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ABOUT LAWRS

ABOUT ROSA ABOUT IWGB

The Latin American Women’s Rights Service (LAWRS) is a feminist and
human rights organisation led by and for Latin American migrant women in
the UK. It supports the multiple immediate and long-term needs of Latin
American migrant women exposed to violations of their fundamental
human rights and to intersectional discrimination, which is based on their
gender, race, ethnicity, and migration status.

LAWRS is proud to be a feminist and inclusive organisation that welcomes
Latin American women from all ethnicities, cultural backgrounds, social
classes, religions, and abilities. 

https://lawrs.org.uk/

Rosa is a grant-making charity
that funds grassroots women’s
organisations working to make
the United Kingdom a fairer
place for women and girls.

Rosa roots its support in the
women’s organisations working
closely in communities, as they
are the ones campaigning to
secure equal representation for
women in politics and public
life and working to end VAWG.

Rosa is the first and still the
only UK-wide fund for women,
with a mission to leverage
gender equality and social
justice.

https://rosauk.org/

The Independent Workers Union
of Great Britain (IWGB) is a
trade union for all kinds of
workers. Among them, there are
self-employed, migrant, gig-
economy, and agency workers.

Their members are cleaners,
couriers, nannies, video game
designers, security guards, yoga
teachers, and more.

It campaigns for better working
conditions and respect for
labour rights, including
demanding better pay, and calls
to end harassment and
discrimination in the workplace.

https://iwgb.org.uk/



ABOUT THIS TOOLKIT
This guide has been designed by LAWRS for union women officers and
representatives. It approaches sexual harassment of women in the
workplace in the UK as a form of violence against women and girls
(VAWG).

It has been informed by LAWRS’ expertise in dealing with violence against
Latin American women and girls and by IWGB’s projects and needs
identified throughout their experiences brought in by Latin American
migrant women working in insecure jobs in the UK.

It has two parts. The first one aims to help union women officers and
representatives to learn about SHW and build projects for union women
members focused on prevention and considering intersectional
discrimination. 

The second part approaches how to manage cases under an
intersectional perspective and a trauma-informed approach.

It also suggests how union officers and representatives should train
members on how to further understand, prevent and report cases.

Finally, it helps Unions to
implement peer-to-peer
support   groups for their
women members who
have experienced SHW. 

It is granted by Rosa’s
Justice and Equality Fund
(JEF).
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Gender-based violence occurs in private and public spaces and is the
cause and consequence of gender inequality. It disproportionately
affects women and girls. Women subjected to intersecting inequalities
due to their race, class, migration status, ability, sexuality, gender
identity, for example, are at higher risk of experiencing this form of
abuse.

VAWG takes many forms, including physical, sexual, emotional, and
financial, amongst others (2).  It can be inflicted by intimate partners,
extended family members, friends, colleagues, or strangers. The
definition of VAWG also considers any violence perpetrated or
sanctioned by the State.

Sexual harassment in the workplace (SHW) is a form of VAWG
perpetrated in public life (3). In the UK, it is defined by the Equality Act
2010 as:

SEXUAL HARASSMENT 
OF WOMEN IN THE WORKPLACE

Violence against women and girls (VAWG) is defined by the United
Nations as:

1

any act of gender-based violence that results in, or is likely to result in,
physical, sexual or psychological harm or suffering to women, including

threats of such acts, coercion or arbitrary deprivation of liberty, whether
occurring in public or in private life (1).

an unwanted conduct of a sexual nature with the purpose or effect of
violating a person’s dignity, or creating an intimidating, hostile,

degrading, humiliating or offensive environment for that person (4).
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In the UK, SHW represents an unlawful form of discrimination, and it might
also be a crime, for example, if the person has been sexually assaulted or
has received physical threats. (7)

It can come from anyone, such as supervisors, colleagues, customers, and
workers from other companies, and can be part of a pattern of behaviour
or take the form of a single incident.

While both men and women can be either victims or offenders of SHW,
women are disproportionately affected by it (5).

