Sexual Harassment Risk Assessment Form
	Risk Factor
	Who might be at risk and why?

	Risk Level 
(Low/Med/High)
	How we have assessed the risk
	Further Action/Steps Necessary
	Person Responsible/Date for completion.

	Lone Working

Are staff required to work alone?

Specifically do any staff work alone at night or in isolated workplaces?

Are staff often required to work with just one colleague?

	Staff who work alone may face increased risk of sexual harassment due to limited supervision or support 

[INSERT DETAIL]
	
	
	
	

	Off-site working

Do members of staff have to leave their main place of work often for work-related activities? 

	Staff who are required to leave site may be vulnerable to sexual harassment due to limited supervision or support.

[INSERT DETAIL]
	
	
	
	

	Third-Party contact

Do staff interact with third parties (such as clients, customers, or members of the public) at work?

Are staff expected to work with third parties alone?

Is alcohol consumed by third parties while staff are working? 

Are staff expected to socialise with third parties (e.g. with clients or customers at events)

	Staff who regularly come into contact with third parties (e.g. clients, customers or suppliers may be vulnerable to sexual harassment due to a high number of varied interactions. 

[INSERT DETAIL]
	
	
	
	

	Cultural norms in the Workplace

Do staff report a culture of banter or casual sexism which is hard to challenge?

Is there any language used at work, or any attitudes or behaviours displayed, which are potentially inappropriate but are tolerated/accepted as workplace norms? 

	Some workplaces or sectors may potentially, in the past, have been more tolerant of inappropriate behaviours than others. Acceptance of these ‘cultural norms’ makes employees vulnerable to sexual harassment. 

[INSERT DETAIL]
	
	
	
	

	Lack of diversity in the workplace

Is the workplace dominated by one gender?

Is there are a lack of diversity in managerial/senior roles?


	A lack of diversity may mean that underrepresented groups may feel marginalised or less empowered to ‘speak up’ 

[INSERT DETAIL]
	
	
	
	

	Hierarchical workplaces/power imbalances

Do staff work in high-pressured, competitive, or stressful environments? 

Are insecure or casual working arrangements (e.g. zero-hours contracts) prevalent in the workplace? 

Are there any gendered power imbalances (e.g. where the majority of junior staff are female and managerial/senior staff are male? 

	Junior employees, new recruits and staff in subordinate positions are more vulnerable to sexual harassment and may find it more difficult to complain due to fear of adverse consequences or retaliation.

[INSERT DETAIL]
	
	
	
	

	Socialising outside work

Do staff often socialise outside work?

Is alcohol present when staff socialise?


	There is a greater risk of sexual harassment at social functions, where normal work rules/standards may be perceived not to apply (especially if alcohol is provided/available)

[INSERT DETAIL]
	
	
	
	

	Previous Incidents of Harassment 

How many reports of sexual harassment have there been in the organisation in the past 3 years?

Can any patterns or ‘hotspots’ be identified? 

Are there any reasons to suspect that staff may historically have been reluctant to raise formal sexual harassment complaints?
	Previous reports of sexual harassment may indicate areas of risk. However, bear in mind that few or no reports may indicate a lack of trust in reporting processes. 
	
	
	
	


Area of organisation/Department:
Person completing Risk Assessment:
Date of Assessment:
Next scheduled Review: 


Notes
· From 26 October 2024 the Worker Protection (Amendment of Equality Act 2010) Act 2023 introduces a new duty on employers to take ‘reasonable steps’ to prevent sexual harassment of their workers ‘in the course of employment’. This means that employers must take anticipatory, proactive measures to prevent staff being subject to sexual harassment by their colleagues, managers, and any third parties (such as clients and customers). The duty extends to some situations outside the workplace (such as staff social events).

· The meaning of ‘reasonable steps’ will vary between employers and will depend on a variety of different factors. These factors include but are not limited to; the size of the employer and the resources available; the likely impact of taking a particular step and whether a different approach might be more effective; the time, cost and potential disruption associated with taking a particular step weighed against it’s potential benefit; and whether any steps already taken have been effective or ineffective (e.g. have further incidents of sexual harassment occurred despite the implementation of a particular preventative step). 

· The Equality and Human Rights Commission (EHRC) guidance on sexual harassment at work (finalised 26 September 2024) makes it clear that an employer is unlikely to be able to comply with the preventative duty if it does not carry out a risk assessment. They enable employers to evaluate the risk of workers being exposed to sexual harassment in the workplace and the steps that may be taken to minimise those risks.

· The guidance suggests that where risks only affect one role or one worker, they should still be considered and addressed. 

· You may need to adapt this form to meet the specific needs of your organisation and identify risk factors that are relevant to your specific place of work. This risk assessment should be reviewed and updated on a regular basis. 
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