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	RISK ASSESSMENT ON SEXUAL HARASSMENT
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Definition of Sexual Harassment
Unwanted conduct of a sexual nature that violates a person's dignity or creates an intimidating, hostile, degrading, humiliating, or offensive environment. 
 Sexual harassment can happen to anyone of any gender by a perpetrator of any gender,

Completing the Form
Each area of risk should be considered carefully, and where the response is ‘yes’, consideration given to what preventative action could be put in place to eliminate or reduce the risk of sexual harassment occurring (some prompt questions have been highlighted to help consider this and some suggestions of preventative action). 
Answering ‘yes’ does not in all cases mean something is wrong in the area being assessed, but instead it is about raising awareness of potential contributing factors (which can start to combine). 
These lists are not exhaustive and is not intended to offer stock responses, but instead to offer some food for thought or prompts to aid consideration with examples of possible measures to reduce/remove risks are offered (also non-exhaustive). In many cases the same considerations may apply across multiple different questions therefore this guide does not seek to duplicate examples but instead all examples should be considered interchangeably.
Coordinators should use this information to support their own thought process, tailored to the specifics of their local area.
Risks That will be covered are:
1. Lone Working
2. Power Imbalance
3. Events at which Alcohol is Present
4. Third Party Contact
5. [bookmark: _Hlk207793705]Lack of Diversity
6. Cultural Norms at the workplace
7. WhatsApp groups & Social Media
8. Travelling abroad
	The Risk Factor that has been identified
	 Who is at risk
	Existing Measures controls in place in place to address the issue
	Is there a risk (Y/N)


	Lone Working
	Course staff  
 
Students 

	1. The Lone Working policy provides guidance to staff on precautions that staff should take when working on their own Resources | StaffNet | The University of Aberdeen (abdn.ac.uk) however the most important element of prevention is education of staff on behaviours which are acceptable in a workplace. 2.

2. The Dignity at Work & Study policy emphasises and complements the training which staff are required to complete upon commencing work at the University (see section 5 of the policy).

3. Staff are encouraged to download and use SafeZone https://www.abdn.ac.uk/toolkit/documents/uploads/safezone.pdf

4. The Online Report tool is available to all staff and students provides advice that explicitly addresses sexual harassment and enables staff to report any incidents and seek advice

https://www.abdn.ac.uk/about/inclusive/support/online-reporting-tool/

5. Security patrols take place out of hours.

	Y
Homeworking occurs regularly in school.
Academic staff have single offices, and other staff may be working alone in an office. However, limited examples on campus where individuals are without immediate access to another employee.
Limited out of hours working.


	Further Actions Required: 
1. Ensure staff within the School are reminded of key policies to promote awareness and compliance.  ie Lone Working Policy and Dignity at Work and Study Policy. 
2. Promote staff awareness and usage of the SafeZone App to enhance personal safety and emergency response. All staff encouraged to download and use the SafeZone App.
3. Increase staff awareness and usage of the Online Report Tool to support a safe and respectful working environment. 
 Who is Responsible for these: All staff and students.

Date for completion: June 2026




	What is the Risk Factor that has been identified
	 Who is at risk / might be harmed
	Existing Control Measures controls in place in place to address the issue
	Is there a risk / Are Further Controls Required (Y/N)


	Power Imbalance
	Course staff  
 
Students 

	1. The University has two main policies which cover harassment and how the University will deal with incidents of harassment when it occurs.   

2. The Dignity at Work and Study Toolkit also contains the Personal Relationships Policy - Staff and the Personal Relationships Policy – Staff and Students.

Noting:
Abuse of power – this is where someone, regardless of their protected characteristics, uses their position of power or authority in a manner which would be deemed unacceptable by any reasonable person looking at the facts.  Power could be abused by someone who is in a more senior position, or where a significant age differential is a factor, or by someone who holds a position of trust.  Abuse of power can take many forms and may include issues such as grooming, coercion, predatory behaviour or putting pressure onto someone to engage in conduct they do not feel comfortable with.  An abuse of power can also result in less favourable treatment following the breakdown of a relationship.

https://www.abdn.ac.uk/staffnet/working-here/hr/toolkits/dignity-at-work-and-study/

3. As well as the Online Reporting Tool there are multiple channels for reporting to ensure reports can be made safely even if the harasser is in a position of power and with protection against negative consequences
	Y 

	Further Actions Required: 
1. Remind staff to complete the training that will allow them to recognise and report sexual harassment, bystander intervention and the consequences of sexual harassment. “Understanding and confronting sexual harassment at work”
2. Remind students about the reporting and support mechanisms - Online Reporting Tool | About | The University of Aberdeen 

Who is Responsible for these: Course staff + students 

Date for completion: Prior to and during the field course



	The Risk Factor that has been identified
	 Who is at risk
	Existing Measures controls in place in place to address the issue
	Is there a risk (Y/N)


	Events at which Alcohol is present
	Course staff  
 
Students 

 
	1. Behaviours expected at work are outlined in Dignity at Work Policy
2. The University has a Policy on Drugs and Alcohol, reminding staff of the standards to be expected at work at all time

	Y

	Further Actions Required: 
1. Ensure colleagues are aware of the Policy on Drugs and Alcohol.  Colleagues representing the University should remain aware of the expected standards of behaviour (including when representing the University off-campus). 
2. Ensure colleagues travelling together are aware of expected standards of behaviour and foster an environment where teams reflect upon their own power and privilege and actively seek feedback/input from their team regardless of their level of authority.
3. For off-campus events remind staff that work-related events are considered an extension of work and while the atmosphere will be more relaxed the same workplace policies apply. 
4. Give consideration to ensuring a small number of responsible individuals will refrain from alcohol and be cognisant of others' behaviour.
5. Ensure students are aware of expected standards of behaviour.

