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SEXUAL HARASSMENT POLICY AND PROCEDURE FOR EMPLOYEES 
 
Policy statement 
CURUFC recognises the right of every employee to work in an atmosphere free of sexual harassment 
and to complain about it should it occur.  CURUFC agrees to take appropriate steps to promote such 
a workplace. 
 
It is against the policies of CURUFC for any employee to sexually harass another employee.  Such 
conduct will not be tolerated.  All employees are expected to comply with this policy, and appropriate 
disciplinary action, including dismissal for serious offences, will be taken against any employee who 
violates this policy. 
 
CURUFC fully supports the University of Cambridge’s Dignity @ Work and Study Policy and adheres to 
the Equality Act 2010, which protects individuals from harassment on the grounds of sex, gender 
identity, sexual orientation, or any other protected characteristic. 
 
What is sexual harassment? 
Sexual harassment means unwanted conduct of a sexual nature, or conduct based on sex, which is 
offensive to the recipient.  It refers to behaviour that is unsolicited, that is personally offensive and 
fails to respect the rights of others. 
 
EXAMPLES: 
 
The following are examples of inappropriate behaviour covered by this policy and should not be 
regarded as an exhaustive list. 
 

• Physical Conduct of a Sexual Nature: Unwanted and repeated physical contact including 
unnecessary touching, patting, pinching or brushing against another employee’s body, 
assault, coercing sexual intercourse. 

• Verbal Conduct of a Sexual Nature: Unwanted sexual advances, propositions or pressure for 
sexual activity; continued suggestions for social activity outside the workplace after it has 
been made clear that such suggestions are unwelcome, offensive flirtations, suggestive 
remarks, innuendos or lewd comments. 

• Non-Verbal Conduct of a Sexual Nature The display of pornographic or sexually suggestive 
pictures, objects or written materials, leering, whistling or making sexually suggestive 
gestures. 

• Sex-Based Conduct: Conduct that denigrates or ridicules or is intimidatory or physically 
abusive of an employee because of his or her sex, such as derogatory or degrading abuse or 
insults which are gender-related. 

Duties of Management. 
 
All supervisory personnel are responsible for eliminating any sexual harassment or intimidation of 
which they are aware.  Failure to do so will be considered a failure to fulfil the responsibilities of the 
position. 
 
In particular management should: 
 
a) Where appropriate, provide training for employees  



 
b) Take prompt action to stop sexual harassment as soon as it is identified.  In some cases by 

pointing out that the behaviour is unacceptable.  Managers will be able effectively to put a 
stop to the problem without the need for further action. 

 
c) Ensure that offensive or potentially offensive material is not displayed in the workplace. 
 
d) Make clear to staff that this kind of behaviour is not acceptable and where appropriate will be 

treated as a disciplinary matter. 
 
e) Investigate all complaints made by any member of staff against another or others 
 
No Supervisor or Manager shall threaten or insinuate, either explicitly or implicitly, that an employee’s 
rejection of sexual advances will be used as a basis for an employment decision affecting that 
employee.  Such conduct by the supervisor or Manager will be treated as a serious offence. 
 
What should I do if I wish to make a complaint? 
 
1. Wherever possible an employee who believes that they have been the subject of sexual 

harassment should, in the first instance, ask the person responsible to stop the harassing 
behaviour as it is unacceptable to them. 

 
2. If the sexual harassment continues the employee should report the alleged act through the 

grievance procedure. 
 
3. The employee reporting the alleged act and the person against whom the allegation has been 

made shall receive a fair and impartial hearing and the matter will be investigated thoroughly. 
 
4. If the investigation reveals that the complaint is valid, prompt attention and disciplinary action 

designed to stop the harassment immediately and prevent its reoccurrence will be taken and 
all options will be considered. 

 

5. Employees shall be protected from intimidation, victimisation or discrimination for filing a 
complaint or assisting in an investigation.  Retaliating against an employee for complaining 
about sexual harassment is a disciplinary offence. 

 
NB. It must also be advised that any employee who raises a complaint, which upon investigation 

is proven to be deliberately vexatious, then that employee will themselves become the subject 
of disciplinary proceedings. 

 


