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Abstract

Workplace sexual harassment (WSH) remains a common
experience for many women worldwide. European policies
and guidelines point to the need to establish comprehen-
sive WSH prevention programs and strategies. One of the
strategies contemplated is establishing risk assessment and
monitoring systems to prevent and identify WSH situations.
However, few WSH risk assessment tools are currently avail-
able to European organizations and companies. This article
analyses the co-creation process that has led to develop-
ing an evidence-based risk assessment survey tool (ST) to
prevent in a wide diversity of work contexts. This process
has involved experts, survivors, activists, and other relevant
stakeholders. The research has been carried out based on
the communicative methodology through the implemen-
tation of qualitative fieldwork. Furthermore, an extensive
review of scientific literature and international guidelines
has been carried out. The established co-creation process
has led to the inclusion of the Isolating Gender Violence
approach in a risk assessment ST to prevent WSH for the

first time.
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1 | INTRODUCTION

Sexual harassment (SH) is the most prevalent form of violence against girls and women in the European Union (Euro-
pean Union Fundamental Rights Agency, 2014). It is estimated that between 83 and 102 million women (around
45% and 55% of European women) have experienced at least one form of SH since 15 (Latcheva, 2017). Sexual
harassment, as defined in EU Gender Equality Directives, supposes a specific type of discrimination “where any form
of unwanted verbal, non-verbal, or physical conduct of a sexual nature occurs, with the purpose or effect of violat-
ing the dignity of a person, in particular when creating an intimidating, hostile, degrading, humiliating or offensive
environment” (European Parliament, 2004). According to FRA (2014), physical SH is the most reported SH in Europe,
followed by verbal and non-verbal SH. Furthermore, the EU-wide survey carried out by FRA (2021) indicates that
57% of participating women say that SH took place in public spaces such as the street or a park.

This article focuses on workplace sexual harassment (WSH). Specifically, it analyses the co-creation process
that has led to developing a survey tool (ST) to prevent SH in a wide variety of European work contexts. WSH has
received increasing attention from its recognition as a socio-legal phenomenon in the 1970s (McDonald, 2012). The
“MeToo” movement, with a diversity of local denominations, has been a lever in the visibility of the WSH, encouraging
women from all over the world to join through social networks to denounce the pain and harm caused by its wide-
spread occurrence (Sen et al., 2018). WSH contemplates abusive workplace behaviors which have hierarchical power
relations at their core. It includes behaviors present in general bullying, mobbing, racial harassment, and sex-based
harassment (Thornton, 2002). However, unlike other counterproductive workplace behaviors, WSH has an explicitly
sexual dimension (Samuels, 2003).

Previous studies have shown significant discrepancies concerning WSH incidence depending on representative-
ness, measurements, time frame, or cultural context (Hanson et al., 2020; Nielsen et al., 2010). However, studies such
as the one carried out by Timmerman and Bajema (1999) suggest that between 17% and 81% of European employed
women reported experiencing some form of WSH. There is a broad consensus that women, especially young women,
are disproportionately exposed to WSH (Garcia-Hernandez et al., 2020). However, WSH can also affect any worker,
especially those who present elements of vulnerability because of their sexual orientation, gender identity, race,
age, or disability, amongst others (Chamberlain et al., 2008). In addition, several risk factors increase the chances of
suffering WSH, among which are working in contact with the public; with people in distress; with objects of value;
in situations that are not (or not correctly) covered or protected by labor law and social protection; during unsocial
working hours; alone or in relative isolation; in intimate spaces and private homes; in conflict zones, in leadership
positions or highly masculinized sectors, among others (Chvatik et al., 2021; Foley, et al., 2020; International Labor
International Labour Organisation, 2016; Tinkler & Jao, 2020).

The consequences of WSH have been studied in depth from various fields, demonstrating adverse psychological,
health, job-related, and organizational outcomes (Chan et al., 2008; Fitzgerald et al., 1997). These consequences
have been evidenced in WSH direct targets (e.g., experiencing anxiety, depression, and post-traumatic stress disor-
der, among others) (Magley et al., 1999; Willness et al., 2007). Furthermore, a limited number of studies have also
identified its negative impact on bystanders' welfare. For instance, studies such as Miner-Rubino and Cortina (2007)
suggest that working in a misogynistic environment can negatively affect all employees. Their analysis shows that
observing hostility toward women and perceiving the organization's tolerance about harassment predict lower
well-being, which is also related to higher withdrawal for female and male workers.

Concerning the actions raised against WSH, policies, collective agreements, recommendations, training, and

complaints procedures have been promoted internationally by organizations such as the United Nations Committee
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on the Elimination of Discrimination Against Women, the International Labor Organization, the European Union,
and the International Confederation of Free Trade Unions (McCann, 2005). Some research has pointed to the need
to accompany these legislative advances with a broader involvement of agents promoting cultural change: employ-
ers, trade unions, civil society, media, and education institutions among others (European Trade Union Confedera-
tion, 2014; Handy, 2006). From this approach, the EU Erasmus + ASTRAPI project proposes an eight-point framework
for a transformative approach to ending WSH (Cyprus Academy of Public Administration & Hypatia Foundation
Promoting Equality, 2020, p. 18), which includes: (1) tackling gender inequalities, discrimination, and social norms;
(2) human resource policies, procedures, and practices; (3) effective complaints procedures; (4) support and remedies
for victims/survivors; (5) active bystander approaches; (6) perpetrator accountability; (7) raising awareness, training,
workplace guidance, and campaigns, and (8) comprehensive prevention and risk assessment in the workplace.