Who is Responsible for these: Course staff + students

Date for completion: Prior to and during the field course




 
	The Risk Factor that has been identified
	 Who is at risk
	Existing Measures controls in place in place to address the issue
	Is there a risk (Y/N)


	Third Party Contact
	Course staff

Students 

Suppliers

Members of the public 
	
1. The University’s policies and support measures are followed or accessed in all cases, including where the alleged perpetrator is a third party.  The University shall support any member of staff who experiences an issue with making a complaint to a third-party employer should this be appropriate.

2. Likewise, any visitor or other party who interacts with University staff has the right to make a complaint about sexual harassment and it will be treated seriously and investigated in line with the University’s policies.  

3. The University is also a third-party reporting centre for hate crime and has a number of staff trained in supporting disclosures and signposting to relevant support organisations.

	Y

	Further Actions Required: 

1. Ensuring routes to report/support mechanisms are clear and understood.

2. Remind staff to complete the training that will allow them to recognise and report sexual harassment, bystander intervention and the consequences of sexual harassment. “Understanding and confronting sexual harassment at work”

3. Ensure that UoA’s zero tolerance approach to sexual harassment is communicated to third parties via email and notices displayed in public areas.

Who is Responsible for these: Course staff + students

Date for completion: Prior to and during the field course 




	The Risk Factor that has been identified
	 Who is at risk
	Existing Measures controls in place in place to address the issue
	Is there a risk (Y/N)


	Lack of Diversity 
& Cultural norms at the workplace
	Course staff

Students 

	
1. All staff are required to complete mandatory Diversity in the Workplace Training
2. School Athena Swan Action plans, with EDI events
3. The UoA has implemented an Anti-Racism Strategy




	Y 

	Further Actions Required:

1. Ensuring routes to report/support mechanisms are clear and understood.
2. Promote an environment where staff and students feel safe discussing concerns and suggestions for improving the culture
3. Remind staff of sources of support at the University, EAP programme, Mental Health Advisers, Dignity at Work Advisers
4. Continue promote an environment where colleagues feel safe discussing concerns and suggestions
Who is Responsible for these: Course staff + students

Date for completion: Prior to and during the field course, ongoing




	The Risk Factor that has been identified
	 Who is at risk
	Existing Measures controls in place in place to address the issue
	Is there a risk (Y/N)


	Unofficial WhatsApp groups & Social Media

	Course staff

Students 


	1. The Robust Dignity at Work Policy that also defines cyberbullying and harassment 
2. UoA Social Media Policy and guidelines, remind staff and students to be respectful and avoid any content or language that that can be read (even unintentionally) as demeaning or insulting to individuals




	 Y


	Further Actions Required:
1. Communicate awareness of the social media policy. 
2. Ensure understanding that behaviours can be viewed as impacting on employment even if they occur outwith working hours and on non-work channels 
3. Ensure understanding that behaviours can be viewed as impacting on study even if they occur outwith working hours and on non-work channels -Code-of-Practice-in-Student-Discipline-(non-academic)---(From-1-August-2023).pdf
4. Create an environment where colleagues can call out  in particular that behaviours go beyond using social media for work purposes and ensure colleagues/students are aware of the definitions of social media (e.g. messaging apps are included). 


Who is Responsible for these: Course staff + students

Date for completion: Prior to and during the field course





	The Risk Factor that has been identified
	 Who is at risk
	Existing Measures controls in place in place to address the issue
	Is there a risk (Y/N)


	Travelling abroad

	Course staff

Students 

	1. Staff who are travelling are aware of the Global Mobility Policy
2. Risk assessments for travel can be found here - https://www.abdn.ac.uk/staffnet/working-here/health-safety/local-health-and-safety/#panel47100





	Y

	Further Actions Required:
1. Designate a named member of staff as a point of contact for individuals to report concerns or seek assistance while on field course. 
2. Ensuring routes to report/support mechanisms are clear and understood.
3. Ensure travel arrangements mitigate any risks

Who is Responsible for these: Course staff + students

Date for completion: Prior to the field course start date 




AS A REMINDER
	1. What to do when a harassment complaint is made

	· Act immediately to resolve the complaint taking into account how the individual wants it to be resolved. 
· Respect the confidentiality of all parties. 
· Protect the complainant from ongoing harassment or being victimised during an investigation or complaint. For example, move the alleged harasser to another team or site.
· You should also protect witnesses to the sexual harassment. If an individual makes a complaint of harassment that may be a criminal offence, you should speak to the individual about whether they want to report the matter to the police and support them with this if they go ahead. 


	1. University wide action

	
· As well as having policies in place which detail how complaints received will be dealt with (Investigation/Discipline/Addressing GBV and DW&S), approximately 300 staff have been trained to take disclosures of complaints such as these.  The LISTEN training, delivered as part of the ongoing Addressing Gender Based Violence work and in particular in support of the University’s commitment to the Emily Test charter, ensures that we have a cohort of staff who are well prepared to support anyone making a disclosure and to signpost to advice whether they wish to make a formal complaint or on occasion raise the matter with the Police.

· The University also has groups of other trained individuals such as Mental Health First Aiders and Race Equality Champions who can support staff making a disclosure, recognising that there are often intersectional issues as part of a harassment complaint.

· The HR policies and the Dignity at Work and Study Guidance Notes we have in place outline the steps which can be put in place to support and protect complainants or witnesses from victimisation.

· The University does not use confidentiality agreements in relation to any issue related to sexual harassment.

· The new Investigation Policy introduced in 2023 ensures that a complainant will receive a notification of the outcome of their complaint as soon as is practicable.  Steps have also been introduced to ensure that investigations into complaints of this type are conducted as quickly as possible with Investigation Officers who have completed the LISTEN training.
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