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Foreword
Everyone should feel safe after 
dark in our city.
Life in Bristol goes on beyond daylight hours, with many of 
us working, socialising and enjoying the city at night. And yet 
we know that being out at night can induce anxiety for many 
women, with most women surveyed having experienced some 
level of harassment. 

This needs to change. But it requires all of us to come together 
to improve the safety of women, and everyone, at night. 

This charter is our call to action for all organisations, large or 
small, to join us in tackling gender inequality and make Bristol a 
fair and inclusive city, where everyone is welcome.

We have provided practical steps towards addressing women’s 
safety in your workplace and have done this work with a specific 
focus on the night-time economy. 

Thank you to all those who have fed into this charter including 
Bristol’s Violence Against Women and Girls specialists, our 
venues, Avon and Somerset Police and the Bristol Nights Panel, 
and helped us to create something we believe can deliver real 
change. Special thanks to Amy Lamé, Night Czar for London, for 
sharing their work in this area.

In 2022, it should go without saying that women deserve to  
feel safe at night. This is a significant step towards making  
that a reality. 

From Mayor Marvin Rees & Cllr Helen Holland, cabinet member 
with responsibility for women 
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What is the Bristol 
Nights Women’s  
Safety Charter?
The Women’s Safety Charter is a new initiative Bristol Nights 
are introducing to improve the safety of women who work in the 
night-time economy.

This charter is specifically aimed at employers with a female 
workforce who are at work between 6pm and 6am. It is intended 
to enable organisations to prioritise safety of women both in the 
workforce, but also as customers of Bristol’s thriving night-time 
economy. 

This is a practical guide to accompany a citywide training 
programme - inviting Bristol businesses to take a zero tolerance 
stance on the harassment of women. 

It is designed to encourage all Bristol employers to make a 
commitment and enable systemic change for prioritising safety 
of women in the workplace. This charter has been designed with 
the night-time economy in mind, but is beneficial to the entire 
24-hour economy, including anyone who works in and enjoys  
the city at night. 

The seven commitments outlined in this toolkit work towards 
improving the safety of women after dark. 

From Bristol’s Night-Time Economy Advisor, Carly Heath



Women’s 
Safety 
Charter

Seven 
Commitments 

Champion

Appoint a named contact 
for this work who will 
champion and drive forward 
any action taken.

Communicate 

Create positive, 
public/staff-facing 
communications campaign, both 
online and in your space(s).

Support your 
Staff 
Make clear the routes for 
reporting unacceptable 
behaviour while at work and 
supporting cultural change.

1. 2. 3.

4. 5. 6.

7.

Support the 
Public
Communicate routes for 
reporting unacceptable 
behaviour while using your 
service or space at night.

Training: 
responding
Provide staff training on the 
issue, including what to say/do 
and not say/do, and any 
relevant policies.

Training: 
recording 
Ensure staff training on 
information sharing and 
appropriate recording of 
details.

Design for 
Safety 
Audit your spaces and adapt 
them to promote a safer 
environment and reduce risk of 
crime and sexual misconduct.
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1. Champion
Appoint a ‘Champion’ for women’s safety within your organisation

Make all team members aware of who your Champion is so that they can 
go to them for advice and resources on women’s safety

Partner with your local Avon and Somerset Police Neighbourhood Police 
Team www.avonandsomerset.police.uk/your-area to network and share 
best practice.

What is a Champion?
A Women’s Safety Champion in your workplace is someone who makes a difference 
because they are:

• Passionate about helping people understand that women’s safety is a shared 
responsibility

• Able to give time and resources to undertake meaningful activities and advocate for 
practical and cultural changes

• Willing to engage colleagues constructively and positively when taking action to 
address women’s safety, and encouraging others to do so too

• Keen to spread the word about the commitments you have been able to meet

• Able to empower colleagues to challenge unsafe language, behaviours and practice 
and support the training agenda.

Who should the Champion be?
The Champion could be anyone within your organisation, i.e. Licensee, HR Manager or 
a supervisor. Ultimately the decision is yours, on who you think best fits the role and is 
capable of driving systematic change across your organisation. The role is more about 
passion and being an active ally, rather than previous experience or qualifications.

What will the Champion do?
The Champion will become the main point of contact for work around the safety of women, 
ensuring that all priorities are met. They will oversee the promotion of a culture of belief at 
your organisation and share best practice with other organisations. 

It is important that you support the Champion to do this role effectively. For example, by 
ensuring that the person’s manager understands extra responsibilities it brings and the 
time requirements involved.
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2. Communicate
Communication is key. Let your staff and customers know that you are 
taking women’s safety seriously

Make sure to use your organisation’s platforms (internal and external) 
to communicate your zero tolerance on harassment and clearly show 
reporting procedures.

