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 Date: 18th August 2026   Our ref: FOI 2026-666 

Dear XXXX,  

I write in connection with your request for information dated 17th July regarding reports of 

misogyny and harassment.  

I am required by the Freedom of Information Act 2000 to handle all requests in a manner 

that is blind as to the identity and motives of the requestor. Any information released as a 

response to a request is regarded as being published and therefore in the public domain 

without caveat.  

Following receipt of your request, research was conducted by the Professional Standards 

Department and the Strategy Unit at Wiltshire Police.  

Your request for information has now been considered, and I am able to respond as 

follows. 

You wrote:  

Under the provisions of the Freedom of Information Act 2000, I would be grateful if you 

could provide the following information for the period: 1st January 2021 to 31st December 

2025. 

1. Reported Incidents 

Please provide the number of reported incidents relating to: 

* Misogyny; 

* Misogynistic behaviour; 

* Sexist conduct; 

* Gender-based discrimination; and/or 

* Sexual harassment 

where the subject of the report was a police officer, member of police staff, volunteer, 

contractor, or other force employee, and where possible, the rank of the accused 

individual within the organisation.  

Where incidents are not specifically recorded under one or more of the categories above, 

please provide any equivalent categories used by your force to record allegations of this 

nature. 

 



 

Staff type 2021 2022 2023 2024 2025 

Police Officer 9 6 13 21 16 

Special 

Constable 

    2 

Community 

Support Officer 

 2    

Police Staff 3 5 2 3 2 

 

2. Outcomes 

For the reports identified in Question 1, please provide the number that resulted in: 

* No further action; 

* Reflective practice, management advice, or management action; 

* Misconduct proceedings; 

* Gross misconduct proceedings. 

3. Findings 

For the reports identified in Question 1, please provide the number of cases that resulted 

in: 

* A finding of misconduct; and 

* A finding of gross misconduct. 

Year No case to 

answer 

Misconduct Gross 

Misconduct 

Reflective 

Practice 

Disciplinary 

outcome 

2021 3 1 Misconduct 

– no case to 

answer 

3 Gross 

Misconduct 

1 2 Dismissals 

2022 2 No case to 

answer, 1 

withdrawn, 1 

NFA 

2 Misconduct 

– both proven 

2 Gross 

Misconduct 

0 2 final written 

warnings, 2 Dismissals 

2023 3 No case to 

answer, 1 NFA, 

1 de-recorded 

 6 Gross 

Misconduct 

0 3 Dismissals, 1 Final 

written warning, 

2024 3 No case to 

answer, 1 NFA 

and 1 de-

recorded 

3 Misconduct 5 Gross 

Misconduct 

1 1 Dismissals, 3 Final 

Written Warnings, 1 

Written Warning, 3 

Would have been 

dismissed if still 

employed. 



 

2025 3 No case to 

answer, 2 

withdrawn 

4 Misconduct 2 Gross 

Misconduct 

0 2 Dismissals, 1 Written 

Warning, 2 NFA 

 

4. Definitions and Recording Practices 

Please provide any force definition, guidance, policy, recording standard, or 

categorisation criteria used to identify or record: 

* Misogyny; No information held 

* Misogynistic behaviour; No information held 

* Sexist conduct; No information held  

* Gender-based discrimination; No information held and/or 

* Sexual harassment Please see attached policy at the end of this document.  

within workforce misconduct, complaint, grievance, or professional standards records. 

I am satisfied that all the relevant information has been passed to me and considered in the 

light of your request within the time constraints applicable under the legislation. 

Wiltshire Police would like to thank you for the interest that you have shown in the Force. 

Yours sincerely, 

Force Disclosure Decision Maker 

 

Wiltshire Police offers a re-examination of your case under its review procedure. 

Force Disclosure Unit 

Wiltshire Police HQ, London Road, Devizes, Wiltshire SN10 2DN 

Telephone 101 ext 62005 

Freedom of Information Request Appeals Procedure 

1. Who Can Ask for a Review 

Any person who has requested information from Wiltshire Police, which has been dealt 

with under the Freedom of Information Act, is entitled to complain and request an internal 

review, if they are dissatisfied with the response they received. 

2. How to Request a Review 

Requests for review of a Freedom of Information request must be made in writing to the: 

Force Disclosure Unit 

Wiltshire Police Headquarters,  

London Road, Devizes,  

Wiltshire,  

SN10 2DN  

Email at disclosure@wiltshire.police.uk.   



 

The reference number, date of the request and details of why the review is being 

requested must be included.  Requests for review should be brought to the attention of 

the Force Disclosure Unit within 20 working days of the Force’s response to the original FoI 

request. 