Some identified examples of SHW conducts are (6): 

Unwelcome staring or looks
Sexual jokes or comments
Provocative sounds
Invasion of personal space
Circulating offensive materials
Unwanted sexual emails and messages
Unwanted relationship attempts
Pictures or videos shared without permission
Sexually pressured exchange
Demanding dates or sexual favours
Being followed or threatened
Flashing
Sexual assault, like touching
Actual or attempted rape



Ethnicity
Racism and Xenophobia

Sex
Sexism

Gender
Transphobia, Binarism, 

Misogyny

Sexual
orientation

Homophobia

Social class
Classism

Ability 
Ableism 

Age
Ageism

Religion
Religious

intolerance (eg.
Islamophobia,
Antisemitism)
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Look out for this image throughout this toolkit for an opportunity 
to do an intersectional discrimination analysis.

INTERSECTIONAL DISCRIMINATION 
AND SHW



Each different group of women experience further discrimination
depending on how structures oppress people subjected to intersecting
inequalities.

Labour exploitation of migrants, for example, is feminised in some sectors,
such as cleaning and domestic work, and such exploitation intensifies
when gender is compounded with vulnerabilities related to class, race,
ethnicity, nationality, and other precarious migrant identities (9).

There is no one way or a checkbox for performing an intersectional
analysis. However, when supporting a union member disclosing her
experience of sexual harassment in the workplace (SHW) and working on
prevention campaigns and policies building, you should be aware that
personal characteristics and societal circumstances can put some women
more at risk of discrimination, such as Black and Minoritised women.

In the light of an intersectional analysis, you can identify who are the
more vulnerable women for planning your initiatives and action. You can
also better understand a victim’s experiences and perceptions and the
impacts of SHW on her life.

Remember that in the UK, SHW is an unlawful form of discrimination, and it
can be perpetrated based on primary forms of discrimination, as the ones
presented in the image on the previous page.
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Intersectionality recognizes that certain individuals face
multiple and intersecting forms of structural discrimination
and that they may intersect with each other and result in

overlapping and reinforcing oppressions.  This systemic
discrimination impacts their access to just opportunit ies to

pursue an autonomous l i fe (8).



APPLYING INTERSECTIONALITY
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Victoria is from Bolivia. She does not speak English very well, but
she got a job as a cleaner in a private house. She tells you that
her employer, Mark, stares at her and talks about her body and

appearance which makes her feel intimidated. He has asked her
out once and she declined, showing him her wedding ring.

Recently, he asked her out again. This situation is making her very
anxious but she does not want to confront him because she fears
she could lose her job and she relies on her salary. She has been

in this situation for four months.

Let’s reflect on what are the intersecting forms of structural discrimination
that Victoria is facing other than being a victim/survivor of SHW:

Besides discrimination:

This image on the next pages points to tips that can
help you to put your learning into practice.

As a woman, she is subjected to sexism and gender
inequality
By being from an ethnic minority, as she is Latin
American, she is a target of racism
By being a migrant, she is a target of xenophobia

As a cleaner, she is a low-paid worker
As an immigrant that does not speak English, she might not know
the UK system, its rules, regulations, and opportunities very well



AT AN INDIVIDUAL LEVEL FOR AN
INCLUSIVE APPROACH TO HER CASE
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Consider that she is carrying on multiple struggles in
dealing with systemic discrimination: sexism, racism,
and xenophobia intersect against her on a daily basis.

Remember that intersecting discrimination creates
barriers to just opportunities for her to build an
autonomous life.

Listen to her and assure her perceptions and feelings
are understood.

Be inclusive when talking about her issues: incorporate
her gender identity into your language, focus on her
circumstances etc.

