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INTRODUCTION 
An important obstacle to reduce the phenomenon of sexual harassment at work place is the 
fact that victims, especially those among young employees do not report it to organizational 
authorities. The motives that maintain this include the feeling of guilt and the belief of victim 
that he/ she is guilty for the occurrence of sexual harassment, the shame, the fear of 
retribution, of humility, of intimidation, but also the perceptions of futility. In addition, the low 
incidence of repercussions and punishments for abusers discourages the victims to report these 
cases. Thus, this online course is intended to change the attitudes, the beliefs and the behaviors 
of young employees, as well as to find effective ways to no longer accept to be sexually 
harassed and to have appropriate reactions, which lead to the prevention of the phenomenon.  
The online course dedicated to young employees aged between 18-30 years from private or 
state organizations have a duration of 5 hours and is structured in modules and units  



 
 
 

1 MODULE: UNDERSTANDING OF SEXUAL HARASSMENT 
AT WORKPLACE 
1.1. Be aware of sexual harassment at workplace. 
a) theoretical part designed more as tips and information in a friendly form, using ICT materials 
as videos, podcasts, PowerPoint presentations, worksheets etc.;  
 
1.1.1. Please, read the Workplace definition: 
The term “workplace” refers not only to the specific location where work is being performed, 
such as an office or factory, but also to locations where work-related business may be 
conducted. These could include, but are not limited to (Bon, Binh, Thanh, Quang, Ngan, Minh, 
Huyen, Hoang, Van, Nhuanm, 2015): 
- Work related social activities, such a reception organized by the enterprise for staff or 

clients, etc.; 
- Conferences and training sessions; 
- Official business travel; 
- Business meals; 
- Work related telephone conversations; and 
- Work related communications through electronic media. 

 
1.1.2. Please, read the definition of Sexual harassment: 
“any unwelcome sexual advance, request for sexual favor, verbal or physical conduct or gesture 
of a sexual nature, or any other behavior of a sexual nature that might reasonably be expected 
or be perceived to cause offense or humiliation to another. Such harassment may be, but is not 
necessarily, of a form that interferes with work, is made a condition of employment, or creates 
an intimidating, hostile, or offensive work environment” (The World Bank, 2013). 
 
b) self-reflections and practical exercises;  
1.1.3. Please, take part in the Quiz:  
Link to Sexual Harassment In Workplace Quiz: Trivia: 
https://www.proprofs.com/quiz-school/story.php?title=sexual-harassment-quiz_1  
 
c) self-assessment questions;  
1.1.4. Please, test your knowledge about which behaviors warrant investigation by HR 
(Human Resources). 
Link to the Quiz: Is It Sexual Harassment? 
https://www.shrm.org/hr-today/news/hr-news/pages/is-it-sexual-harassment.aspx  
 
 

https://www.proprofs.com/quiz-school/story.php?title=sexual-harassment-quiz_1
https://www.shrm.org/hr-today/news/hr-news/pages/is-it-sexual-harassment.aspx


 

1.2. Recognize sexual harassment at 
workplace and understand the motivations behind these 
behaviors.  
a) theoretical part designed more as tips and information in a friendly form, using ICT materials 
as videos, podcasts, PowerPoint presentations, worksheets etc.;  
 
1.2.1. Please, read the text “Signs You’re Being Sexually Harassed at Work” (link: 
https://www.employmentadvocacy.com/blog/2019/08/sexual-harassment-in-the-workplace/): 
Employees often feel pressured to look the other way when sexual harassment occurs. If they 
voice their concerns, they may be told that the offensive behavior was nothing to get upset 
about. However, sexual harassment should never be ignored or condoned. If you feel that 
you’re being sexually harassed in the workplace, you can turn to a sexual harassment lawyer for 
help. Your labor law attorney may recommend that you keep detailed records of all instances of 
offensive behavior to support your claim. 
1. You’ve Been Asked for a Sexual Favor at Work 
Sometimes, sexual harassment is overt. You may have been asked for a sexual favor by a 
supervisor in exchange for a raise or a promotion. Or, you may have been told that unless you 
agreed to the sexual favor, you would be fired or demoted. Employment law recognizes this 
type of discrimination as quid pro quo sexual harassment. Although it may seem that it would 
be difficult to prove what someone else has told you, you’ll find that a sexual harassment 
attorney can bring powerful investigative tools to the case. 
2. You’ve Seen Offensive Images or Heard Offensive Remarks 
Other types of sexual harassment are less obvious than quid pro quo sexual harassment, such 
as being subjected to offensive images or language. For example, a co-worker or supervisor 
may have sent an email containing inappropriate images or language. A co-worker might hang 
an offensive calendar in a workspace. These are all signs that you’ve been sexually harassed at 
work – even if the images were not sent directly to you. Additionally, bear in mind that some 
types of language may constitute sexual harassment even if it is not sexual in nature. For 
example, a supervisor might call the female employees by non-sexual, yet offensive names, 
while refraining from doing so to the male employees. This is also a form of sexual harassment. 
3. A Hostile Working Environment Makes You Uncomfortable 
If you feel uncomfortable going to work, you may be the victim of sexual harassment. 
Employment law recognizes that not all acts of sexual harassment may be directed at a 
particular victim. Instead, your sexual harassment attorney may file a claim on your behalf 
based on the maintenance of a hostile work environment. 
 
1.2.2. Please, watch the video “5 Examples of Sexual Harassment in The Workplace” 
Link to the video: https://www.youtube.com/watch?v=WrgcAnlc7Bk  
 
b) self-reflections and practical exercises;  
1.2.3. Please, identify in Table 1 whether the example of harassment in the workplace is sexual 
or non-sexual: 

https://www.youtube.com/watch?v=WrgcAnlc7Bk


 
 

Table 1: Examples of sexual and non-sexual harassment 
 

Example Sexual harassment Non-sexual harassment 

Sharing sexually inappropriate images or 

videos, such as pornography or salacious 

gifs, with co-workers 

  

Sharing sexually inappropriate images or 

videos, such as pornography or salacious 

gifs, with co-workers 

  

Sending suggestive letters, notes, or emails   

Displaying inappropriate sexual images or 

posters in the workplace 

  

Telling lewd jokes, or sharing sexual 

anecdotes 

  

Making inappropriate sexual gestures   

Staring in a sexually suggestive or offensive 

manner, or whistling 

  

Making sexual comments about 

appearance, clothing, or body parts 

  

Inappropriate touching, including pinching, 

patting, rubbing, or purposefully brushing 

up against another person 

  

Asking sexual questions, such as inquiries 

about someone's sexual history or their 

sexual orientation 

  

Making offensive comments about 

someone's sexual orientation or gender 

  



 

identity 

Behavior such as making racist or negative 

comments can also be construed as 

workplace harassment  

  

Offensive gestures, drawings, or clothing 

also constitute harassment 

  

Making negative comments about an 

employee's personal religious beliefs, or 

trying to convert them to a certain religious 

ideology 

  

Using racist slang, phrases, or nicknames   

Making remarks about an individual's skin 

color or other ethnic traits 

  

Displaying racist drawings, or posters that 

might be offensive to a particular group 

  

Making offensive gestures   

Making offensive references to an 

individual's mental or physical disability 

  

Sharing inappropriate images, videos, 

emails, letters, or notes  

  

Offensively talking about negative racial, 

ethnic, or religious stereotypes 

  

Making derogatory age-related comments   

Wearing clothing that could be offensive to 

a particular ethnic group 

  

 
c) self-assessment questions 
1.2.4. Could you compare your answers in Table 1 with the correct ones:  



 
https://www.liveabout.com/examples-of-sexual-and-non-sexual-

harassment-2060884 

1.3. Myths about sexual harassment.  
a) theoretical part designed more as tips and information in a friendly form, using ICT materials 
as videos, podcasts, powerpoint presentations, worksheets etc.;  
 
1.3.1. Please, watch the video “What are the myths”: 
https://www.youtube.com/watch?v=xlAdS7uWhLA  
 
1.3.2. Please, watch the video “Common Myths about Sexual Harassment in the Workplace”: 
https://www.youtube.com/watch?v=iKEOabr1nPc  
 
1.3.3. Read Table 2 about sexual harassment in the workplace – what myths and reality are: 
 

Table 2: Sexual harassment: what is a myth and reality? 
 