This article provides new knowledge about one of the areas mentioned above, scientifically explored to a lesser
extent: an evidence-based tool contributing to WSH risk assessment and monitoring. This work also starts from
the considerations offered by previous investigations, which shed light on the excessive focus placed on defini-
tional distinctions of SH and the little attention received by theoretical approaches that inform effective prevention
strategies and actions (McDonald, 2012). Taking these considerations into account, we present the methodology
implemented in our study bellow. Second, we provide the main results, focusing on the evidence-based ST designed
from the literature review. In addition, we report the co-creation process that has accompanied the ST design and
has led to incorporating the Isolating Gender Violence (IGV) approach (Vidu et al., 2021) in a tool aimed at prevent-
ing, monitoring, and reporting WSH. Isolating Gender Violence is defined as “any kind of violence against those who
advocate for gender violence victims. The objective of such violence is to isolate gender violence victims and discour-
age reporting or receiving support, in order to maintain the impunity of gender violence” (Vidu et al., 2021; p.185).
Therefore, the violence suffered by people who support the victims has also been addressed.

Finally, we discuss the main contributions, limitations, and future lines of research provided by this work.

2 | METHODS

The research has been grounded on the communicative methodology (CM) (Puigvert et al., 2017). This methodology
has been widely used in previous research on gender violence (Diez-Palomar et al., 2014; Valls-Carol, 2014). The CM
aims to go beyond the diagnosis of social problems and identify those elements capable of reducing social inequali-
ties. From this perspective, knowledge is built through an egalitarian dialog between researchers and a wide diversity
of stakeholders.

The Center of Research on Excellence for All ethics committee has approved this study (reference number:
20211218). The research has been developed in two phases. First, we have carried out a review of scientific litera-
ture focused on WSH. The source selection has been performed prioritizing articles published in scientific journals
indexed in the Web of Sciences and published from 1990 to the present. Keywords used included: SH; workplace;
prevention; risk assessment; risk management; risk prevention; survey, monitoring, and organizational climate. In
addition, we have analyzed recommendations disseminated by international organizations (e.g., UN Women and the
ILO), as well as previous WSH risk assessments and organizational climate surveys.

The second phase has involved the implementation of qualitative fieldwork including communicative focus group
(N = 2); semi-structured interviews with communicative orientation (N = 5), and content validity. The communicative
approach has meant that participants have held central positions in knowledge construction, recognizing them as
experts through their lived experiences. In this regard, it is worth mentioning that our research has included WSH
survivors. Therefore, we have considered strategies identified in previous research with communicative and feminist
orientations (Melgar Alcantud, Puigvert, 2021). Among them is to establish an egalitarian climate and use of dialog

and make available relevant information and resources on the topic studied to participants.
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The communicative focus groups were conducted to identify collective interpretations about the contents and

characteristics that a WSH risk assessment ST should have. Table 1 shows the composition of the three focus groups
carried out:

Semi-structured interviews with communicative orientation were conducted with activists and experts in SH
from 5 different fields of knowledge (Economics and Business; Law; Education; Political Science and Sociology). The
interviews aimed to collect theoretical contributions from the experts and practical experiences from the activists
concerning specific aspects that the ST should cover. The interviews made it possible to contrast the knowledge
provided by the researchers with that of the participants. Table 2 shows the participants' profiles:

Content validity (Newman et al., 2013; Ricci et al., 2019) has been carried out to ensure that the items incorpo-
rated in the ST were acceptable, comprehensive, and relevant for experts and other relevant stakeholders to whom
the tool is addressed (e.g., low skilled workers, NGOs, or foundations). To this end, content validity has been carried
out through direct communication with members of three different panels. We describe them in Table 3:

Communication with the panels’ members has been conducted through various strategies, including focus

groups, interviews, or exchanges via email, video call, or telephone.

2.1 | Data analysis

Personal information obtained was anonymized by applying pseudonyms. We transcribed data collected from
communicative interviews and focus groups for further analysis. The analysis was performed following the orien-
tations of the CM (Pulido et al., 2014). Two dimensions (exclusionary and transformative) and eight categories were
established. The exclusionary dimension considered those elements that hinder WSH identification, monitoring, and
reporting. Conversely, the transformative dimension included data referring to those elements that promote WSH
recognition and action. Eight categories of analysis were also established. Seven of them deductively: (1) victim

TABLE 1 Communicative focus group composition

Typology Focus group composition

Focus group with activists and survivors Four members of a support network for survivors of gender-based violence.
Three of them are women and one man. All of them have suffered cases
of SH and have supported other survivors through the network.

Mixed focus group Focus group with a former trade union representative (woman), a member
of an equity unit at a Spanish university (woman), and an expert in
sexual harassment (woman).

TABLE 2 Participants involved in the semi-structured interviews

Pseudonym Profile

Carla Woman, 28 years old. Survivor and activist. Postdoctoral researcher at a Spanish
university. Field: Economics and business.

Sara Woman, 30 years old. Survivor and activist. Postdoctoral researcher in an American
university. Field: Sociology and law.

Carles Man, 40 years old. The main researcher of an research project focused on violence
against the LGTBI + community. Field: Education.

Lourdes Woman, 43 years old. Head of equality policies at a Spanish university. Field: Sociology
and political science

Mario Man, 67 years old. Full professor at a Spanish university. Field: Economics and business



GOMEZ-GONZALEZ €T AL.

WILEY——

TABLE 3 Panels involved in the validity content

Panel Profile

Workers panel Ten participants (all women) in an adult education association. All of them with low
academic degrees. They occupy or have held unskilled jobs (e.g., domestic caregivers,
cleaners, factory workers, or saleswomen).