Why is a communications campaign important?
Sharing your organisation’s commitment to the safety of women can have a huge positive 
impact for your staff and customers. People want to know that where they work and spend 
their time is safe.

By displaying campaign information, signposting reporting procedures and sharing your 
priorities with staff and customers, you are communicating a clear narrative that it is the 
right of every woman to be safe and feel safe at night. The safety of women is at the heart 
of your company’s values.

What should this campaign look like?
This might take the form of a poster campaign, publishing your harassment policy on your 
website and reminding customers of your dedication to women’s safety on your social 
media channels. Like the Bristol Nights ‘It’s Not OK’ campaign, it’s about communicating 
zero tolerance to all behaviours that make others feel uncomfortable or threatened. 
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Do
Give a zero tolerance message and include 
why this is not okay (e.g. “no one should feel 
unsafe while they are here”)

Summarise the options you are able to offer 
for reporting (e.g. text, email, app) 

Use positive language (e.g. “we aim to create 
a welcome space for all our customers...”)

Focus on the consequences for unacceptable 
behaviour (e.g. “you will be asked to leave...”)

Communicate to your staff that as an 
employer you take all complaints, including 
sexual harassment by third parties e.g. 
customers, of sexual harassment seriously.
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Don’t
Blame the victim of the abuse or make them 
responsible for solving it (e.g. telling people 
to stay with their friends and stay alert to 
their surroundings). Women who are targeted 
should not have to change their behaviour 
when it is perpetrators who can make a 
choice not to harass

Use graphic images which can be off-putting

Use sensationalising language or humour 
when describing these offences

Scaremonger or use descriptions of victims 
or perpetrators

Make the process for reporting lengthy and 
complicated

Give mixed messages. 



11

3. Support your staff
Create an environment where staff feel comfortable and confident to 
report any sexual harassment or assault they have experienced at work

Providing resources and details of local services is an essential part of 
supporting your staff. If you have HR or employee assistance policies, 
make sure these include information around the Women’s Safety 
Charter. 

How can we create this environment?
There are lots of different ways that you can change your organisation’s environment to 
ensure you are creating a culture that is safe for your staff.

Creating a supportive environment
Examples of how to create a safe environment include:

• Publish your Sexual Harassment Policy and Equalities Statement online

• Invest in sexual harassment and equalities training for the whole team, such as the 
Bristol Nights introductory training to tackling sexual harassment

• Undertake an anonymous survey of your staff team to get a full view of how safety 
is experienced across the organisation. Who feels safest? In which roles? When do 
particular workers feel the least safe and why?

• From the survey, conduct a risk assessment identifying situations, places and times 
when women’s safety is compromised and take actions to mitigate the risks

• Send a memo to all staff clearly communicating your policy and reminding them that 
all reports are confidential and will be taken seriously

• Call a special meeting with managers to discuss and plan the different ways women’s 
safety could be made a priority, including supporting the progress and leadership 
journeys of women in your organisation

• Address workplace bullying and use administrative measures to vary power dynamics, 
for example rotating who chairs the meetings. This includes ensuring that every 
employee has more than one line manager who they can talk to

• Investigate how skilled your teams feel when it comes to challenging harmful jokes 
or comments in the workplace. You can use role play as the best way of addressing 
inappropriate behaviour.
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Being sexually harassed is extremely distressing 
and can be life-changing.
The person making the complaint will need to feel assured that:

• They will be taken seriously

• You will not try to make them confront the person they say sexually harassed them

• They won’t be quizzed about their personal life

• Other people will not find out personal information about them

• They will not be victimised for making a complaint.

Responding to a report
Some best practices to support your staff when filing a report include;

• Ensure that you and everyone involved keep the matter confidential

• Think very carefully about the way you handle a report, to make sure you do it fairly and 
sensitively and follow the right procedures

• Make sure you carry out a fair and thorough investigation and handle it very carefully

• If the report becomes a formal complaint, tell everyone involved in the report what the 
process will be and what the outcomes are when they will be decided

• Handle the complaint as quickly and thoroughly as possible

• Signpost to specialist support organisations. There is a list of support services in the 
Further Information section on page 20

• Check to see if your organisation has an employer support scheme.

• Review the ACAS Advice on Sexual Harrassment

• The procedure you’ve followed will be taken into account if the case reaches an 
employment tribunal

• Ensure the person is able to report informally to you, as well as to make a formal 
grievance, if this is what they want to do

• You might consider a disciplinary procedure against the person they’re reporting if they 
are your employee

• Your own sexual harassment policy and procedure, if you do not have one the TUC have 
a helpful resource

• An employment tribunal will expect you to have taken all reasonable steps to prevent 
sexual harassment. Otherwise, you could be held responsible too. This is called 
‘vicarious liability’.