Myth Reality 

Sexual harassment is no big deal 

- It is an invention of feminists 
- Women exaggerate the impacts 
- It’s not like she was raped  

It is a violation of human rights. 

It is a violation of various federal, 

provincial/territorial and/or municipal 

legislations. 

It is a “deviant” or rare event 

- Men who harass must be perverse, 
ugly, sexually frustrated – not regular 
guys 

- It only happens to women in male-
dominated fields 

Sexual harassment is a widespread problem. 

Anyone can be sexually harassed; however, 

subordinated groups (e.g. women, LGBTQ 

people, people with disabilities) are targeted 

more often. 

Street harassment can be sexist, racist, 

transphobic, homophobic, ableist, sizeist 

and/or classist. 

It is “normal” behaviour between sexes 

- It’s innocent flirtation/sexual 
attraction 

- Women are being hyper-sensitive.  

It is not part of courtship; nor about 

unrequited love or romantic attraction. 

It is often used to express power over 

https://www.liveabout.com/examples-of-sexual-and-non-sexual-harassment-2060884
https://www.liveabout.com/examples-of-sexual-and-non-sexual-harassment-2060884
https://www.youtube.com/watch?v=xlAdS7uWhLA
https://www.youtube.com/watch?v=iKEOabr1nPc


 

another person. 

It is discrimination. 

He didn’t mean to do it 

- He was having fun/drinking and got 
carried away 

- He’s a good guy/my friend/co-worker 

Sexual harassment is intentional behaviour. 

Often, it re-asserts gender, race, age or class 

hierarchies within environments (school, 

work, street) in harmful ways. 

Stopping/reporting sexual harassment is easy 

- Women file reports lightly 
- Women easily gain the upper hand by 

reporting 
- She can verbally protest 
- She can avoid harm if she wants to 

There are many barriers to reporting that 

silence women or lead them to minimize, 

ignore or “put up” with harassment. 

Sometimes reporting creates additional 

problems for victims: e.g. s/he may be 

ostracized by co-workers, not believed, or 

pay for being a “whistle-blower”. 

“Reactions” to sexual harassment are the real 

problem 

- Results in political correctness 
- Ruins “normal relationships” 
- Stops people from having fun 

Sexual harassment causes negative 

consequences (e.g. poor health, loss of 

earning potential). 

Its repercussions should never be blamed on 

the person being harassed. 

She asked for it 

- She chose to work in a male 
environment 

- She wears sexy clothes  

Everyone has the right to learn, work and be 

in settings free from discrimination. 

 
b) self-reflections and practical exercises;  
1.3.4. Take the Quiz “Compliment or Harassment?”: 
https://www.theladders.com/career-advice/compliment-or-harassment-take-the-quiz  
 
c) self-assessment questions: 
1.3.5. Check your knowledge with a sexual harassment quiz: 
https://www.edapp.com/quiz/sexual-harassment-quiz/  
 
Resources for a deeper understanding: 

https://www.theladders.com/career-advice/compliment-or-harassment-take-the-quiz
https://www.edapp.com/quiz/sexual-harassment-quiz/


 
Human Resources Professionals Association (HRPA). (2020). Doing Our 

Duty Preventing Sexual Harassment In The Workplace.  
https://hrpa.s3.amazonaws.com/uploads/2020/10/Doing-Our-Duty.pdf  

Equality and Human Rights Commission. (2020). Preventing sexual harassment at work: a guide 
for employers. https://www.equalityhumanrights.com/en/publication-download/preventing-
sexual-harassment-work-guide-employers  

Learning Network. (2015). Sexual and Gender-Based Harassment. Newsletter Issue 13, June 
2015. Centre for Research & Education on Violence Against Women & Children. 
https://www.vawlearningnetwork.ca/our-work/issuebased_newsletters/issue-13/index.html  

Diversity Council Australia. (2019). Myth Busting Sexual Harassment at Work, Sydney, Diversity 
Council Australia, 2019. https://www.dca.org.au/research/project/myth-busting-sexual-
harassment-work  

Gender, Equality and Diversity and ILOAIDS Branch, Conditions of Work and Equality 
Department International Labour Office (ILO). (2019). Sexual harassment in the world of work. 
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---
gender/documents/briefingnote/wcms_738115.pdf  

 
References:  
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Tuyet Minh, Mai Thi Dieu Huyen, Ngo Hoang, Nguyen Thi Van, Nguyen Thi Nhuan. (2015). 
Code of Conduct on Sexual Harassment in the Workplace. Hà Nội. 
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-
hanoi/documents/publication/wcms_421220.pdf  

The World Bank. (2013). Women, Business and the Law 2014: Removing Restrictions to 
Enhance Gender Equality. London: Bloomsbury Publishing, 2013. 

Centre for Research & Education on Violence Against Women & Children. (2015). Sexual-
Harassment---What-is-a-Myth-and-What-is-Reality. Learning Network. 
vawlearningnetwork.ca, https://www.vawlearningnetwork.ca/our-
work/infographics/shwhatisamyth/Sexual-Harassment---What-is-a-Myth-and-What-is-
Reality.pdf  
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2. MODULE: SEXUAL AND NON-SEXUAL HARASSMENT 
AT WORK PLACE 

2.1. Examples of non-sexual and sexual harassment at 
workplace 
Most frequently reported type of workplace harassment is sexual harassment. However, there 
are other types of harassment at workplace, based on employee’s characteristics, as their color, 
gender, age, disability, race, religion, pregnancy status, etc. These forms of harassment can 
become illegal, when they create a hostile work environment that makes it difficult for the 
victim to do his or her job. 
 
Examples of non-sexual harassment at workplace: 
Non-sexual harassment includes any behavior, action, or comment that is intimidating, 
insulting, discriminatory, or threatening and makes the workplace environment to become 
hostile. 
 

 
Source: pexels.com 
 
Some examples of non-sexual harassment at workplace are the following: 

• Using racist slang, phrases, or nicknames. 

• Negatively commenting about an individual’s ethnic traits or skin color. 

• Telling offensive jokes or remarks about religious, ethnic, or racial characteristics. 

• Offensively talking about negative racial, ethnic, or religious stereotypes. 

• Making offensive gestures to a particular ethnic or religious group. 



 
• Displaying racist drawings, or posters that might be offensive to a 

particular group. 

• Wearing clothing that could be offensive to a particular group. 

• Mocking someone’s religious beliefs or trying to convert them to a certain religious 
ideology. 

• Making inappropriate comments to an older or younger worker because of his/ her age. 

• Sharing inappropriate images, videos, emails, letters, or notes to mock someone. 

• Making offensive remarks or comments to a person’s mental of physical disability. 

• Verbal abuse, insults and name-calling. 

• Slandering or harming another individual’s reputation by gossips and rumours. 

• Notes, messages or calls that are abusive, threaten, insult, attempt to coerce, humiliate or 
intimidate. 

• Shouting and aggressive behaviour. 

• Putting pressure on a person to participate in political or religious discussions of groups. 

• Hostility demonstrated through sustained unfriendly contact or exclusion. 

• Repeatedly isolating, ignoring or excluding someone. 
These are only some examples, but non-sexual harassment forms are not limited to them. 
 
Examples of sexual harassment at workplace: 
Sexual harassment represents the specific type of harassment and refers to unwanted sexual 
behaviour that happens in a professional environment and causes an individual to feel 
uncomfortable, scared or humiliated. Unwelcome sexual comments, unwanted touching, 
unwelcome advances, and other similar types of inappropriate behavior based on the gender, 
sex, or sexual orientation of a victim represent sexual harassment. Workplace sexual 
harassment does not have to be directed at a specific person, general comments and actions 
that make an environment feel unsafe or toxic also count. 
 