Expert panel Mixed panel composed by the members of the EU ASTRAPI project, which has
incorporated five different profiles from seven european countries: 1) four
universities/research groups (Cyprus (N = 2), Greece (N = 1), and Spain (N = 1)); 2) two
foundations on gender equity (Cyprus (N = 1) and Bulgaria (N = 1)); 3) an organization
composed of five trade unions (Denmark); 4) one feminist think tank (Belgium), and 5)
an independent researcher and policy advisor on gender-based violence at work (UK).

Expert panel The panel consists of five academics: Four are involved in Spanish universities and one in
an American university. They are experts in SH prevention from different disciplines
(e.g., methodology, mathematics, education, social work, and law).

profile; (2) gender harassment; (3) unwanted sexual attention; (4) sexual coercion; (5) WSH circumstances; (6) institu-

tional gender perspective; and (7) others. One of them inductively: (8) IGV (Vidu et al., 2021).

3 | RESULTS

In this section, we present the main results of our study. First, we present the evidence-based ST, which has been

grounded in the literature review. Second, we focused on the co-creation process accompanying the ST design.

3.1 | The design of an evidence-based risk assessment survey tool

The ST has been designed to provide a reliable and valid tool to define WSH levels of intensity. Furthermore, the ST
arises from the need of developing and improving WSH data collection and management systems to advance toward
greater comparability of data across European countries (ILO, 2016; UN Women, 2019).

The design of the ST has meant contemplating WSH prevention programs and strategies, including primary
(e.g., policy and training), secondary (e.g., response after the problem has occurred), and tertiary prevention (e.g.,
longer-term responses after the problem has occurred) (Chamberlain et al., 2008; McDonald et al., 2015). Thus, the
ST assesses specific organizational risk factors within these three areas. Furthermore, the ST contemplate the risk
or potential risk of WSH in spheres such as (1) working conditions and arrangements, work organization, and human
resource management; (2) third parties (e.g., clients, customers, service providers, users, patients, or students), and (3)
discrimination, abuse of power, and gender, cultural and social norms that support WSH (Cyprus Academy of Public
Administration & Hypatia Foundation Promoting Equality, 2020). The analysis has also comprised previous tools
mentioned in the reviewed literature, such as the SH Questionary (SEQ) (Fitzgerald et al., 1997) or the Workplace
Climate Survey (Workplaces Respond to Domestic and Sexual Violence, 2015).

This analysis process has led us to establish six sections:
e Section 1: Personal data (15 items).

It collects basic demographics (e.g., sex, age, sexuality, gender identity, race/ethnicity, position in the organ-
ization, etc.). This section has been included following the guidelines of UN Women (2019), which recommends
collecting personal data to trace the intersectional power relations within patterns of WSH. However, this section

is presented with the awareness that organizations should carefully assess the implications of collecting this type
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of data, especially for worker safety and victims' protection. For instance, small- and medium-sized enterprises or
businesses must consider not including this section in the ST, as it could violate the respondent's right to anonymity.
In these cases, carrying out a confidential and anonymous survey could help identify critical issues in the working

environment to a greater extent.

e Sections 2, 3 and 4: Gender harassment (21 items); Unwanted sexual attention (24 items); and Sexual coercion
(14 items).

These three sections come from the well-known SH dimensional model provided by Fitzgerald et al. (1997).
Gender harassment includes “a broad range of verbal and nonverbal behaviors not aimed at sexual cooperation,
but that convey insulting, hostile, and degrading attitudes about women” (Fitzgerald, et al., 1997, p.430). Unwanted
sexual attention comprises a “wide range of verbal and nonverbal behaviors that is offensive, unwanted, and unrecip-
rocated” (Fitzgerald et al., 1997, p.431). Sexual coercion refers to the “canonical example of SH, that is, the extortion
of sexual cooperation in return for job-related considerations” (Fitzgerald et al., 1997, p.431). Starting from this
conceptualization, the items contemplated in these three sections collect a wide range of behaviorally specific ques-
tions, from generally offensive sex-related behaviors (e.g., language/gestures, intrusive behaviors, etc.) to attempts or
situations of coerced sexual exchange (quid pro quo SH). Situations covering both face-to-face and incidents perpe-
trated with technologies are covered (Ford, 2013).

e Section 5: WSH circumstances (14 items)

This section focuses primarily on the WSH organizational dimension (Chamberlain et al., 2008; O'Hare &
O'Donohue, 1998). It collects information on situations in which the organization could facilitate WSH through
power differentials created by hierarchical structures and relationships. In addition, it collects information about
locations and circumstances under which WSH may or may have occurred. It includes typical workplaces and other

spaces where work-related activities could be carried out (e.g., bathroom, journey back home, hotel room, etc.).
e Section 6: Institutional gender perspective (24 items).

Also focused on the organizational sphere, this section collects information on the knowledge of workers and
organization members regarding the organization's policies and procedures, training programs, track records for
receipt, response, and dispositions toward WSH, among others (Jenner et al., 2020).

The 112 items that make up the ST are distributed throughout the six sections described above. Tables 4-9 (see
annexes) show all the items conforming to the tool.

The ST collects situations experienced or witnessed in the last 12 months (UN Women, 2019). However, item
2.10 allows the identification of WSH incidents prior to the last 12 months.

Finally, considering the social context in which the research has been developed, the ST incorporates three items
(5.7; 5.7.1, 5.8) that collect the potential impact COVID-19 pandemic could have on working conditions and WSH
incidents.

