SCRIPT FOR SEXUAL HARASSMENT TRAINING – UK & Ireland
ABM is committed to ensuring a safe and productive work environment for all team members. ABM strictly prohibits sexual harassment. This training will cover important information you need to know if you work in the United Kingdom & Ireland.
In addition to breaching ABM’s policies, sexual harassment is a form of unlawful discrimination.
Definition of sexual harassment
Whilst there are some subtle differences between UK&I discrimination laws, there are common principles.
Sexual harassment is unwanted behaviour of a sexual nature which has the purpose or the effect of violating a person’s dignity or, creating an environment that is intimidating, hostile, degrading, humiliating or offensive.
The conduct does not need to be sexually motivated. Sexual harassment can include unwelcome verbal or physical behavior of a sexual nature and it includes a wide range of behaviour, e.g; sexual comments or jokes; displaying graphic pictures, posters or photos; propositions and sexual advances; making promises in return for sexual favours; sexual gestures; spreading sexual rumours about a person; sending sexually explicit emails or text messages; unwelcome touching, hugging or kissing.
It may also be sexual harassment if an employee rejects or submits to unwanted behaviour, and because of that rejection or submission, that person treats the other less favourably. For example, it will be sexual harassment for a manager whose repeated advances to a more junior employee have been consistently rebuffed subsequently to give that employee a poor performance review because they rejected the manager’s advances.
 Sexual harassment can occur:
· Regardless of the gender of the person committing it or the person exposed to it.
· Regardless of whether a person is internal or external to ABM UKI (For example, Colleagues, Managers, Supervisors, Clients, Customers or Suppliers).
· Regardless of the people being targeted (for example individuals or groups of colleagues). It may also consist of a single incident or repeated inappropriate behaviour.
· Either on or off ABM UKI business premises, including at external training events, or other business organised social events.
Sexual interaction that is invited, mutual or consensual is not sexual harassment (because it is not unwanted), but situations change and sexual conduct that has been consensual in the past may become unwanted.



Examples of sexual harassment

Let’s look at a few examples of what constitutes sexual harassment:
· John manages June and one day while together in a breakroom, John asks June if she has a boyfriend. June says she would prefer not to talk about her personal life at work. John, however, repeatedly talks to June about his dating life and asks for June’s advice on how to flirt with other women, including other ABM team members. June repeatedly tells John she does not want to discuss either of their personal lives at work, yet John keeps doing it. This conduct breaches ABM’s policy and could be considered sexual harassment.
· Ross is attracted to his coworker, Ben. Ross sends Ben a text message with a sexually explicit image that Ben finds offensive. Ben does not respond. A few days later, Ross texts Ben that he cannot stop thinking about him and wants to take Ben out for dinner. Ben again does not respond. This conduct breaches ABM’s policy and could be considered sexual harassment. In this example it is important to understand it does not matter whether Ross uses his business or private phone to send content, it can still be categorised as offensive or harassment and in breach of ABM’s policy.
· Scott, Robert, and Patricia are coworkers who share cubicle space near one another. Frequently during workdays, Scott and Patricia loudly discuss their sex lives and interests and make lewd and obscene jokes and gestures. Robert is offended by their behavior but does not ask them to stop because he is worried they will bully him if he lets them know the behaviour bothers him. This breaches ABM’s policy and could be considered sexual harassment.

Third-party sexual harassment
[bookmark: _1722249546-28693459]As referred to above, sexual harassment can include harassment by third-parties. Team members will have contact with third parties, such as customers or suppliers. We will not tolerate sexual harassment of our team members by any third party. As with any harassment or bullying, if you experience or witness harassment by a third party, we would urge you to report it in accordance with the procedure below.

Retaliation (sometimes referred to as Victimisation)
ABM strictly prohibits retaliation against any person who, in good faith, complains about sexual harassment, either internally or via external agencies objects to, opposes, or speaks out against sexual harassment, participates in a sexual harassment investigation, or files, testifies, or assists in any investigation, proceeding, or hearing. 
Examples of retaliation include the following, if motivated by anger, hostility, or other negative feelings toward the individual for their protected conduct:
· Terminating, demoting, suspending, or refusing to hire the individual
· Marginalising, ostracising, or refusing to engage with the individual
· Depriving the individual of equal consideration in employment decision
Victimisation is a legal concept that is defined in discrimination legislation and means treating a worker badly because in specific cirumstances.
Examples of victimisation:
· Failing to consider a team member for promotion because they have previously made
a sexual harassment complaint
· Dismissing someone because they accompanied a team member to a meeting
about a sexual harassment complaint
· Excluding someone from work meetings because they gave evidence as a
witness for another employee as part of an employment tribunal claim about
harassment.
Reporting a complaint
Any team member who believes they or another team member has been subjected to sexual harassment or retaliation should, as soon as possible, report it to their human resources representative or ABM’s Compliance UK&I Hotline at 0800-069-8801 for the UK and 1-800-903-224 for Ireland or at abmhotlineeurope.ethicspoint.com.
Further information on the process and what the complaint will need to cover can be found in ABM’s Dignity at Work Policy.
ABM will promptly and thoroughly investigate all complaints of sexual harassment or retaliation. Any team member who after investigation is found to have violated ABM’s policies by engaging in sexual harassment or retaliation will be subject to disciplinary action up to and including termination of employment.
ABM holds supervisors and managers to a higher standard, as they are specifically responsible for preventing sexual harassment and retaliation. If a supervisor or manager receives a complaint or information about sexual harassment or observes behavior that may be sexual harassment, they must immediately report it promptly to their human resources representative or the UK&I ABM Compliance Hotline. Supervisors and managers are required to report it even if the team member says they don’t want it to be reported. Supervisors and managers who knowingly fail to prevent sexual harassment or to timely report sexual harassment complaints will be subject to disciplinary action up to and including termination of employment.
Support
The Company has dedicated Employee Assistance Programmes (EAP) which provides a range of facilities, including counselling, to support team members who are dealing with challenging situations. 
For further information on the EAP, the team member should contact their HR representative.
Taking steps to prevent sexual harassment
ABM has taken, and will continue to take, reasonable steps to prevent sexual harassment.
Team members also have a responsibility to take reasonable steps.
Bystanders may be able to intervene when witnessing sexual harassment by taking one of the following actions:
· Interrupt the harassment by asking the individual being harassed to help you with a work responsibility to separate the individual from the harasser.
· Ask a third party to help intervene to stop the harassment.
· Record or take notes on the harassment incident to benefit a future investigation.
· Check in with the person who has been harassed after the incident and be supportive.
· If the bystander feels safe, they can confront the harasser and tell them to stop the behaviour. When confronting harassment, physically assaulting an individual is never appropriate.
Summary
As a result of this training, you should understand the following:
· Sexual Harassment is inappropriate workplace behavior
· Identifying conduct that may constitute sexual harassment
· The importance of reporting Sexual harassment, particularly for those who have supervisory responsibilities
· Ways you can report sexual harassment within ABM.
Thank you for attending this training, ABM strongly encourages you to provide feedback about this training and the materials presented.