 
Source: pexels.com 



 
 
 
Here are some concrete examples of sexual harassment at workplace: 
Examples of verbal sexual harassment: 

• Inappropriate jokes or comments of a sexual nature. 

• Telling jokes or sharing stories about sexual experiences – even if this is not directed at 
someone, but done in their presence which cause their discomfort. 

• Making insulting comments or remarks about someone’s gender identity or sexual 
orientation or asking about someone’s sexual orientation. 

• Making sexual comments about an employee’s body, clothing, or appearance. 

• Unwanted sexual advances or propositions 

• Repeatedly asking for dates despite being refused or asking for sexual favors. 

• Asking intrusive sexual questions. 

• Spreading rumours of a sexual nature. 
 
Examples of visual sexual harassment: 

• Sending unwanted suggestive or lewd emails, letters or other communications or sharing. 
images of a sexual nature around the workplace. 

• Displaying posters, images, videos or screensavers of a sexual nature. 

• Sharing explicit content such as pornography. 

• Sending explicit or inappropriate messages. 
 
Examples of physical sexual harassment: 

• Non-consensual physical contact, as inappropriate and suggestive touching, kissing, rubbing 
or caressing of a person’s body and/or clothing. 

• Sexually suggestive staring or looking someone’s body. 

• Following them around or paying excessive attention. 

• Making sexually offensive gestures, remarks or facial expressions. 

• Leering, catcalling, or whistling at someone. 
 
 

Practical exercises 
 
Task 1: Read the information above and answer to the following questions: 
➢ Have you ever been victim or witnessed, or someone told you about a situation of 

workplace sexual or non-sexual harassment? Or maybe you have been the author of 
harassment without being aware of it? How did you feel about it? Please shortly describe 
the situation. 

➢ Please make short story in a few lines to describe a situation of non-sexual harassment at 
workplace. Use your imagination and examples from your or other people’s experience. 

➢ Please make short story in a few lines to describe a situation of sexual harassment at 
workplace. Use your imagination and examples from your or other people’s experience. 



 
 

 

2.2. Differences between friendly talking and sexual 
harassment at workplace 
 

Compliments/ Friendly talking: Sexual harassment: 

Motivation 

- they are usually used to build trust and 

establish a work relation; 

- primary motivation is to make someone feel 

good, valued and appreciated. 

- remarks used to offend, humiliate or 

intimidate someone or to gain sexual favours; 

- primary motivation is power, intimidation 

and violation of a someone’s boundaries. 

Object 

- compliments at workplace are more 

appropriate to be based on someone‘s 

abilities, work performance, qualities, 

intelligence, and less often on their 

appearance. 

- comments are based usually on someone‘s 

appearance, parts of the body, clothes, having 

also a sexual nature; 

- sometimes unsolicited physical contact or 

invading personal space accompanies these 

comments or remarks. 

Feelings of the person 

- the person receiving compliments feels 

valued and appreciated. 

- the persons receiving the comments feels 

uncomfortable, humiliated, intimidated, 

offended, conducting to a hostile work 

environment. 

 
Other important factors to differentiate friendly talking from sexual harassment are: 
- the nature of relation and the position of power (the person who is making the remark is a 
friend at work, a senior co-worker, a supervisor, a manager etc.); 
- the context; 
- the tone of the voice and other non-verbal signs. 
 



 
However, you can answer to the following questions to decide yourself 
if your situation is sexual harassment or not: 

• Did you feel uncomfortable, humiliated, offended, scared or threatened in any way? 

• Have the remarks a sexual nature? 

• Do the compliments have any negative effect on your work performance? Do they make 
you want to avoid your co-worker/ supervisor/ manager, dread coming to work, or worry 
about your next encounter? 

• Have you made it clear that you are uncomfortable with the remarks and yet they 
continue? 

• Are the remarks or compliments inappropriate to the context? 
 
 
 

Practical exercises 
 
Task 1: Read the information above, watch the videos and then answer to the following 
questions: 
 
Video 1: 
https://www.youtube.com/watch?v=QjIUDSEhWPI&ab_channel=CatharsisProductions 
 
Video 2:  
https://www.youtube.com/watch?v=fWqcSdHjYgk&ab_channel=TIME%27SUPNow 
 
➢ Have you ever felt weird when you received a compliment? Why? Was it a friendly 

compliment or sexual harassment? 
➢ If you wanted to give a compliment to a co-worker now, what would you say to her/ him? 
 
Task 2: Read and think about the following scenarios and indicate whether it is a situation of 
friendly compliment or sexual harassment. Why? 
Then, for each scenario, if it is a case of sexual harassment, briefly describe what a friendly 
talking situation would be like. If it's a friendly compliment, how would it cross the line into 
sexual harassment? 
 
Scenario 1: A male employee to a fellow male employee as he enters an open plan office full of 
co-workers: “Patting the buttocks and saying Nice ass big guy, it pays to keep fit hey!” 
 
➢ Is it friendly talking or sexual harassment? Why? 
➢ Briefly describe how the opposite would be like: 
 
Scenario 2: A female employee to another female employee, who is known to be a close co-
worker and friend: “I love your outfit, makes you look pretty, where did you get it from?” 

https://www.youtube.com/watch?v=QjIUDSEhWPI&ab_channel=CatharsisProductions


 
 
➢ Is it friendly talking or sexual harassment? Why? 
➢ Briefly describe how the opposite would be like: 
 
Scenario 3: A female manager to a new male employee about an upcoming performance 
appraisal: “How about we go for a drink after work at the bar down the road to discuss your 
performance over the past couple of months. You’ve done well and I think we should celebrate if 
you know what I mean?” 
 
➢ Is it friendly talking or sexual harassment? Why? 
➢ Briefly describe how the opposite would be like: 
Scenarios adapted after: https://www.sentrient.com.au/blog/the-difference-between-a-compliment-and-sexual-
harassment 

2.3. Cultural aspects related to sexual harassment 
 
After conducting, different surveys, the World Health Organization has concluded that, in many 
societies, both men and women believe that marriage obliges women to be sexually available at 
all times without limits. Such societies have cultural norms such as male honour, masculinity, 
and men's sexual entitlement, which foster societal acceptance of sexual harassment and 
sexual assault. 
 

 
Source: pixabay.com 
 
Studies (Mishra&Davison, 2020) emphasizes that national culture has an important role in 
sexual harassment on the following directions: 
1. People from collectivistic cultures are more tolerant of sexual harassment: 
For example, Asian men and women had significantly more conservative sexual attitudes, 
including being more tolerant of rape myths and sexually harassing behaviour, compared with 



 
those from non-Asian cultures. In Turkey, a collectivist culture, sexism-
related behaviours were not generally viewed as sexual. In Japan and China, the rates of 
reporting sexual harassment are significantly lower than in more individualistic cultures. 
2. Hofstede’s (1980) dimensions of cultural values, including power distance, collectivism, and 
masculinity are important: 
The comparison on perceptions of sexual harassment for individuals from high power distance 
countries (e.g., Brazil) to low power distance countries (e.g., the U.S.) showed that in low power 
distance countries (North America, Australia, and Germany), students perceived hostile work 
environment scenarios more in terms of power abuse and gender discrimination, while in high 
power distance countries (Brazil) see the same scenarios as harmless sexual behaviour, not 
sexual harassment. 
When judging scenarios in which a woman was consistent or inconsistent in her refusals of 
sexual advances by men, Brazilians considered them as consensual sex, while Americans see 
them as rape. 
It is important to recognise and identify the stereotypes, beliefs, behaviours, habits, and 
attitudes that contribute to maintain sexual harassment in our societies, so that to be able to 
apply measures and policies to reduce it and end it. 
 
 

Practical exercises 
 
Task 1: Read the information above and answer to the following questions: 
 
➢ Name at least 3 cultural factors (beliefs, stereotypes, behaviours, customs, habits etc.) that 

support sexual harassment at workplace in your country? What would be the solutions or 
measures to prevent this from happening? 