Recognise the importance of her family to her: women
often play the role of care providers to children and
other family members.
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AT A COMMUNITY LEVEL FOR
PREVENTION ACTION THAT WILL
IMPACT EVERY WOMAN’S L IFE

Produce at the union disaggregated data by sex, gender identity,
sexual orientation, race, ethnicity, national origin, immigration
status, age, religious affiliation, housing status, level of education,
disability etc. Note that people with insecure immigration status
are those whose status is temporary or insecure due to waiting for a
decision about their permission to stay, or because they are
dependent on their partner’s, spouse or other family member’s
status. Their stay is usually limited, they may be undocumented or do
not have legal rights to stay. (10)

Demand from government agencies to publish disaggregated data
as well.

Design your initiatives considering how a woman’s life is impacted
by different and connected social conditions and public policies at
the same time. For example, a woman experiencing SHW might
have had impaired mental and physical health, she perhaps will
need to access health services. For accessing those services, she
will perhaps need access to public transportation. At the same time,
she might be looking for a new job while coping with an SHW
report in court.

Promote cross-community, cross-sector, and cross-issue
collaborations, investing equally in each other’s issues, narratives,
goals, and policy agendas.

Learn about the health, employment, living conditions, and needs of
women and their communities.

Come together as a community to fight discrimination and ensure
that everyone’s rights are respected.



GROUP ACTIVITY

Overview
This activity will help you to understand how different
women face different challenges when experiencing SHW.
Time: 1.5 hour

1 Imagine that other Union representatives have managed these cases and
discuss these women's experiences with your group.

Joana 
works for a cleaning company. She moved to the UK from Portugal five
years ago. One of the company’s clients that she serves knows she is
Brazilian. He has told her that she is very beautiful and that, even though
she is white, he would like to see her dancing the samba for him. She has
kept quiet and has not answered him since she can understand his
insinuations, but she does not speak English. Lately, she has noticed he is a
bit impatient, and he already touched her hair and pulled her by her arm.
She is 32 years old and has two children. She moved to the UK with a
British partner, who became abusive. She left him before applying for a
residence permit. Joana reported the SHW situation to her line manager,
but she told Joana that it is normal and that she should not care about it. 

Maria 
is a Black woman who works as a cleaner for a company. She receives
abusive comments about her skin colour and age and sexual gestures
daily from male co-workers. The situation has had such an impact on her
health, that she suffers from anxiety and depression. She is in her sixties, so
she cannot afford to lose her job – she fears that, due to her overall
background, she will not find another job easily. She was born in England
to Colombian parents, she has British citizenship and can speak English
fluently.
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Magdalena 
is from Poland. She is 20 years old and has lived in the UK for ten years
but does not have EU settlement status. She works as a cleaner for a pub
and one of the male waiters has grabbed her and kissed her in the
bathroom after flattering her for months. She cares for her grandmother.

Annabel 
has just turned 50. She is an English woman who has never travelled
outside the UK. She is a cleaner at a hotel and her line manager has
insisted on taking her out for some drinks. She does not think it is
appropriate and thinks he is pushing too much.

Ellie 
is a 25-year-old British woman. She was born in London and has lived in
the UK her whole life. She is a cleaner at a restaurant, where she receives
belittling comments because she is a lesbian. She has heard from male
co-workers and customers that she should have an experience with a
man, for example. She told the restaurant owner about what has been
happening, but he suggested that she should leave her job if she is
unhappy.
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2 On large sheets of paper, draw the bodies of these women.

3 On stickers, write out your insights on:
 

      These women’s characteristics
      The sorts of discrimination underneath the SHW against them
      Some situations of inequalities for each one
      The opportunities each one has and does not have to develop an   
      autonomous life

4 Stick the stickers on each woman's drawing, according to each one's
characteristics.

5 Discuss how you should approach each of them as a representative.

6 Outline how the union should work on prevention of SHW from an
intersectional perspective.



Despite the wealth of guidance available for employers on preventing a
culture of sexual harassment in the workplace (SHW), many workplaces
lack basic policies and procedures.

It can be difficult for individual employers to discuss such a sensitive topic
with their employers, particularly if they are the perpetrators themselves.