3.2 | Theinclusion of IGV in the survey tool through a co-creation process

The ST provided in the previous section has also resulted from a co-creation process, which has involved a wide vari-
ety of stakeholders and experts. The discussions and feedback obtained with the participants have made it possible
to modify some items, identify omissions and incorporate new aspects that the researchers had not initially consid-
ered. This section focuses on the primary contribution extracted from this dialogic process: the inclusion of the IGV
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TABLE 4 Survey tool Section 1: Personal data

Item

1.1. Age:

18-29

30-39

40-49

50-59

60 or more

1.2. Gender:
Woman

Men

Transgender
Non-binary

Fluid

| prefer not to reveal
1.3. Sexual orientation:
Heterosexual

Gay

Lesbian

Asexual

Bisexual

Pansexual

Other

| prefer not to reveal
1.4. City of birth:
1.5. Do you belong to a minority ethnic group?
Yes

No

If yes, please select one of the following options:

(Include minorities present in the country)
1.6. Current family or relationship status:
Single

Married

Divorced

Widower

| live in a couple

Living apart together

Other

Type of response

One answer can
be selected

One answer can
be selected

One answer can
be selected

Open response

One answer can
be selected

One answer can
be selected

One answer can
be selected

(Continues)
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Item

1.7. Who do you live with? Please, select the option you consider most appropriate:
Nuclear family (with your partner and children, and/or with parents and/or siblings)
Extended family (with other relatives: Your parents, grandparents, or others)
Single-parent family

My partner

My partner and children

Alone with children

With friends

With friends and children

With acquaintances

With acquaintances and children

Alone

Other

1.8. The approximate annual income of the coexistence nucleus is:

Less than or equal to 5.000 €

Between 5.001 and 10.000 €

Between 10.001 and 15.000 €

Between 15.001 and 20.000 €

Between 20.001 and 30.000 €

Between 30.001 and 50.000 €

More than 50.000 €

1.9. Which of the following options describe better your current employment situation?
Permanent contact

Temporary contract

Internship contract

Self-employed

Others

1.10. What is your highest educational level?

Primary education

Lower secondary education (typically between ages 10 and 13 years old)
Upper secondary education (typically between ages 14 and 16 years old)

Post-secondary non-tertiary education

Type of response

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected.

Short-cycle tertiary education (e.g., usually provide professional knowledge, skills, and competencies)

Bachelor's degree or equivalent level
Master's degree or equivalent level

Tertiary education (e.g., Ph.D.)
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Item

1.11. Which of the following options describes better the position you hold in your workplace?

Employee
Supervisor
Manager
Department director
General director
CEO
Counselor/advisor
Collaborator
Trainee

Volunteer

Other

1.12. Does your workplace or your situation at your workplace meet any of the following
characteristics? If yes, select the options you consider most appropriate:

| work in contact with the public

| work with people in distress

| work with objects of value

| work during unsocial working hours (for instance, evening and night work)

| work alone or in relative isolation, or in a remote location

I work in an intimate space or private home

I work in a conflict zone (for instance, providing public and emergency services)
| work in a zone with high rates of unemployment

| work in a highly masculinized workplace

I work in a context in which alcohol consumption is tolerated or encouraged.
| feel unsafe in my work car parking

| feel unsafe traveling to and from work

| consider my workplace is not adequately covered or protected by labor law and social protection

| consider my job is low paid

| consider my work present precarious or insecure working conditions
1.13. How long have you been working in your current workplace?
Less than 12 months

Between 1 and 3 years

Between 4 and 6 years

Between 7 and 9 years

More than 10 years

1.14. Optional question:

Do you present any of the following characteristics? If yes, please, select it.
| have a disability

| am a person living with HIV

| go through financial difficulties

WILEY——

Type of response

One answer can
be selected

Multiple answers
can be
selected

One answer can
be selected

Multiple answers
can be
selected
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TABLE 5 Survey tool Section 2: Gender harassment

Item

Type of response

In the past 12 months, how often did someone at work (including supervisors, co-workers, clients, or customers...):

2.1. Tell sexist stories or jokes that were offensive to me?
Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

2.1.a. Tell sexist stories or jokes that were offensive to someone at my

workplace?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

2.2. Display offensive material to me?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

2.2.a display offensive material to someone at my workplace?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

2.3. Make offensive remarks about my appearance, body, or sexual
activities?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

One answer can be selected

One answer can be selected

One answer can be selected

One answer can be selected

One answer can be selected
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Item Type of response

2.3.a. Make offensive remarks about the appearance, body, or sexual One answer can be selected
activities of someone at my workplace?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day
2.4. Refer to people of my gender in insulting or offensive terms? One answer can be selected
Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

2.4.a. Refer to the gender of another person in my workplace in One answer can be selected
insulting or offensive terms?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

2.5. Put me down or act in a condescending way toward me because of  One answer can be selected
my gender?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

2.5.a. Put somebody down or act in a condescending way toward them  One answer can be selected
because of their gender?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more

One or more times a day

WILEY— 2

(Continues)
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TABLE 5 (Continued)

Item

2.6. In the past 12 months, were you physically threatened or
assaulted?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

2.6.a. In the past 12 months, someone at your workplace was physically
threatened or assaulted?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

2.7. If you experienced any of the behaviors described above: was it
motivated by some of the following elements?

Please, select the options that you consider most representative.
My age

My gender

My sexual orientation

My gender identity

My race or ethnicity

My religion

My disability

Other

2.8. If you have experienced any of the abovementioned situations, has
it resulted in any negative consequences?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more

One or more times a day

Type of response

One answer can be selected

One answer can be selected

Multiple answers can be selected

One answer can be selected
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TABLE 5 (Continued)

Item Type of response

2.8.a. If someone in your work context has experienced any of One answer can be selected
the abovementioned situations, has it resulted in any negative
consequence?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

2.8.b. If yes: have you identified any of the following consequences? Multiple answers can be selected
Please, select the options that you consider most representative
Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Consider leaving work

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Others

2.8.c. Do you consider the harassment could have harmed the accessto  One answer can be selected
training and/or career progression of the harassed person?