➢ If you were to do an awareness campaign in your country to draw attention to these 
cultural factors that maintain sexual harassment at workplace, what would be the main 
message? What would be the strategy of this campaign, what would you do? 

 
 
 
Self-assessment questions: 
 
TRUE or FALSE: 
1. Workplace sexual harassment is considered only when is directed at a specific person. 
2. Making sexually offensive gestures, remarks or facial expressions is and example of visual 
sexual harassment. 
3. Primary motivation of a person who is talking friendly  is to make someone feel good, valued 
and appreciated. 
4. Cultural norms such as male honour, masculinity, and men's sexual entitlement don’t foster 
societal acceptance of sexual harassment and sexual assault. 
 



 
 
Resources for a deeper understanding: 
Boland, M. L. (2005). Sexual harassment in the workplace. Naperville: Illinois. 
Mishra, V., & Davison, H. (2020). Sexual harassment training: A need to consider cultural 
differences. Industrial and Organizational Psychology, 13(2), 163-167. 
Smith, M. D. (2020). Contemporary World Issues: Sexual Harassment, Santa Barbara: California. 
UN WOMEN. (2019). What will take? Promoting cultural change to end sexual harassment:  
chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.unwomen.org/sites/default/files/
Headquarters/Attachments/Sections/Library/Publications/2019/Discussion-paper-What-will-it-
take-Promoting-cultural-change-to-end-sexual-harassment-en.pdf 
https://swartz-legal.com/examples-of-sexual-and-non-sexual-harassment/ 
https://www.talk-law.com/sexual-vs-non-sexual-harassment-at-work/ 
https://www.sentrient.com.au/blog/the-difference-between-a-compliment-and-sexual-
harassment 
https://walkerlawsd.com/10-examples-of-sexual-harassment-that-you-didnt-realize-were-
sexual-harassment/ 
https://klinglerlaw.com/faq/compliment-sexual-harassment/ 
 
 
 

https://swartz-legal.com/examples-of-sexual-and-non-sexual-harassment/
https://www.talk-law.com/sexual-vs-non-sexual-harassment-at-work/
https://www.sentrient.com.au/blog/the-difference-between-a-compliment-and-sexual-harassment
https://www.sentrient.com.au/blog/the-difference-between-a-compliment-and-sexual-harassment
https://walkerlawsd.com/10-examples-of-sexual-harassment-that-you-didnt-realize-were-sexual-harassment/
https://walkerlawsd.com/10-examples-of-sexual-harassment-that-you-didnt-realize-were-sexual-harassment/
https://klinglerlaw.com/faq/compliment-sexual-harassment/


 

 

3 MODULE: SEXUAL HARASSMENT PREVENTION 
3.1. How to put boundaries at work and to prevent sexual 
harassment.  

 
Boundaries are guidelines, rules or limits that a person creates to identify for themselves 

what are permissible ways for other people to behave around them and how they will respond 
when someone steps outside those limits. 

 
The easiest way to think about a boundary is a property line.  Personal boundaries can be 

harder to define because the lines are invisible, can change, and are unique to each individual. 
 
Personal boundaries define where you end and others begin and are determined by the 

amount of physical and emotional space you allow between yourself and others. Personal 
boundaries help you decide what types of communication, behaviour, and interaction are 
acceptable. 

Physical Boundaries 
Physical boundaries provide a barrier between you and an aggressor, like a Band-Aid 

protects a wound from bacteria. 
 
Physical boundaries include your body, sense of personal space, sexual orientation, and 

privacy. These boundaries are expressed through clothing, shelter, noise tolerance, verbal 
instruction, and body language. 

 
An example of physical boundary violation: a close talker. Your immediate and automatic 

reaction is to step back in order to reset your personal space. By doing this, you send a non-
verbal message that when this person stands so close you feel an invasion of your personal 
space. If the person continues to move closer, you might verbally protect your boundary by 
telling him/her to stop crowding you. 



 
Emotional and Intellectual Boundaries 
These boundaries protect your sense of self-esteem and ability to separate your feelings 

from others’. When you have weak emotional boundaries, it’s like getting caught in the midst of 
a hurricane with no protection. You expose yourself to being greatly affected by others’ words, 
thoughts, and actions and end up feeling bruised, wounded, and battered. 

 
These include beliefs, behaviours, choices, sense of responsibility, and your ability to be 

intimate with others. 

Practical exercise 
Assess the current state of your boundaries 
Rate your boundaries and behavior on a scale of 1 to 5, where 1 – always, 5 - never 
 

HEALTHY BOUNDARIES allow you to: Points 

Have high self-esteem and self-respect.  

Share personal information gradually, in a mutually sharing and trusting 
relationship. 

 

Protect physical and emotional space from intrusion.  

Have an equal partnership where responsibility and power are shared.  

Be assertive. Confidently and truthfully say “yes” or “no” and be okay 
when others say “no” to you. 

 

Separate your needs, thoughts, feelings, and desires from others. 
Recognize that your boundaries and needs are different from others. 

 

Empower yourself to make healthy choices and take responsibility for 
yourself. 

 

 

UNHEALTHY BOUNDARIES  Points 

Sharing too much too soon or, at the other end of the spectrum, closing 
yourself off and not expressing your need and wants. 

 

Feeling responsible for others’ happiness  

Inability to say “no” for fear of rejection or abandonment  

Weak sense of your own identity. You base how you feel about yourself 
on how others treat you. 

 

Disempowerment. You allow others to make decisions for you; 
consequently, you feel powerless and do not take responsibility for your 
own life. 

 

 
 
 
Tips for Setting Healthy Boundaries 
(Modified from the book, Boundaries: Where You End and I Begin by Anne Katherine) 
 



 
When you identify the need to set a boundary, do it clearly, 

calmly, firmly, respectfully, and in as few words as possible. Do not justify, get angry, or 
apologize for the boundary you are setting. 

 
You are not responsible for the other person’s reaction to the boundary you are setting. 

You are only responsible for communicating your boundary in a respectful manner. If it upsets 
them, know it is their problem. Some people, especially those accustomed to controlling, 
abusing, or manipulating you, might test you. Plan on it, expect it, but remain firm. Remember, 
your behaviour must match the boundaries you are setting. You cannot successfully establish a 
clear boundary if you send mixed messages by apologizing. 

 
At first, you will probably feel selfish, guilty, or embarrassed when you set a boundary. Do 

it anyway and remind yourself you have a right to self-care. Setting boundaries takes practice 
and determination. Don’t let anxiety, fear or guilt prevent you from taking care of yourself. 

 
When you feel anger or resentment or find yourself whining or complaining, you probably 

need to set a boundary. Listen to yourself, determine what you need to do or say, then 
communicate assertively. 

 
Learning to set healthy boundaries takes time. It is a process. Set them in your own time 

frame, not when someone else tells you. 
 
Develop a support system of people who respect your right to set boundaries. Eliminate 

toxic persons from your life—those who want to manipulate, abuse, and control you. 
 

3.2. Prevent and respond online harassment. 
As we become more and more dependent on technology and the internet, incidents of 

cyberbullying, online harassment and abuse are continuing to increase. 
PREVENTION OF HARASSMENT ONLINE 
There are ways to help prevent online abuse. These methods will not necessarily stop it 

from happening completely, but they should make it more difficult for the perpetrators. 
You can change your privacy settings on your social media accounts in order to limit what 

other people can see. 
You can also ensure everybody you have on your social media accounts are friends, family 

or people that you trust. 
 limit your email, social network, newsgroup and blog accounts. 
Avoid doing things like sending compromising photos of yourself or allowing access to 

photos or account passwords or other personal information to anyone, friend or not. 
Be alert to anyone taking your photo in private situations 
earn how to use social media sites, such as Facebook, responsibly, and always remember to 

“do unto others as you would have them do unto you.” 
WHAT TO DO IF YOU ARE BEING HARASSED ONLINE: 

Keep calm and immediately find a safe adult and report the online threat or harassment. 