This is why employees need to be members of a union. Unions can help
raise awareness among workers, provide short-term support to
victims/survivors where employers fail to provide it and help prevent
feelings of isolation that those who experience SHW can face. 

Mostly, unions can be a collective voice for a workforce to negotiate with
their employer so no worker has to do this alone, and a way to exert
pressure if employers are not responding to attempts at negotiation.

As a union representative, you can support, educate, and lead your fellow
union members in campaigning for an end to SHW.
 
You should aim to share information, prevent SHW, and advocate for
cultural change within the union itself.

Your work may influence union leaders, officers, representatives and
members, employers, the community, and the government.

The union can also support its members to request or, if necessary,
pressure their employers to put in place anti-sexual harassment initiatives.
Employers’ actions must state a zero-tolerance approach to SHW and set
up good procedures for preventing, monitoring, conducting cases and
reports, and ensuring accountability.

UNIONS CAN CHANGE THE CULTURE
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UNION’S  SUPPORT

Your union should consider these values

Your union should support you to implement

Your union should request from employers
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Projects for women from a gender perspective
Procedures to welcome Black and Minoritised women considering any
intersectional discrimination they may face and using  a trauma-
informed approach
Women only peer-to-peer support groups which are aware of gender,
intersectionality and trauma-informed approach
Commitment to build its workplace based on the values above,
raising awareness among its own staff

Branch-based committees for women to meet on a regular basis to
build supportive relationships, plan activities, take on tasks, and
organise campaigns against SHW
Welcoming procedures to women who want to disclose their SHW
cases
Training for union staff and members
Peer-to-peer support groups
Projects for women
Campaigns against SHW
A strong legal support with expertise on SHW, including in
collaboration with other organisations and granters

Anti-sexual harassment policy building
Anti-sexual harassment training
Sexual harassment reporting procedures
Efficient responses to reports
Accountability for perpetrators
Culture change efforts



YOUR ACTION IN THE WORKPLACE

Union members can themselves

Union representatives should
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Support the inclusion of a clause against SHW in collective bargaining
agreements
Support the inclusion of a clause about the representations of the
victim/survivor and the defendant
Make sure employers’ policies are fit for branches’ demands and
implemented
Put intersectionality into practice

Negotiate workplace policies and participate in their drafting
Assist in monitoring the workplace environment
Support supervisors in pursuing SHW investigations to their conclusion
Promote the recognition of power dynamics and challenge normalised
sexist behaviours
Treat each other fairly and with respect 
Start a conversation with members about all these issues
Pressure for intersectional practices
Practice a trauma-informed approach when identifying a
victim/survivor



An Anti-Sexual Harassment Policy (ASHP) has the purpose to create a
framework for all: employers, employees, apprentices, third parties. It
must be clearly and comprehensively written. 

It should address:

BUILDING AN ANTI-SEXUAL
HARASSMENT POLICY

Once the ASHP is put in place, be sure the employer has promoted it.
They must:

We drafted an ASHP template for employers based on the one provided
by the Trades Union Congress (TUC). (11) It is based on international good
practices identified by TUC and adapted by us to highlight gender
inequality and intersectional discrimination behind SHW. In addition, all
workplace policies should be developed in consultation with a union.

What SHW is
How SHW can be prevented
Roles and responsibilities on tackling SHW
Procedures for receiving and responding to reports
Support for staff who have experienced SHW
How the policy must be shared and promoted
How to adopt gender and intersectional perspectives
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Translate it to the employees' languages
Make it easily available to all, posting it in prominent locations
throughout the company workplace and website
Make its reading by all staff and managers compulsory
Make its reading compulsory in a new employee’s induction
Ensure clients are aware of it and can find it easily
Update the non-discrimination and ASHP policies annually and
reissue them to all parties
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ANTI-SEXUAL HARASSMENT POLICY TEMPLATE

You can use our template to draft your own 
Anti-Sexual Harassment Policy.

 
Click here to access it .

 

https://lawrs.org.uk/wp-content/uploads/2023/01/ASHP_Final.docx
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using this guide.
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