Yes
No
| do not know

2.9. In the case of having witnessed that someone has experienced any  One answer can be selected
of the situations described in the previous questions:

Have you contacted the affected person or offered any help?
Yes
No

2.9.a. If not, why not? Please, select the options you consider most Multiple answers can be selected
representative.

For fear that providing support could have personal repercussions for me

For fear that providing support could have employment repercussions
for me

For fear that providing support could have consequences for my
environment (e.g., other colleagues, family members, etc.)

It was a situation that did not concern me

Others

(Continues)



GOMEZ-GONZALEZ kT AL.

“ L WILEY

TABLE 5 (Continued)

Item Type of response
2.9.b. If yes, did it imply any negative consequences for you, or were One answer can be selected
you afraid to receive any negative consequences?
Yes
No
2.9.b.a. If yes, did you identify any of the following consequences? Multiple answers can be selected

Please, select the options you consider most representative
Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Consider leaving work

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Others

2.10. The questions asked in this section have focused on the last One answer can be selected
12 months. Have you experienced any of these behaviors in the past
beyond the previous 12 months?

Yes
No

| do not know

perspective in the tool (Vidu et al., 2021). Adopting this approach involves (1) designing the ST considering the rela-
tionship between WSH and IGV; (2) including items to collect the consequences suffered by those who advocate for
WSH victims; and (3) including items that allow bystanders to report WSH situations.

First, the interviews, focus groups, and contacts with survivors and experts have shed light on the relationship
between IGV and the perpetuation of WSH. As previously mentioned, IGV refers to any kind of violence against
people who advocate for gender violence victims (Vidu et al., 2021). The relationship between IGV and WSH was not
identified in the review of the scientific literature on WSH, nor the guidelines provided by international organizations.
Therefore, this co-creation process was essential to include the IGV perspective in the design of the ST.

In this regard, the following quote shows one of the contributions provided by Sara during an interview. This
survivor and activist state that the only way victims report is to feel supported. However, knowing that the attacks
will also affect people who support them contributes to the victims not daring to report WSH incidents. Therefore,
risk prevention systems and tools must consider this connection between lack of protection of victim's support

networks and difficulty for victims to report:

It's a very hard process for the victims because it always involves a lot of questioning [...] And what
was the key to moving forward with the complaint and being able to be well and succeed? Well, it
was the support we received [...]. However, then we saw that the attacks also went to those supports.
That was really hard [...]. It is essential to realize that the lack of complaints comes from attacks on the

people who support us.
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TABLE 6 Survey tool Section 3: Unwanted sexual attention

Item Type of response

In the past 12 months, how often did someone at work (including supervisors, co-workers, clients, or customers):
3.1. Attempted to discuss sex in a way that made me feel uncomfortable One answer can be selected
Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

3.1a. Attempted to discuss sex in a way that made someone at my One answer can be selected
workplace feel uncomfortable

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.2. | received unwanted sexual attention. for example, verbal and/ One answer can be selected
or nonverbal behaviors related to my sexuality or/and my body are
offensive and undesirable to me and are not reciprocated.

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.2.a. Someone at my workplace received unwanted sexual attention. for One answer can be selected
example, verbal and/or nonverbal behaviors related to their sexuality
or/and body that are offensive and unwanted to them and that are not
reciprocated.

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day
3.3. Staring or leering at me in a way that made me feel uncomfortable One answer can be selected
Never

Once

Once a month or less
Two-Three times a month
Once a week or more

One or more times a day

(Continues)
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TABLE 6 (Continued)

Item

3.3.a. Staring or leering at someone at my workplace in a way that made
them feel uncomfortable

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day
3.4. Requested me for drink or dinner, despite rejection
Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.4.a. Requested someone at my workplace for drink or dinner, despite
rejection

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day
3.5. Attempted to stroke or rub, what made me feel uncomfortable
Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.5.a. Attempted to stroke or rub someone at my workplace, what made
them feel uncomfortable

Never

Once

Once a month or less
Two-Three times a month
Once a week or more

One or more times a day

Type of response

One answer can be selected

One answer can be selected

One answer can be selected

One answer can be selected

One answer can be selected
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TABLE 6 (Continued)

Item

3.6. Somebody touched me in a way that made me feel uncomfortable.
Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

3.6.a. Somebody touched someone else at my workplace in a way that
made them feel uncomfortable.

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.7. Made unwanted attempts to establish a sexual relationship with
you, or engage in sexual activities with you, despite your efforts to
discourage these attempts or express disinterest

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.7.a. Made unwanted attempts to establish a sexual relationship
with someone at my workplace, or engage in sexual activities with
them, despite their efforts to discourage these attempts or express
disinterest

Never

Once

Once a month or less
Two-Three times a month
Once a week or more

One or more times a day

WILEY—Z

Type of response

One answer can be selected

One answer can be selected

One answer can be selected

One answer can be selected

(Continues)
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TABLE 6 (Continued)

Item

3.8. If you have experienced some behaviors mentioned above: was the
situation motivated by any of the following elements? Please, select
the options that you consider most representative.