 
Close the victim’s email or Facebook accounts and open new ones, 

allowing access only to a small, select group of safe friends. 
 
 

3.3. Responding to sexual harassment at workplace  

 
The European Union law Directive on the implementation of the principle of equal 

opportunities for women and men and equal treatment of women and men in the field of 
employment and professional activity prohibits sexual harassment at work and considers such 
behavior as discrimination, since harassment and sexual harassment are contrary to the 
principle of equal treatment of women and men. Such forms of discrimination occur not only at 
work, but also in the pursuit of employment, professional education or promotion. Therefore, 
European Union countries should prohibit such forms of discrimination and apply effective, 
proportionate and dissuasive sanctions to them. 

Watch this video:  
https://www.youtube.com/watch?v=u-bsCBaoDPM  
and answer to the questions: 
1. Do you agree with intern behavior from the beginning of story?  
2. What could she have done differently 
3. Does intern boss was right?  
4. what she should have done after receiving the complaint? 

https://www.youtube.com/watch?v=u-bsCBaoDPM


 
When you experience harassment or sexual harassment, it is often 
difficult to take the first step and seek help. Therefore, promoting a work culture in the 
organization where harassment and sexual harassment is unacceptable would help reduce 
these negative feelings and encourage employees who have experienced harassment to seek 
ways to resolve the situation as soon as possible.  
Employees who may be experiencing harassment or sexual harassment should: 
https://issuu.com/silvablazulioniene/docs/responding_to_sexual_harassment_at_workplace  
 
Self-assessment questions: 
True or lye? 
Sexual harassment can only be physical 
Only women can be sexually harassed 
Sexual harassment is a crime 
A supervisor or other responsible person should take action if an employee complains that a co-
worker is sending him/her sexual pictures on the phone 
 
You are intern in big company. One day a colleague came into your workplace and grabbed 
your ass. What will be your righteous actions? 
- say that you find this behavior unacceptable and firmly ask a colleague to stop 
- write down in detail what happened 
- Inform your line manager 
- all answers are correct 
 
Resources for a deeper understanding: 

1. https://eur-lex.europa.eu/EN/legal-content/glossary/equal-opportunities.html 
2. https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=LEGISSUM:c10940 
3. https://lygybe.lt/data/public/uploads/2015/11/metodines-rekomendacijos-del-

seksualinio-priekabiavimo-ir-priekabiavimo-del-lyties-bei-nurodymo-diskriminuoti-
prevencijos.pdf  

4. European Commission, "Diversity within small and medium-sized enterprises: best 
practices and approaches for moving ahead", Luxembourg: Publications Office of the 
European Union, 2015 

5. European Social Partners ETUC, BusinessEurope, CEEP and UEAPME, "A Toolkit for 
Gender Equality in Practice: 100 initiatives by social partners and in the workplace 
across Europe", Emvployers Resource Center 

 

https://issuu.com/silvablazulioniene/docs/responding_to_sexual_harassment_at_workplace
https://eur-lex.europa.eu/EN/legal-content/glossary/equal-opportunities.html
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=LEGISSUM:c10940
https://lygybe.lt/data/public/uploads/2015/11/metodines-rekomendacijos-del-seksualinio-priekabiavimo-ir-priekabiavimo-del-lyties-bei-nurodymo-diskriminuoti-prevencijos.pdf
https://lygybe.lt/data/public/uploads/2015/11/metodines-rekomendacijos-del-seksualinio-priekabiavimo-ir-priekabiavimo-del-lyties-bei-nurodymo-diskriminuoti-prevencijos.pdf
https://lygybe.lt/data/public/uploads/2015/11/metodines-rekomendacijos-del-seksualinio-priekabiavimo-ir-priekabiavimo-del-lyties-bei-nurodymo-diskriminuoti-prevencijos.pdf
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
http://erc-online.eu/gendertoolkit/
http://erc-online.eu/gendertoolkit/
http://erc-online.eu/gendertoolkit/


 
 

4 MODULE: SEXUAL HARASSMENT AT WORK PLACE 
AND BEHAVIOR 
4.1. Who can be the perpetrator of sexual harassment at 
work: appropriate ways in dealing with in different cases. 
How to recognise a perpetrator? Who’s Most Likely to Be the Perpetrator of Harassment or 
Discrimination? 
 
Anyone, regardless of race, color, age, religion, sex, or ancestry, could be a perpetrator of 
harassment or discrimination. That is why it is important to educate all employees. 
 
Employers must pay special attention to the actions of their supervisors because of the power 
that supervisors have over their subordinates. When a supervisory employee is found to be 
harassing or discriminating against subordinates, the employer (company) can face stronger 
penalties. Supervisors do not necessarily harass or discriminate more than other employees, 
but when they do, their actions are more severe, and victims can feel more pressure to not 
report the problems for fear of retaliation. 
In general, sexual harassment is not, primarily, an expression of sexual desire on the part of the 
harasser toward the victim. A harasser might be: 

1. Trying to fit in with a peer group, e.g., “locker room talk,” “being one of the guys” 
2. Consciously or subconsciously asserting power, dominance, or control over the victim, 

putting victims in “their place” 
3. Attempting to coerce victims into acting a certain way, e.g., “don’t talk back,” “don’t ask 

questions,” accepting a less desirable schedule  
 

(source:https://www.labce.com/spg963090_whos_most_likely_to_be_the_perpe
trator_of_harassme.aspx) 

 
Workplace sexual harassment can occur in a number of ways. Some are obvious and easy to 
identify. Others are subtle and more difficult to recognise. A harasser can be anyone an 
employee has contact with because of their work. That person might be a: 
• Colleague/supervisor/manager/board member or trustee/member of the trade union 
• Client/customer/service user  
• Patient 
• A contractor or someone making deliveries.  
 
In addition, it is not unusual for large employers to have on its staff a number of members from 
the same family, or partners who work together. For this reason, sexual harassment in relation 
to domestic abuse and violence should also be considered. Sexual harassment is often found to 
be linked with power, either through the abuse of power by the perpetrator who feels more 
powerful than the target, or when the perpetrator feels powerless and uses the sexual 

https://www.labce.com/spg963090_whos_most_likely_to_be_the_perpetrator_of_harassme.aspx
https://www.labce.com/spg963090_whos_most_likely_to_be_the_perpetrator_of_harassme.aspx


 
harassment as a means of disempowering the target. Sexual 
harassment need not be specifically targeted at the worker. It can be experienced when there is 
an offensive environment created at work, such as when there are pornographic images on 
display, or when sexual comments are overheard about others. For example a man may feel 
harassed by having to listen to colleagues making sexist ‘jokes’. 
 
Source: “Sexual harassment is a workplace issue Guidance and model policy” UNISON, February 
2020/25965/4167/UNP 15840. 

 
Watch the video by Natalie Kniese for a deeper understanding on how to react to a perpetrator 
https://www.youtube.com/watch?v=k-IjkBQyeJE 
 
Questions for reflection: 

1. Who can be the perpetrator of sexual harassment in the workplace? 
2. Why is confrontation always in our best interest? 
3. Which is the best way to communicate with a perpetrator? Why? 

 

4.2. When witnessing to sexual harassment.  
As a bystander or witness to harassment, you can play an essential role in supporting the 
person targeted by harassment. There are a multitude of ways in which we can respond to the 
situation. As bystanders, we have the power to make a difference. 
 
If you are witnessing a situation which you think may be sexual harassment, consider to carry 
out immediate intervention to support someone who is being harassed.  
 
Here are some ideas! The Five D’s, developed by the Hollaback! movement and the bystander 
program Green Dot, provide bystanders with a range of options to respond to witnessing 
harassment regardless of where it takes place. 
 