Internal procedures (see resources page 21)
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4. Support the public
Have a clear written policy and procedure on how your organisation will 
respond to reports of harassment or assault and what people can expect 
from any processes. This needs to be publicly available.

There are many ways in which you can ensure that members of the 
public feel supported, for example you should:
• Make sure that anyone who experiences sexual harassment or assault is able to report 

it in a simple, straightforward way

• Offer a range of reporting methods, for example: in person, email, telephone, or 
feedback form

• Take into account how accessible these methods are and how you can make sure 
people trust these methods.

You should make sure that:
• Reporting sexual harassment is as easy as possible

• The person who has experienced it or witnessed it feels safe and protected

• You talk to them privately and allow plenty of time.
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5. Training: Responding
Ensure your staff believe and support anyone who comes forward to report 
something that makes them feel uncomfortable. Make sure management 
supports staff by encouraging belief

Ensure your staff understand that sexual harassment can be racialised and 
otherwise used to in ways that draw on difference or disadvantage such as 
a person’s disability, gender identity or insecure employment status. This 
targeted kind of harassment should be acknowledged and recorded

Provide specialised training for your staff on sexual harassment and assault, 
with a focus on how to respond and intervene if incidents take place.

Stage 1: 
Notice the event/
behaviour 
This is about being 
informed about what is 
inappropriate and noting 
the behaviour to oneself.

Stage 2: 
Interpret it as a 
problem and or 
emergency
Don’t presume that the 
problem has been solved/
underestimate its importance 
even if the person who is the 
target doesn’t say anything.

Know the behaviours and 
recognise them as a problem.

Stage 3: 
Feel empowered to 
take responsibility 
for dealing with it
It’s your responsibility to be 
active in some way. 

Do not assume that 
someone else will 
intervene, or that because 
you are not causing the 
problem, it is not your 
responsibility to be part of 
the solution.

Know the behaviours 
and recognise them as a 
problem, and then feel like 
you want to take action to 
challenge them.

Stage 4: 
Possess the 
necessary skills  
to act.
This can involve having 
had training or information 
on how to intervene.

Ensure you feel like 
you have the power and 
knowledge to intervene 
and challenge issues.

Ensure that every team 
member who is public 
facing is confident and 
has been trained in how 
to take a report of sexual 
harassment.

Ensure team members are 
aware of referral routes 
for further support.

Helpful Interventions
There are 4 stages of being a good and supportive bystander that is proven to make an impact.
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6. Training: Recording
Ensure all reported incidents of sexual harassment or assault are 
recorded in compliance with data and confidentiality guidelines

All organisations should follow appropriate discretion and 
confidentiality

Licensed premises should make use of their incident book.

Staff should know that no matter how minor the incident might seem, it is important that  
it is recorded – in an appropriate amount of detail and in a factual manner without  
personal opinions.

Where it involves a staff member they should also know that each situation is dealt 
with fairly regardless of who is involved. This is important because it can reduce fear of 
victimisation acknowledging that women who do speak up about sexual harassment 
should not ‘become’ the problem in the eyes of their employer. Your staff should know  
their rights.
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7. Designing for safety
Check that all CCTV and lighting is functioning correctly.

Assess your provision of accessible, single cell all-gender and single sex 
bathrooms

Commission a Safety and Access audit of your buildings and spaces and 
publish the findings online and in a printed form. For example, the venue 
heat map below can be used to identify areas that require improved 
safety measures

Attend meetings with the local Avon and Somerset Police Safer 
Neighbourhood Team.

Main 
Entry

Front 
Desk

Dance 
FloorMens 

Toilets

Mens 
Toilets

Womens 
Toilets

Womens 
Toilets

Dance 
Floor

Bar

DJ

Stage

Bar

Bar

Bar

Bar

High Intensity

Grade 1 & 2 
incidents

Low Intensity

An example venue hotspot map
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Why sign up to the Women’s 
Safety Charter?
National context
The safety of women at night is a concern for the whole nation, with most of women 
experiencing sexual harassment at some point in their lives and some reporting 
experiencing this type of abuse on an almost daily basis.  

Safety of women at night is a key area of focus for central government and is now 
integrated into wider government work on tackling violence against women and girls, and 
the attitudes that support this violence.

The Equality Act 2010 defines sexual harassment as unwanted conduct of a sexual 
nature which has the purpose or effect of violating someone’s dignity, or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for them.

Sexual harassment in the workplace 
Sexual harassment, sexual assault and hate crimes generally are not experienced in the 
same way as other offences. This is in part because they target identity, that is, who a 
person is or is perceived to be. This is very personal. It means that victims often blame 
themselves and remain silent about what happened, whether due to self-blame, fear of 
being blamed, of being disbelieved, or being further victimised.

