Is a complaint of Sexual Harassment an exclusive right of women? 
When we talk about sexual harassment we picture the stereotypical male executive harassing his female secretary, but have roles reversed? Are female bosses exploiting their power over men in the office?  You might laugh but for some men, sexual harassment at work is becoming a real problem.  

The Sex Discrimination Act gives employees the right not to be sexually harassed at work. There is no legal definition of sexual harassment but it can take many forms including: physical contact of any sort; suggestive remarks or so called 'jokes'; sexual propositions; unwanted comments on dress or appearance; verbal abuse of a sexual nature; leering; and displaying pornographic pictures. Since there is no single definition, the test is how the recipient feels about the behaviour.
So what should you do if as an employer you receive a complaint of sexual harassment, not from a female employee against a male colleague but the other way round and a male employee is the victim? 
The Sex Discrimination Act 1975 (Amendment) Regulations 2008 refer to women and only a supplemental note which was not part of the legislation itself made it clear that the legislation was also intended to afford protection to men. The courts have now confirmed that the regulations apply to both sexes. 

Undoubtedly most employers would be inclined to be dismissive of the concept of sexual harassment against men.  However, complaints of this nature are becoming increasingly common.  So how do you deal with a complaint from a male employee? Well, the answer is simple – in exactly the same manner as you would deal with a complaint from a female employee.
Initially, try to ascertain whether the ‘victim’ has made any attempts to confront the behaviour e.g. by asking the perpetrator to stop.  If they have and it has not stopped the harassment or they do not wish to confront the perpetrator, you must take the matter seriously and investigate the incident(s) promptly.   You should interview the ‘victim’ and obtain all relevant details of the complaint.   You must then inform and interview the ‘perpetrator’ so that he/she can fairly respond to the allegations.   Once you have concluded the investigation, you must inform the ‘victim’ of the outcome and the company’s decision as soon as possible.  You should also inform them that if they are not satisfied with the decision, they have the right to appeal.   Obviously, if the allegation is found to be true, then appropriate action must be taken against the ‘perpetrator’. You should also make sure that you follow up your meetings in writing and keep a record of your discussions with both parties involved.  
You have been warned! Ignore a complaint of sexual harassment by a male employee (or female employee) at your peril.  If your employee brings and wins a case for Sex Discrimination there is no upper limit on the amount of compensation an Employment Tribunal can award.  Are you still laughing?