My age

My gender

My sexual orientation
My gender identity
My race or ethnicity
My religion

My disability

Other

3.9. If you have experienced any of the abovementioned situations, has it
resulted in any negative consequences?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

3.9.a. If someone in your work context has experienced any of
the abovementioned situations: has it resulted in any negative
consequence?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

3.9.b. If yes: have you identified any of the following consequences?
Please, select the options that you consider most representative
Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Consider leaving work

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Others

Type of response

Multiple answers can be selected

One answer can be selected

One answer can be selected

Multiple answers can be selected
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TABLE 6 (Continued)

Item Type of response

3.9.c. Do you consider the harassment could have hurt the access to One answer can be selected
training and/or career progression of the harassed person?

Yes

No

| do not know

3.10. If you have witnessed that someone in your work context has One answer can be selected
experienced any of the abovementioned situations, have you contacted
the affected person or offered any help?

Yes
No

3.10.a. If not, why not? Please, select the options you consider most Multiple answers can be selected
representative.

For fear that providing support could have personal repercussions for me

For fear that providing support could have employment repercussions for
me

For fear that providing support could have consequences for my
environment (e.g., other colleagues, family members, etc.)

It was a situation that did not concern me
Others

3.10.b. If yes, did it imply any negative consequences for you, or wereyou  One answer can be selected
afraid to receive any negative consequences?

Yes

No

3.10.b.a. If yes, did you identify any of the following consequences? Multiple answers can be selected
Please, select the options you consider most representative
Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Consider leaving work

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Others

3.11. The questions asked in this section have focused on the last One answer can be selected
12 months. Have you experienced any of these behaviors in the past
beyond the previous 12 months?

Yes
No

| do not know
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TABLE 7 Survey tool Section 4: Sexual coercion

Item Type of response
In the past 12 months, how often did someone at work (including supervisors, co-workers, clients, or customers):

4.1. Make you feel like you were being bribed with some reward or special  One answer can be selected
treatment to engage in sexual behavior?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

4.1.a. Make somebody at your workplace feel like they were being bribed One answer can be selected
with some reward or special treatment to engage in sexual behavior

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

4.2. Make you feel threatened with some retaliation for not being sexually  One answer can be selected
cooperative (e.g., by mentioning an upcoming review)

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

4.2.a. Make somebody at your workplace feel threatened with some One answer can be selected
retaliation for not being sexually cooperative (e.g., by mentioning an
upcoming review)

Never

Once

Once a month or less
Two-Three times a month
Once a week or more

One or more times a day
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TABLE 7 (Continued)

Item Type of response

4.3. If you have experienced some of the aforementioned behaviors: has Multiple answers can be selected
the situation been motivated by any of the following elements? Please,
select the options that you consider most representative.

My age

My gender

My sexual orientation
My gender identity
My race or ethnicity
My religion

My disability

Other

4.4. If you have experienced any of the situations described above: has it One answer can be selected
resulted in any negative consequences?

Never

Once

Once a month or less
Two-Three times a month
Once a week or more
One or more times a day

4.4.a. If someone you know has experienced any of the above-mentioned One answer can be selected
situations, has it resulted in any negative consequence?

Never

Once

Once a month or less

Two-Three times a month

Once a week or more

One or more times a day

4.4.b. If yes: have you identified any of the following consequences? Multiple answers can be selected
Please, select the options that you consider most representative
Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Consider leaving work

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Others

(Continues)
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TABLE 7 (Continued)

Item

4.4.c. Do you consider the harassment could have harmed the access to
training and/or career progression of the harassed person?

Yes
No
| do not know

4.5. If you have witnessed that someone has experienced any of the

abovementioned situations, have you contacted the affected person in

any way or offered any help?
Yes
No

4.5.a. If not, why not? Please, select the options you consider most
representative.

For fear that providing support could have personal repercussions for me

For fear that providing support could have employment repercussions for
me

For fear that providing support could have consequences for my
environment (e.g., other colleagues, family members, etc.)

It was a situation that did not concern me
Others

4.5.b. If yes, did it imply any negative consequences for you, or were you
afraid to receive any adverse effects?

Yes

No

4.5.b.a. If yes, did you identify any of the following consequences?
Please, select the options you consider most representative
Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Consider leaving work

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Others

4.6. The questions asked in this section have focused on the last
12 months. Have you experienced any of these behaviors in the past
beyond the previous 12 months?

Yes
No

| do not know

Type of response

One answer can be selected. Item

One answer can be selected

Multiple answers can be selected

One answer can be selected

Multiple answers can be selected

One answer can be selected
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TABLE 8 Section 5: Sexual harassment circumstances

Item Type of response

5.1. In your current workplace, is there any place/environment you consider particularly hostile or One answer can
threatening? be selected

Yes
No

5.1.a. If so, what context/s? Multiple answers
can be

Please, select the options you consider most representative
selected

Office

Classroom/room
Bathrooms

Parking

Private office

Private home

Transport

Bar or entertainment venue
Hotel or residence

Internet, social networks, or email
Telephone

Other (specify)

5.2. If you have indicated that you have suffered or witnessed any harassment incident described One answer can
in previous sections: What was the position of the aggressor? Please, select the most be selected
representative option.