The Government Equalities Office recently undertook a sexual 
harassment survey and found
• Workplace sexual harassment occurs not just in the workplace also in other work 

related environments such as pubs, restaurants and on journeys home

• Levels of reporting are very low in the workplace and therefore likely to be 
underestimated by an employer

• Often the process for reporting sexual harassment is felt not to be conducive to a good 
outcome for the victim-survivor and can put people off reporting 

• Employers could do more to publicise their position on sexual harassment

• Almost a quarter of employees stated that they did not know whether their employer 
was tackling sexual harassment well

• Only a third (35%) were sure that their employer had a clear accessible policy on 
sexual harassment at work
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Local context
Bristol has a very vibrant and active night time economy. We have a large university 
population with Bristol University and University of West of England having approximately 
60,000 students, of which 33, 546 are female. In 2019, the UK night-time economy was a 
£66 billion industry. 

In 2018, 91,620 people worked in the Bristol night-time economy, this is 30% of all Bristol 
jobs. The workforce is made up of 37,220 people (40.6%) working in 24-hour health 
and personal social services, 23,720 people (25.9%) working in night-time cultural and 
leisure activities, 21,940 people (23.9%) working in activities supporting wider social and 
economic activities and 8,740 people (9.5%) working in activities supporting night-time 
cultural and leisure activities.   

Statistics specifically relating to a recent Bristol Nights survey of 
night-time venues showed that:

97% of the people surveyed had been harassed or had known someone who has been

60% of venues said they have experienced harassment at their venue, with most venues 
choosing to use a zero-tolerance policy

32% of venues have not received training around this issue

82.7% of venues feel they would benefit from further training

26% of men believed sexual harassment involved just physical actions

In response to the question, ‘Do you feel comfortable reporting sexual   
harassment to the venue?’

56% said yes, 34% said maybe and 10% said no  

95% said they would feel more comfortable reporting if they knew  
the venue had further training
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Further information & resources 
Equality Advisory Support Service (EASS)
If you have experienced discrimination, which includes sexual harassment and harassment 
related to your sex, you can get help from the EASS discrimination helpline. Monday to 
Friday 9am to 7pm and Saturday 10am to 2pm. Telephone 0808 800 0082. Text phone 
0808 800 0084

Equality and Human Rights Commission (EHRC)
You can find useful information about discrimination and sexual harassment on the EHRC 
website at www.equalityhumanrights.com.

Rights of women legal advice line for women who have been sexually harassed

https://rightsofwomen.org.uk/get-advice/sexual-harassment-at-work-law/

Rape Crisis
https://rapecrisis.org.uk/

Victim Support
24/7 Support line on 0808 1689 111 www.victimsupport.org.uk

Victims Information Service
0808 168 9293 www.victimsinformationservice.org.uk

Women’s Aid
Support for women experiencing domestic abuse www.womensaid.org.uk 

Avon and Somerset Police
999, in person or online www.avonandsomerset.police.uk/report/crime-or-incident

Somerset and Avon Rape and Sexual Abuse Support (SARSAS) 
0808 801 0456 or 0808 801 0464 www.sarsas.org.uk
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University of Bristol 
Report and Support online portal https://reportandsupport.bristol.ac.uk/

The Bridge Sexual Assault Referral Centre 
Access support and medical testing without making a police report if you are not ready

https://www.thebridgecanhelp.org.uk/ 

BAVA
https://www.bava.org.uk/ 

ACAS & TUC industry support
Sexual harassment advice: https://www.acas.org.uk/sexual-harassment

Grievance procedure: https://www.acas.org.uk/grievance-procedure-step-by-step

Creating a procedure: https://www.tuc.org.uk/resource/preventing-sexual-harassment

Employer liability: https://www.acas.org.uk/discrimination-and-the-law/when-an-
employer-could-be-held-responsible-for-an-employees-actions



Women’s 
Safety 
Charter

Seven 
Commitments 

Champion

Appoint a named contact 
for this work who will 
champion and drive forward 
any action taken.

Communicate 

Create positive, 
public/staff-facing 
communications campaign, both 
online and in your space(s).

Support your 
Staff 
Make clear the routes for 
reporting unacceptable 
behaviour while at work and 
supporting cultural change.

1. 2. 3.

4. 5. 6.

7.

Support the 
Public
Communicate routes for 
reporting unacceptable 
behaviour while using your 
service or space at night.

Training: 
responding
Provide staff training on the 
issue, including what to say/do 
and not say/do, and any 
relevant policies.

Training: 
recording 
Ensure staff training on 
information sharing and 
appropriate recording of 
details.

Design for 
Safety 
Audit your spaces and adapt 
them to promote a safer 
environment and reduce risk of 
crime and sexual misconduct.

Women’s
Safety
Charter
Member
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