1  Direct: If you feel that directly addressing harassment is safe and may be effective, you can 
confront the harasser and call out the behavior in the moment. Let them know you find their 
behavior inappropriate, intimidating or hostile, and ask them to stop. This approach may 
escalate the situation, so consider whether you and the person being harassed are safe and 
whether you believe the person being harassed wants someone to speak up.   
2. Distract: You can stop an incident by simply interrupting it. Rather than focusing on the 
aggressor or action, this subtler intervention allows you to engage the person being targeted 
through a distraction – ask a question, start an unrelated conversation, physically interrupt the 
incident, or find a reason to call the person out of that space.   
3. Delegate: Find an appropriate third party to intervene, such as a supervisor, human 
resources officer, security officer or another colleague.   
4. Delay: If you aren’t able or choose not to intervene in the moment, you can still support the 
person who has been harassed by following up with them afterwards. You can offer 

https://www.youtube.com/watch?v=k-IjkBQyeJE
https://righttobe.org/
https://alteristic.org/services/green-dot/
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, resources or documentation of the incident. You can also confront the harasser later and let 
them know that you found their behavior inappropriate.   
5. Document: Depending on the circumstances and whether other interventions are more 
urgent, it may be most helpful to document what you are witnessing. If you are able to record 
an incident or jot down details, be sure to follow up with the targeted individual and ask them 
what they would like done with the documentation; do not share it without their consent.  
 
(Source: 2019, National Partnership for Women & Families, Know Your Rights: Witnessing 
Sexual Harassment at Work) 
 
Bonus: Do something - Take action, any action. 
 
The worst thing that we can do as a bystander is to simply stand by. Choose the intervention 
that works best for the situation, the people involved, and yourself, and then take action! (Nikki 
Larchar) 

 
(source:https://www.youtube.com/watch?v=14J45xdRESA) 

 
 
 
 
Sadly it is true: too often people are afraid to speak up and report witnessed harassment. 
However, as we saw, there are multiple ways we can deal with the situation.  
 
Watch the video to have an insight on the problem and answer the questions below 
 

https://www.youtube.com/watch?v=14J45xdRESA 
 
What is reporting paralysis? 
93 per cent of harassment cases where witnesses by someone 
¾ of the people interviewed said they would report the witnessed harassment 



 
Fear of consequences is the first reason for people not to report the 
witnessed harassment 
It is easier to report to someone outside the workplace  
Why are managers more likely to commit harassment? 
 
Let’s remember to: “Be the active witness that you wish others would be for you” Julia Shaw 
 

4.3. Appropriate thinking and behaviors to deal with sexual 
harassment at work.  
Sexual harassment in the workplace is a serious matter which should not be 
underestimated. There are a number of behaviors that we can adopt to deal with the 
issue in the appropriate way, giving it the right importance. Here is a list of elements 
that will help in raising awareness and prevent harassment behaviors.  
 

- Train and be trained: it is pivotal to educate ALL employees on what sexual 
harassment is, on which behaviors are acceptable and unacceptable within the 
workplace and to equip them with the tools and knowledge needed to recognize 
and correct behavior that may be perceived as inappropriate. If we know what 
we are dealing with we can easily eradicate the problem!  

- Don’t treat sexual harassment as a taboo: sometimes people are afraid to talk 
about sex and sex-related issues: don’t be! Remember that the culture of shame 
is dangerous and destructive for the lives of the most vulnerable.The more we 
talk, the more we know, the easiest is to recognise wrong behaviors and report 
them.  

- Read articles on the topics and listen to victims: there are countless ways in 
which we can keep us informed: let’s not limit ourselves to only one. Read 
articles, listen to podcasts, watch interviews and, most importantly, believe 
victims.  

- Build a positive environment where everyone feel safe and respected: the 
environment in which we work is fundamental to the prevention of sexual 
harassment. You, as an employee, should feel safe to talk and be listened to. You 
should feel respected, supported and trusted.  

- Report: NEVER be afraid to speak up. Reporting is a fundamental step in the 
eradication of sexual harassment. Even if you are not sure whether you are 
witnessing/experiencing sexual harassment it is important to share your 
concerns. You may be mistaken. But maybe you are not. Your intervention can be 
the first step towards eradication. 

 
Let’s have a look at the following tables which contain some of the most common 
stereotypes and inappropriate thinking in dealing with sexual harassment at work: 



 
 
 
 
 

(source:https://www.trla.org/how-to-recognize-respond-to-and-report-sexual-
harassment) 

 
There are often a lot of myths around the topic of sexual harassment. As we said, it is 
always very important to inform ourselves, because if we are informed we are more 
powerful and ready to overcome the issue.  
It is vital to recognise if these behaviors are in place in our workplace and report them 

immediately.  
Why is it important to recognise these inappropriate behaviors? Because we should 
never underestimate the issue. Even when in doubt, it is always best to speak up and 
evaluate the situation together with the responsible person.  



 
 

(source:https://www.trla.org/how-to-recognize-respond-to-and-report-sexual-
harassment) 

 
 
Pay particular attention to these kinds of excuses that should never be valid. Let’s 
remember once again that sexual harassment cannot be excused in any case, no matter 
the reason, no matter the situation, no matter the people involved. If the harasser or 
any witness tries to justify those behaviors, keep in mind this table to know how to 
reply.  

 
Lastly, let’s remind that any witness who recognise sexual harassment is occurring in the 
workplace but choose to ignore it by not reporting it is a complicit in silencing the 
survivor.  
 
Questions for reflection: 

1. Do you feel safe in your workplace? Why?  
2. Did you receive training on this issue? 
3. Do you feel that the myths included in the table are impacting yours or other’s 

ability to speak up? 



 
4. Why is it important to speak up? 

 
 
SELF ASSESSMENT QUESTIONS 
 

1. The best “voice” to confront a harasser is the aggressive one. F or T 
2. If I witness sexual harassment I can play an important role to stop the behavior. F 

or T 
3. Generally people do not report the witnessed harassment because they do not 

know how to do it. F or T 
4. We can talk about sexual harassment only when there is physical touching. F or T 
5. Sometimes the harasser can be justified or excused. T or F 

 
 
ADDITIONAL RESOURCES FOR DEEPER UNDERSTANDING 
 

a. https://www.awam.org.my/home/about-us/ 
b. https://www.ncsl.org/research/labor-and-employment/sexual-

harassment-in-the-
workplace.aspx#:~:text=Employers%20must%20promote%20a%20workpla
ce%20free%20of%20sexual%20harassment.&text=such%20advances%2C
%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work
%20environment  

c. https://sci-hub.wf/10.1146/annurev-orgpsych-012420-055606 
d. https://www.allvoices.co/blog/the-state-of-workplace-harassment-202 
e. https://www.acas.org.uk/sexual-harassment/witnessing-sexual-

harassment 
f. https://righttobe.org/ 
g. https://alteristic.org/story/ 

https://www.awam.org.my/home/about-us/
https://www.ncsl.org/research/labor-and-employment/sexual-harassment-in-the-workplace.aspx#:~:text=Employers%20must%20promote%20a%20workplace%20free%20of%20sexual%20harassment.&text=such%20advances%2C%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work%20environment
https://www.ncsl.org/research/labor-and-employment/sexual-harassment-in-the-workplace.aspx#:~:text=Employers%20must%20promote%20a%20workplace%20free%20of%20sexual%20harassment.&text=such%20advances%2C%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work%20environment
https://www.ncsl.org/research/labor-and-employment/sexual-harassment-in-the-workplace.aspx#:~:text=Employers%20must%20promote%20a%20workplace%20free%20of%20sexual%20harassment.&text=such%20advances%2C%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work%20environment
https://www.ncsl.org/research/labor-and-employment/sexual-harassment-in-the-workplace.aspx#:~:text=Employers%20must%20promote%20a%20workplace%20free%20of%20sexual%20harassment.&text=such%20advances%2C%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work%20environment
https://www.ncsl.org/research/labor-and-employment/sexual-harassment-in-the-workplace.aspx#:~:text=Employers%20must%20promote%20a%20workplace%20free%20of%20sexual%20harassment.&text=such%20advances%2C%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work%20environment
https://www.ncsl.org/research/labor-and-employment/sexual-harassment-in-the-workplace.aspx#:~:text=Employers%20must%20promote%20a%20workplace%20free%20of%20sexual%20harassment.&text=such%20advances%2C%20requests%2C%20or%20conduct,or%20sexually%20offensive%20work%20environment
https://sci-hub.wf/10.1146/annurev-orgpsych-012420-055606
https://www.allvoices.co/blog/the-state-of-workplace-harassment-2021
https://www.acas.org.uk/sexual-harassment/witnessing-sexual-harassment
https://www.acas.org.uk/sexual-harassment/witnessing-sexual-harassment
https://righttobe.org/
https://alteristic.org/story/