Supervisor

Manager

Department director

Managing director

CEO

Counselor/advisor

Collaborator

Voluntary

Trainee

Partner or ex-partner (who does not work in the same workplace)

Someone with whom I/he/she has or had a relationship (which does not work in the same workplace)

Other

5.2.a. The aggressor was: One answer can
Watiam be selected
Men
Transgender
Non-binary
Fluid

Other: (Indicate)

(Continues)
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TABLE 8 (Continued)

Item Type of response
5.2.b. In the case of multiple aggressors, you can provide additional information here: Open question
5.3. What was the position of the victim? Please, select the most representative options One answer can
Supervisor be selected
Manager

Department director

Managing director

CEO

Counselor/advisor

Collaborator

Voluntary

Trainee

Partner or ex-partner (who does not work in the same workplace)

Someone with whom I/he/she has or had a relationship (which does not work in the same workplace)
Others

5.3.a. The victim was: One answer can

Woman be selected

Men

Transgender

Non-binary

Fluid

Other

5.3.b. In the case of multiple victims, you can provide additional information here: Open question

5.4. Where did the situation take place? Multiple answers
can be

Please, select the most representative answers.

Office

selected

Classroom/room
Bathrooms

Parking

Private office

Private home

Transport

Bar or entertainment venue
Hotel or residence

Internet, social networks, or email
Telephone

Others
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TABLE 8 (Continued)

Item Type of response

5.5. What was the reaction of the victim? Multiple answers
can be
selected

Please, select the most representative answers.

Not tell anyone

Tell a co-worker

Inform the superior or management

Submit a formal complaint to a specific unit in the workplace
Submit an anonymous complaint to a particular unit in the workplace
Tell a friend or family member

Tell a professional (e.g., psychologist, or social worker)
Report to a trade union

Report to the police

| do not know

Other

5.6. Do you know any case where the victim has not reported the incident to the organization for One answer can
fear of being questioned or criticized? be selected

Yes

No

5.7. Do you consider that the COVID-19 pandemic has harmed your employment situation? One answer can
Yes be selected
No

| do not know

5.7.a. Do you consider that the COVID-19 pandemic has negatively impacted the employment One answer can
situation of people who work in your company/organization? be selected

Yes
No
| do not know

5.8. Do you consider the COVID-19 pandemic has made it challenging to report incidents of sexual One answer can
harassment in your workplace? be selected

Yes
No

| do not know

The interactions established with experts and stakeholders have led to a broader identification of the WSH
consequences. The following quote for Mario (an SH expert) emphasizes the need to incorporate the consequences
suffered by the victims of IGV in risk assessment initiatives:

The first victim who dared to report and those who supported her have been really crushed, in terms
of slander on social networks, even in the press. And also, labor consequences. After that, when one of

us applies for a position, there is always someone who says, “well, it has been said that these people...".
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TABLE 9 Survey tool Section 6: Institutional gender perspective

Item

6.1. Do you know of any case of sexual harassment experienced by someone from your workplace?
Yes

No

6.1.a. If yes: did the victim inform the company/organization about the sexual harassment incident?
Yes

No

| do not know

6.2. If you would identify a case of sexual harassment in your workplace, would you inform your
company/organization?

Yes
No
| do not know

6.3. Would you know how to act in the event of suffering or witnessing a case of sexual harassment
in your workplace?

Yes
No
| do not know

6.4. Does your company/organization have a workplace policy and/or a code of conduct that
includes aspects related to sexual harassment?

Yes

No

| do not know

6.5. Does your company/organization have a complaints procedure in case of sexual harassment?
Yes

No

| do not know

6.6. Does your company/organization contemplate sanctioning measures against sexual harassment
behaviors at the workplace?

Yes
No
| do not know

6.7. Is there a named person in your workplace responsible for collecting and managing sexual
harassment incidents?

Yes
No
| do not know

6.8. Is there some unit or service in your workplace in charge of monitoring and/or evaluating
measures adopted against sexual harassment?

Yes
No

| do not know

Type of response

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected
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Item

6.9. Does your company/organization include sexual harassment as one of the risks present in the
occupational safety and health management systems?

Yes
No
| do not know

6.9.a. If so: Do procedures contemplated to address sexual harassment respond to the victim's
needs?

Yes
No
| do not know

6.10. Do you consider your company/organization to manage harassment complaints efficiently?
(e.g., they respond within a reasonable time frame, they report on the development of the
process)

Yes
No
| do not know

6.11. Do you consider your company/organization applies improvements so that sexual harassment
incidents reported do not happen again?

Yes
No
| do not know

6.12. In training initiatives promoted by your company/organization: has the issue of sexual
harassment in the workplace been addressed?

Yes
No
| do not know

6.13. Does your company/organization take actions aimed at raising awareness on the problem of
workplace sexual harassment?

Yes
No
| do not know

6.14. Does your company/organization consult with local entities or associations to receive
guidance on dealing with sexual harassment (e.g., women workers, trade unions, women's
organizations, or gender experts)?

Yes

No

| do not know

6.15. Does your collective bargaining agreement contemplate sexual harassment in the workplace?
Yes

No

| do not know

WILEY—Z

Type of response

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

One answer can
be selected

(Continues)
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TABLE 9 (Continued)

Item

6.16. To improve prevention, management, or eradication of sexual harassment in the workplace:
there any other type of action you consider your company/organization should consider?

Type of response

:is  Open question

6.17. Have you suffered or know someone who has suffered gender violence by a current or former  One answer can

intimate partner (regardless of whether it was a stable or a sporadic relationship)?
Yes
No
| do not know

6.17.a. If so: Has the aggression harmed the quality of work or the ability to attend work of the
victim?