3. Review Procedure 

Receipt of a request for review will be acknowledged in writing to include confirmation of 

the reasons for the review.  The review will be conducted by another Decision Maker, who 

is independent from the original Decision Maker.  The Force Disclosure Unit will set a target 

date for a response.  The response will be made as soon as is practicable with the 

intention to complete the review within twenty working days.  In more complex cases the 

review may take up to 40 working days. 

The Independent Decision Maker will conduct a review of the handling of the request for 

information and of decisions taken, including decisions taken about where the public 

interest lies in respect of exempt information where applicable. The review enables a re-

evaluation of the case, taking into account the matters raised by the complaint. 

4. Conclusion of the Appeal 

On completion of the review the Independent Decision Maker will reply to the 

complainant with the result of the review.  If the complainant is still dissatisfied following 

the review they should contact the Information Commissioner to make an appeal.  The 

Information Commissioner can be contacted via the following details: 

Information Commissioner's Office 

Wycliffe House 

Water Lane 

Wilmslow 

Cheshire 

SK9 5AF 

Tel: 01625 545 700 

Fax: 01625 524 510 

Email: mail@ico.gsi.gov.uk 

Please note that the ICO's offices will be closed for the foreseeable future and are therefore 

unable to receive correspondence via post. 

If you should wish you contact them, please visit https://ico.org.uk/global/contact-us/ 

 

 









1. Conduct risk assessments - much like health and safety, as an employer we must
proactively assess the risk of sexual harassment occurring in the workplace.  This involves
identifying high-risk areas, such as lone working environments or roles with high
interaction with third parties and reviewing any existing preventive measures.   Regular
updates to the risk assessment are crucial as workplace dynamics change.
 
2. We will foster an inclusive workplace culture - prevention is better than cure.   A
positive, inclusive workplace culture that promotes respect and zero tolerance for
harassment is essential.  We will foster this by:

> Ensuring visible support from our senior leadership.
> Regularly communicating harassment policies.
> Promoting a respectful and inclusive environment.

 
As per Section 9 we will continue to ensure effective reporting and complaint mechanisms
- employees must feel safe and supported in reporting harassment. We will establish clear,
accessible reporting processes and ensure all complaints are taken seriously and handled
professionally.
 
3. We will ensure continued messaging on our anonymous reporting tools to encourage
more workers to come forward, knowing their concerns will be treated with confidentiality.
 
4. We will ensure we provide regular training - regular, tailored training on sexual
harassment is essential for all staff, ensuring everyone understands what constitutes
harassment, how to report it, and the consequences for those who breach policy.  Beyond
compliance, training should foster an environment of inclusivity and mutual respect.
 
5. We will monitor and evaluate progress - prevention efforts are not static.   We will
continuously monitor and evaluate the effectiveness of their harassment prevention
measures.

 
On the 6th of April 2026, under the Worker Protection Act 2023, further protections came
into effect which extends whistleblowing safeguards to protect workers who report sexual
harassment.   The law now makes it explicit that workers who raise concerns about sexual
harassment will be protected under the whistleblowing legislation.
 
4.9.  A Whistleblower is an individual who raises a genuine concern relating to any of the
following.
 
4.10.  Whistleblowing is the disclosure of information which relates to suspected wrongdoing
or dangers at work.  Please see the Reporting of Wrongdoing Policy for further information and
reporting processes.
 
4.11.  ACAS guidance requires employers to assess and mitigate third‑party risks for example
(home visits, custody interactions, public events).

5.   General.

5.1.   Sexual harassment can happen regardless of the individual’s or alleged perpetrators
gender identity or sexual orientation.
 













HUMAN RIGHTS AND EQUALITY IMPACT.
This policy has been drafted to comply with the principles of the Human Rights Act 1998 and
Equality Act 2010.   Members of Wiltshire Police administering this policy are responsible for
ensuring that in its application, those to whom the policy applies, shall not receive less
favourable treatment because of their age, disability, gender re-assignment, marriage and civil
partnership, pregnancy and maternity, race, religion or belief, sex or sexual orientation.

Revision History

Version Date Summary of Changes

2.0 20.03.2026

Scheduled review: Policy amended to bring it into line with the Worker
Protection(Amendment of Equality Act 2010) Act 2023
Requirement for Reactive reporting through anonymous reporting systems,
A continual risk assessment of sexual harassment in the workplace,
Investigation of reports of sexual harassment and monitoring of trends
added.

2.0 07.04.2026

Policy amended to align with the NPCC Sexual Harassment Policy 2026 and
the additional protections coming into force 06.04.2026 under the Worker
Protection Act 2023  - paragraph 4.5 amended, new paragraphs 4.6 to 4.10
added.


