UCU claim for development of a dedicated anti-sexual harassment policy and procedure
Summary
Cardiff UCU request to work with the university and our sister unions to develop a policy and procedure around the issue of sexual harassment. As some attendees at JCNF will be aware, we submitted a request for information on cases of alleged sexual harassment on 26 June 2023 (attached). We received a response on 27 June 2023 stating that the data would be reviewed in relation to staff, but that input from other colleagues would be required for data relating to students. We appreciate that it has been a busy time for many colleagues, but would like to progress our aims by submitting this claim for consideration at JCNF. This document sets out the background, and we can share model policy and procedure as examples of what we would like to work towards. 
It is our belief that this is a matter of priority to all parties, and we wish to work together collaboratively and constructively on developing the best possible approach for victims of sexual harassment in this institution.
Background 
Sexual harassment affects many in the workplace. The Wales Trades Union Congress (WTUC) has written: 
“Whilst anyone can experience violence and harassment, unequal status and power relations in society and at work often result in women being far more exposed to violence and harassment. Sexual harassment is such a lasting, pervasive issue in workplaces that over one in two women have experienced it. These experiences are often compounded by racism, homophobia [and transphobia] and ableism and are regularly minimised, excused or not believed when reported. Experiencing sexual harassment at work impacts on mental health and wellbeing, job security and career progression and is a major barrier to workplace safety.” 
Evidence shows that sexual harassment is not an uncommon event in higher education, that women are more likely to be victims than men, and that some groups may be at higher risk due to being in a marginalised position, such as lesbian, bisexual, and transexual people, students with functional disabilities, ethnic minority students, and students with previous experiences of sexual violence.  

Members of staff victims of sexual harassment may experience many negative outcomes, including depression, post-traumatic stress disorder (PTSD) symptoms, diminished mental health, perceived isolation and helplessness, internalized shame, disordered eating, problematic alcohol use, nausea, and sleeplessness.[footnoteRef:1] Re-traumatization may occur if the initial traumatic experience of harassment is not recognised or adequately addressed. [1:  Wood, L., Hoefer, S., Kammer-Kerwick, M., Parra-Cardona, J. R., & Busch-Armendariz, N. (2021). Sexual Harassment at Institutions of Higher Education: Prevalence, Risk, and Extent. Journal of Interpersonal Violence, 36(9–10), 4520–4544. https://doi.org/10.1177/0886260518791228] 


Beyond the devastating impact on individuals, sexual harassment also has costs to organisations. Direct costs are high personnel turnover resulting in a need for expensive recruitment and introduction of new employees, as well as time and resources spent on investigating incidents. Indirect costs can include reduced workplace morale and job motivation among employees, and ‘poor reputation’ for the workplace as such.

Sexual harassment is largely about abuse of power. As workers in a university, we understand that there are a range of power dynamics and hierarchies that everyone must navigate. These can occur between junior and senior staff; between casualised and secure staff; between staff and students; or between students themselves, to provide a few examples. 

Tackling sexual violence and harassment is a priority for UCU nationally, and Cardiff UCU has started to take steps to advance these aims by recruiting a specific sexual harassment contact and undertaking training. The WTUC and the Labour Research Department (LRD) have produced detailed guides of good practice for tacking sexual harassment in the workplace. They emphasise the importance of having specific policies and procedures for preventing and dealing with sexual harassment, and that these should have a trauma-informed approach. 

Cardiff UCU notes:

· That public sector employers should comply with the Public Sector Equality Duty to eliminate discrimination and harassment and to advance equality; 
· That Cardiff University has recently been recognised for compliance with new international guidance standard ISO45003, which covers psychosocial workplace hazards such as sexual harassment, bullying and traumatic events; 
· That Cardiff University does not have a separate policy that covers sexual harassment, or a procedure for what a member of staff should do if they find themselves facing this issue; 
· That Cardiff University has a clear procedure and dedicated disclosure team for students affected by sexual harassment. 

Cardiff UCU members have instructed the branch to work with Cardiff University to develop an anti-sexual harassment policy that aims to prevent incidents from happening, as far as is possible. Alongside this should be a clear procedure for staff to raise concerns and get support if they find themselves the victim of sexual harassment. These policies and procedures should be trauma-informed and designed according to the examples of good practice outlined by WTUC and LRD. Roll-out of the policies should be accompanied by appropriate training for all staff. 