 

 
 

5 MODULE: HELP IN CASE OF SEXUAL HARASSMENT 

5.1. REALIZE SOMETHING IS HAPPENING  

5.1.1. TO ME 
To be able to find help, you need to realize you need it. You should be able to detect 
something is happening to you and you deserve some help. However, the situation is 
difficult, when not being aware of boundaries, operating within the society where sexual 
harassment is connected with myths and where exists so called “rape culture”: culture 
normalizing even the sexual attacks such as rape.  
 
Task:  See the following definition and short video and then answer the questions:  

 
Source: Wikipedia https://en.wikipedia.org/wiki/Rape_culture  

 

 

 

 

 

 

https://en.wikipedia.org/wiki/Rape_culture


 

 

Source: YouTube , Nova Scotia Government stream 

https://www.youtube.com/watch?v=rAnuuU0yJTw 

 

Answer the questions:  

1. What is perceived as rape culture?  

2. What are the connections towards the gender based violence and discrimination 

according your understanding? 

Task: What do the rape culture with acceptance of the mis-behavior such as a sexual 

harassement?  

Rape culture effect Sexual harassment challenge 

Underestimation of the prevalence of rapes and 

sexual assaults  

Even more difficult to highlight the prevalence of 

the harassment 

 Normalization of the harassment as a dating or 

attempts to have a relationships 

 Harmless and funny behavior  

https://www.youtube.com/watch?v=rAnuuU0yJTw


 
Secondary victimization Necessity to solve the situation lies on the 

victim/survival, who is responsible to say no 

 Normalization of self-defense which is even lead in 

the aggressive manner (aggressivity is somehow 

required to protect own boundaries): it is OK to slap 

the aggressors face, when it comes to ending the 

one´s harassment       

Erasing the signs of Gender Based Violence (GBV) To spread awareness about signs of GBV - everyone 

should be able to detect crossing personal 

boundaries and has responsible to act sensitively 

 

Task: Think on the effects to the individuals. What is impact on the reporting than?  

In those circumstances, it is even harder to report the acts (and to search for help in 

cases) which are not reaching the rape but are “only” about sexual harassment. To be 

able to understand something is happening and to react it is also about the possibility to 

identify with a role of survival or victim.  

 

5.1.2. TO MY COLLEAGUE 
 

Very important and sometimes crucial is the role of bystanders, who see the situation 

and can help by standing by the victim. We all should be sensitive to the signs of gender-

based violence. We also should train what to do in these situations. It is hard to react 

precisely and with a calm mind, when we are under the pressure of the situation.  

Being a by-stander, the situation could be easier. We can only come with the offers: 

offers of understanding, offer of interference into the situation, offer with help 

practically (set a complaint officially). But it may also lead to overlooking the situation 

and relying on “others” - meaning not to be passive or ignorant to what is happening. 

Task: Think about the possible by-standers. Who they are? What their relations towards 

the victim/survivor could be? Write the answers.  



 

5.1.3. PRACTICAL EXERCISE 
 

Task: Watch video That´s Harassment:  

 

 

Source: YouTube, That´s Harrassement stream, https://www.youtube.com/watch?v=MV7a-oetsB0  

 

Task: answer these questions: 

- Is there a sexual harassment in this case?  

- Where do you see crossing the boundaries?  

- Where do you see a space to say NO?  

 

 

5.2. IMMEDIATE RESPONSE 
Task: see: BOSS HARASSES Female EMPLOYEE For Her Pitch: 

https://www.youtube.com/watch?v=MV7a-oetsB0


 

 

 Source: YouTube, That´s Harrassement stream 

 https://www.youtube.com/watch?v=HLB-RjYzFpk 

 

Answer: By watching this video think on the right moment for the immediate response.  

- Did you find the right moment?  

- When it was?  

- And why? 

Write down your answers.  

 

From the individual level (as a by-stander or as a victim/survival), there could be two 

approaches to help:  

1. Direct intervention into the situation when it is happening: expressing that the 

situation/behavior is not welcomed and is perceived as offensive/sexual 

harassment. 

https://www.youtube.com/watch?v=HLB-RjYzFpk


 
2. Delayed intervention – sometimes it happens that you 

cannot react to the situation at the given time (which can occur). Later, however, 

you think about everything again and look for the right reaction or intervention. 

As a bystander, it's nice to come with your doubts about the victim/survival situation to 

them afterwards. Offer understanding and you can express, that from your point of view 

it was a very unpleasant situation, involving sexual harassment. Let the victim  refuse 

your interpretation – as well as be ready to elaborate more on the topic (searching for 

concrete action, intervention, help).  

As a victim/survival, it is possible to have everything rethought. You can take the 

advantage to talk to a trusted person about the situation. Counselling as well as non-

formal talk can specify what kind of help you are searching.  

 

Generally there could be distinguished also two approaches to help from the 

institutional level.  

3. preventative approach:   creating conditions and circumstances to prevent the 

situation itself. Main focus is on the educational level – not to be focused on the 

victim (what not to do), but on the perpetrator – what to avoid to do.  

-  As for the preventive measures there are policies and codes of conducts which 

are applied within the employers. Usually those are embedded in the Ethical 

Code, where the employer states the values of interaction and correct behavior 

of their employees.  

 

4. reactive approach:   to interfere into the situation and facilitation of the process of 

help. Including counseling, psychological support for survival/victim, work with the 

aggressor or adequate reaction towards his/her acts (dismissal, admonition etc.). 

 

 

 



 

5.3. LEGAL FRAMEWORK 
In EU countries the right to be protected from the sexual harassment rises from 

Antidiscrimination Laws. Usually the prevention of the negative effects such as 

harassment it is also embedded within the Labor Law in the respective countries. 

Therefore, for the victims/survivors of those acts there exists the legal provision, which 

should help them solve their case.  

 

 

Source: creative commons https://pxhere.com/cs/photo/839873  

Task: Look-up how it is in your country. And answer the question: how is embedded the 

sexual harassment prevention in it?  

In the Czech Republic have a look on:  

https://www.zakonyprolidi.cz/cs/2009-198 

 

In the Lithuania look on a LAW OF EQUAL OPPORTUNITIES FOR WOMEN AND MEN: 

https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.69453/vWqQKfjhhC 

Labour code: 

https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/10c6bfd07bd511e6a0f68fd135e6f40c/asr 

https://pxhere.com/cs/photo/839873
https://www.zakonyprolidi.cz/cs/2009-198
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/TAIS.69453/vWqQKfjhhC
https://e-seimas.lrs.lt/portal/legalAct/lt/TAD/10c6bfd07bd511e6a0f68fd135e6f40c/asr


 
In Germany look on Section 2 (1 lit. 1 - 4) of the General Equal 

Treatment Act from 2006 (Allgemeines Gleichbehandlungsgesetz) 

SEXUAL HARASSMENT IN THE WORKPLACE IN GERMANYO 

https://cms.law/en/int/expert-guides/cms-expert-guide-on-sexual-harassment-in-the-workplace/germany 

 

The German Criminal Code (Strafgesetzbuch / StGB) regulates offences against sexual 

self-determination in chapter 13: 

https://www.gesetze-im-internet.de/englisch_stgb/englisch_stgb.html#p1604 

 

For Italy the law to regulate sexual harassment at work: 

- Disposizioni per il contrasto delle molestie sessuali, con particolare riferimento 

all'ambiente di lavoro: 

https://www.senato.it/japp/bgt/showdoc/18/DOSSIER/0/1210554/index.html?part=dossier_dossier1 

Law to regulate equal opportunity on the workplace 

-  CODICE DELLE PARI OPPORTUNITÀ 

https://www.ilo.org/dyn/travail/docs/1849/CODICE%20PARI%20OPPORTUNITA%20AGGIORNATO.pdf 

 

However, those provisions are sometimes toothless, because their implementation in 

everyday life lacks the methodology or systematic approach. Responsibility usually lies 

on the top management, in cooperation with the Human Resource Department. 