Yes

No

| do not know

6.17.b. If so: did you identify any of the following consequences?
Please, select the options you consider most representative

Not being able to get to work on time

Feeling uncomfortable in the workplace

Difficulty concentrating or performing tasks

Avoid socializing with people at work

Fear of going to work

Fear of stalking, harassment, or assault at work (in person or by email/telephone/text, etc.)
Be given sick leave

Consider leaving job

Leave the job

Depression or adverse psychological consequences

Problem socializing with friends or family

Lack of financial independence

Others

6.17.c. Do you consider that aggression could have harmed your access to training and/or career
progression?

Yes
No
| do not know

6.18. Does your company have any service/resource to provide support to employees who have
experienced an incident of gender violence?

Yes
No

| do not know

be selected

One answer can
be selected

Multiple answers
can be
selected

One answer can
be selected

One answer can
be selected
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TABLE 9 (Continued)

Item Type of response

6.19. If so, what kind of support does your company/organization provide? Multiple answers

Please, select the options you consider most representative can be
selected

Information or training for employees on gender violence
Prevention measures for gender violence survivors

Safety and security planning in the workplace (e.g., including reassignment of work duties or location
to workers who have taken out restraining or protection orders)

Information and referrals to specialist gender violence organizations
Paid leaves to survivors of gender violence

Flexible work arrangements

Emergency financial assistance if financial abuse has occurred

Others

Interactions like the previous one has led researchers to include in the ST specific items to collect the conse-
quences suffered by people who support the WSH victims (e.g., 2.9.b; 2.9.b.a; 3.10.b; 3.10.b.a; among others).

Finally, adopting the IGV perspective in the ST design has also involved including specific items to allow bystand-
ers to act as upstanders (Flecha, 2021; Melgar Alcantud, Geis, 2021). Thus, the ST allows WSH victims to report
incidents, but it also includes items that enable bystanders to position themselves and report situations they have
witnessed (e.g., item 2.1.a; 2.2.a; 2.3.3; 2.4.a; 2.5.a; 2.6.a., among others). This need to expand the opportunities for
anyone present in an organization (either victim or bystander) to report WSH situations is present in the following

quote from an interview with Carla, a survivor and activist:

It must be made clear that even if it is not a problem that has affected you or that you have not
suffered it directly, tell it if you realize that this is happening to someone! Tell it someone [...]. And that

is the way we can break the silence.

4 | DISCUSSION AND CONCLUSION

In this article, we have reported the process of designing an evidence-based ST aimed at identifying, monitoring, and
reporting WSH incidents. This work is grounded on extensive knowledge generated by previous studies, which had
considered the different manifestations of WSH, its risk factors, and its consequences for workers' well-being and
organizational health (Chan et al., 2008; Fitzgerald et al., 1997). Specifically, our article has delved into those theo-
retical approaches that inform effective prevention strategies and actions (McDonald, 2012). This study is also based
on the progress made by civil society through movements such as #Metoo, which have contributed to making visible
both the worldwide incidence of the WSH and the emergence of new global recognition and support strategies (Sen
et al., 2018). The review of these studies and experiences has led us to identify and contribute to several knowledge
gaps. For instance, the ST provided data collection on WSH risks and incidents. Thus, it contributes to attenuating
WSH under-reporting situations and the lack of adequate monitoring systems (ILO, 2016; UN Women, 2019).

The ST design has been performed by implementing the communicative methodology (Puigvert et al., 2017).

It has implied establishing a dialogical process, which consisted of contrasting the main theoretical contributions
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on WSH with the knowledge and experiences contributed by relevant stakeholders. First, the literature review has
allowed us to lay the foundations for the design of the evidence-based ST. This review has led to the establishment
of six specific sections (1) personal data; (2) gender harassment; (3) unwanted sexual attention, and (4) sexual coer-
cion; (5) WSH circumstances, and (6) institutional gender perspective including a broad range of verbal and nonver-
bal behaviors and organizational circumstances and perspectives related to WSH (Fitzgerald et al., 1997; O'Hare
& O'Donohue, 1998). The 112 items raised throughout these six sections configure a tool capable of measuring
WSH levels of intensity in very diverse work contexts. This tool should be contemplated as part of a comprehensive
prevention program.

The evidence-based ST obtained has been refined, expanded, and validated through a co-creation process
involving experts, activists, and other relevant stakeholders from eight countries (Cyprus, Greece, Spain, Bulgaria,
Denmark, Belgium, UK, and United States). This article has focused on one of the main contributions drawn from this
dialogic process: the inclusion for the first time of the IGV perspective (Melgar Alcantud, Geis, 2021) in an ST aimed
at WSH risk assessment. Thus, the ST has contemplated the risks and incidents suffered by the direct WSH victims,
but also any kind of violence against those who advocate for WSH victims (Vidu et al., 2021). The IGV approach
has been shaped through specific items that allow collecting consequences suffered by people who support WSH
victims (Aubert & Flecha, 2021) and items aimed at bystanders to act as upstanders through reporting WSH incidents
(Flecha, 2021).

It is worth mentioning we are currently piloting the ST in five European countries. The results obtained from
the piloting will imply resuming the co-creation process that has accompanied its design. Therefore, the ST provided
in this article should not be considered a final tool but rather an open proposal to incorporate new theoretical and
practical contributions.

Finally, some challenges and future lines of research have emerged throughout the research process. For
instance, more knowledge is needed about effective strategies that allow risk assessment initiatives to reach the
workers in the most vulnerable situations and whose working conditions contribute to maintaining the silence
surrounding WSH. Furthermore, it will be necessary to develop further research that sheds light on practical
solutions that increase the safety of workers who report WSH incidents through surveys aimed at the WSH risk

assessment.
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