+ ask why they did notrun away or fight back

* play down or minimise theirexperience andthe significance of what
they are sharing

For more information complete the E-learning on understanding sexual

misconductin the workplace
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https://learninghub.nhs.uk/Resource/57103
https://learninghub.nhs.uk/Resource/57103

Appendix 11: Additional guidance for managers

Promoting a positive culture

As amanageryou have akeyrole in influencing the culture within
yourteam. This begins with behaving in a way thatlets yourteam
see that you act and manage issues (not just those about sexual
misconduct) fairly and with compassion. Your ability to recognise
inappropriate behaviourand actas early as possible is important. It
can help support people to speak up.

This means you need to challenge behaviours that are
inappropriate and be aware of situations that mightbe harassment.

It may also involve identifying underlying tensions orinformation that
suggests unreported events or behaviours within the team.

The Dignity at Work Policy provides information about having early
conversations to reach solutions between colleagues. It is important
to consider whetherthis is appropriate before suggesting it. In some
circumstances it will not be. You should never force someone to
confront a colleague or try to resolve things together

if they do not wish to. Ensure that you and your team attend the
trainingtounderstand whatsexual misconductis and how to make a
report.

Getting advice and support

Receiving information or a report about sexual misconductcan be
worrying and you might not have experienced this before.

It's important to get advice from a member of the HR team, and the
safeguarding team as soon as possible, especially if you are worried
about safety.

You can do this without mentioning names in the first instance, to
maintain confidentiality. Itis important to remember that sometimes
you may have aresponsibility to escalate the reportto ensure the
safety of others.

If you are finding it difficult to support someone or to process
information you have heard, speak to your manager ora member of
the HR team who can provide advice and support.

Relationships at work

Relationships between work colleagues can happen. Sexual misconduct

can happen within a range of relationships, and itis important that
professional boundaries are maintained.

The relationship might not be appropriate where there is a power
imbalance, when training and career progression opportunities of
one party could be impacted, or when people work closely together.
To discuss arelationship between colleagues, speak to a member of
the HR team and read the section regarding relationships at work
detailed within the code of conduct/ staff handbook.
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Receiving a report about sexual misconduct

You have an important role to ensure reports are made effectively
and dealtwith. Your openness, ability to listen and take actions will
show that sexual misconduct is taken seriously.

Try to remain calm and listen fully when someone reports a
concern about sexual misconduct to you. This may have taken a
lot of courage to raise with you and could be an emotional
experience for them.

You should let them know you take their report seriously and you
are there to help. Appendix 11 provides guidance about how to
respond and provide initial supportand appendix 10 provides a list
of questions to ask and points to check and discuss.

Discuss and agree what will happen next. Itis important that you
understand their needs and expectations and are clear with them
aboutthe actions you are going to take. This mightbe difficultif
they are feeling emotional oranxious and it mighthelp to follow up
laterto check understanding.

If they are very upset, or they need more time to think about what
to do, it might be helpful to give them some time and meet again
at another time. Always check they have support and take
actions to put supportin place.

During the conversation, collectinformation about what happened
and ensuretheyhave time to discusstheir views aboutwhatto do
next, as it is important to respect their views.

Get advice from a member of the HR team or other professionals
as soon as you can. They will supportand help you to setup a
managing allegations meeting.

Anonymous reports

Some people may prefer to report their concern anonymously.
Anonymous reports will be recorded in one location and used to
understand underlying concerns and trends.

Itis importantthatanonymous reports are taken seriously. They can
provide helpful information about patterns or areas of concern.

A member of the FTSU team will provide advice about managinganonymous

report.
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