Sometimes there exist specific bodies at the employer such as Ethical Committees,  

Gender Focal Points or Gender and Diversity Units. Those could provide the appropriate 

help and set also the methodic of the complaints solution.  

Very useful is to have a Code of Ethics with the definition of GBV (gender-based 

violence) and the process of dealing with it. We also recommend having some 

anonymous way to report inappropriate behavior in the workplace - for example the 

platform Face up (https://www.faceup.com/en). 

https://cms.law/en/int/expert-guides/cms-expert-guide-on-sexual-harassment-in-the-workplace/germany
https://www.gesetze-im-internet.de/englisch_stgb/englisch_stgb.html#p1604
https://www.senato.it/japp/bgt/showdoc/18/DOSSIER/0/1210554/index.html?part=dossier_dossier1
https://www.ilo.org/dyn/travail/docs/1849/CODICE%20PARI%20OPPORTUNITA%20AGGIORNATO.pdf
https://www.faceup.com/en


 

 

Source: creative commons https://pxhere.com/cs/photo/486083  

https://pxhere.com/cs/photo/486083


 

 

It is important to have all these provisions described in an easy and understandable way 

and at hand so that any employee may understand them and adhere to them whenever 

such a situation occurs.  



 
Task: Graphical overview of the procedures to be taken may be 

very helpful as well (see the example above - http://informedfed.com/articles/eeo-

process-chart/).  Did you get how the process should be facilitated? (Yes- No) 

How it could be improved?  (write down a sentence) 

 

5.4. AFTERCARE AND NEXT STEPS 
Sometimes it is very difficult to face such a harsh situation. No matter whether if you are 

in the position of the victim/survivor or by-stander, or somebody who was informed 

about the situation (secondary by-stander). Your emotions are legitimate.  

Task: think on the difference between individual level aftercare and systematic level 

aftercare (response). What should they consist of? Write down. 

 

 

INDIVIDUAL HELP 
You can get inspired from the following suggestions when facing the topic on individual 

level:  

- Find somebody you rely on and you can trust. 

   

 Right to refuse the help 

Right not to interfere 

Right to ask for a help and changing the situation  

 INDIVIDUAL 
RESPONSE and 

individual coping 
mechanisms 

 Obligation to interfere 

Responsibility to create the wellbeing for all in the workplace 

Create the toolkits/policies to prevent the negative behavior 
on the workplace 

Training to the staff - by-standers, leaders, responsibles 

 SYSTEMIC 
RESPONSE 



 
- Consult the situation with them, find a support. 

- Ask yourself what is  best for you – what do you want today, tomorrow, the day 

after? What is the ideal solution for you - individually, in your own situation 

(what helps one person doesn't have to help other people). 

- Set your own way to reach the ideal solution (you, with help of friends or a 

trusted person, with organizational help and with employers support).  

- Document the sexual harassment incidents with as many details as possible, if 

you decide to go for the solutions. Ask your aggressors to stop and be firm when 

you set these limits even though it may not be easy for you at the beginning. 

- Also, report the sexual harassment incidents to your supervisor, manager or 

superior or to someone that offers you support if you decide to go for this 

solution. If you work in a company, you can also contact the human resources 

department.  

o Ask about ongoing steps that may be taken from their position. Request to 

be part of the decision making and that no actions will be taken with you 

being informed about them first. 

o Think about your future steps: do you want them to protect your name 

and lead the case anonymously? Are you ready to stand up and set the 

case un-anonymously?  Find your own way.  

o Ask about the progress and future steps taken from the reporting system. 

Get aware about the parts where you could feel uncomfortable. Make a 

steps to increase your comfort. Think on you first! 

- You could find out also professional help or support. 

INTERNAL HELP - SUPPORT FROM HR DEPARTMENT      
Many public organisations in Germany have their Personnel Councils. This Council 

decides if staff members are required, if the working conditions are relevant to the 



 
professional background of the employee, and other important 

issues to regulate the relationships between the employer and employee. 

     In Germany, many employers have Ethical Committees which might consider if the 

employer or colleagues behaved in relation to another colleague in an appropriate way.  

Similar situation is in the Czech Republic. There exists the Ethical Committees mainly 

when it comes to the education and research area employers. The Ethical Committee 

could be a resolution body too. There are Trade Unions in many 

organizations/employers in the Czech Republic, and they can play a supportive role in 

the complaints. The HR and TOP management are definitely responsible to solve the 

situation and to take the measures to prevent/stop/solve the situation.  

   

 

EXTERNAL HELP 
 

In many countries, there are also organizations that can assist you and provide you with 
information and legal advice in cases of gender discrimination and thus also in case of 
sexual harassement solutions. Also, if you work in a company, in most countries there 
are institutions that deal with labor inspection and protection and they also investigate 
cases of discrimination (ombudsman/ombudsperson on a national level, or within the 
organization). 
 

- in Romania, there is Consiliul Naţional pentru Combaterea Discriminării - National 
Council for Combating Discrimination). There is a green helpline +40 800 500 333, 
provided by Agenţia Naţională pentru Egalitatea de Şanse între Femei şi Bărbaţi - 
National Agency for Equal Opportunities between Women and Men). 

- In Italy: if you are experiencing forms of violence, you can consider calling 
“Numero Rosa” - 06 3751 8282 for psychological and legal support. They are 
available 24/7 and will advise you on the best ways to proceed. Another free 
number against violence and stalking is 1522. Here is the website 
https://www.1522.eu/. If you have been subject to harassment in the workplace 
you cad decide (together with a to the police authorities) to file a complaint with 
the so called "Ispettorato Nazionale del Lavoro", a body whose aim is to regulate 
the supervision in the field of health and safety protection in the workplace. If 
you have been harassed you can fill in a form (https://www.ispettorato.gov.it/it-

https://www.1522.eu/
https://www.ispettorato.gov.it/it-it/notizie/Documents/INL-31-Modulo-richiesta-di-intervento-ispettivo.pdf


 
it/notizie/Documents/INL-31-Modulo-richiesta-di-
intervento-ispettivo.pdf) to ask for intervention. 

- In the Lithuania look on the laws which guide you through.  
- In the Czech Republic, these organizations are, for example, Rosa, Bílý kruh 

bezpečí, Konsent or Linka Bezpečí (if you are a student, they help up to the age of 
26). Gender Studies o.p.s. operates a counselling center where you can ask for 
help (see https://rovneprilezitosti.cz). 

 
It is advisable if the employer lists the national external help lines also in their internal 
materials so that everybody knows about their availability as it may be difficult to 
contact the HR department of the company directly and sometimes it is helpful to 
consult the situation with some person or authority with no connections whatsoever to 
your employer.  
 
Resources: 

European Commission, "Diversity within small and medium-sized enterprises: best practices 
and approaches for moving ahead", Luxembourg: Publications Office of the European Union, 
2015 
https://www.faceup.com/en 
https://www.zakonyprolidi.cz/cs/2009-198 

 
 

https://rovneprilezitosti.cz/
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://publications.europa.eu/en/publication-detail/-/publication/91af0878-b379-11e5-8d3c-01aa75ed71a1/language-en
https://www.faceup.com/en
https://www.zakonyprolidi.cz/cs/2009-198

