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Foreword

The Inter-Parliamentary Union (lPU) has been working for some years on transforming
parliaments into gender-sensitive rnstitutions that deliver on women's rights. Our work on

violence against women in polttics, in parliaments particularly, is at the heart of this objective.
We pioneered when we conducted a parliamentary survey that yielded data on and evidence

of the nature and prevalence of sexism, harassment and violence occurring in parliaments

against women MPs and parliamentary staff. And we continue to lead in collecting, analysing

and making available such data through several research proiects. The aim is to get a more

detailed picture of the problem, understand it better and map out the action taken by
parliaments to counter such abuses within their institutions.

With these guidelnes, we turn our attention from analysrs to solutions

These guidelines will support and better equip parliaments in efforts to put their own houses
in order and lead by example, the objectives being to:

. Protect the human rights of all who work in parliament;

. Create a workplace where everyone is valued and treated with dignity and respect;

. Contribute to the participation, visibility and influence of women in politics;

. Make parliaments be seen in the public eye as representative, effective and legitimate
political institutions; and

o Enable parliaments to advance gender equality rn society.

We have chosen to focus on women in parliament, as women are the most affected by
genderbased violence in the workplace. That fact must be thoroughly taken into account
in any response to this scourge. We recognize, however, that anyone can be affected by

such violence, which is detrimental to the effective operation and the inclusive working
environment of parliamentary rnstitutions.

'ihese guidelines offer advice and practical information on how to devise and implement
comprehensive, inclusive and gender-sensitive policies that prevent and eliminate sexism,

harassment and violence against women in parliamenl.

The introduction, entitled "Understanding the problem'; sets out the issues and background

information.

The focus then turns to action, wlth three main steps

. Step 1 - Mobilizing for action

. Step 2 - Enshrining the standards tn a policy

. Step 3 - lmplementation

The analysis of each step is divided into parts, each opening with a series ol questions to
consider and illustrated with examples from parliaments around the world. Such examples

are scarce, however, as efforts to understand these problems are still in their beginnings.

As parliaments use the guidelines and develop their responses. the areas that they will need to

focus on will differ significantly. lvlobilizing political will may be difficult for some; implementing

and monitoring policy may be the challenge for others.The guidelines are designed to suppoft

all parliaments, inespectrve of their needs, interests and experiences.



The guidelines are intended primarily for members of parliament and managerial staff of
parliaments, who are responsible for the safety, health and well-being of people working in
parliament. They can also be a resource for parliamentary committees dealing with gender
equalaty or equality in the workplace, caucuses of women par[amentarians or any other
stakeholders seeking to ensure that parliament is a respectful and inclusive work environment
that rs free of sexism, harassment and violence. Political party members and representatives
of parliamentary staff unjons and associations may also find the guidelines useful.

The IPU is pleased to continue contributing to efforts that are intended to stem the rising
tide of sexual harassment and violence that violates the human rights of the victims thereof
but also poses a major threat to democracy.

Martin Chungong
Secretary General
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STEP 1 _ MOBILIZING FOR ACTION

1.3. Assess the existing legal framework, policies and complaint mechanjsms in this area
relative to parliament's national and international obligations and best practice.

1.4. Collect data to establish the extent of different forms of sexist behaviour and
gender-based violence experienced by different personnel categories in parliament
and identify any barriers to reporting and/or failures to report such incidents or file
complaints about them.
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t, 0t9 Summary

1.1. lvlobilize the political will of the parliament's leadership against tolerating any sexism,
harassment or violence against women in parliament.

'1.2. Establish a working group - composed on the basis of parity between men and
women, cross-party consensus and inclusive representation of all categories of
people working in parliament - to oversee the transformation of parliament into a
safe and respectful workplace free of sexist behaviour and gender-based violence



STEP 2 - ENSHRININGTHE STANDARDS IN A POLICY

2.1. Develop and agree on new standards for combating sexism, harassment and

violence in parliament and set them out in a proper parliamentary workplace policy

2.2. Ensu(e the policy includes all the following critical elements:

2.2.1. Objectives
. State the purpose of the policy, in terms of achieving a safe and respectful

workplace free of sexist behaviour and gender-based violence, and how it will

be accomplished.

2.2.2. Roles and respo n sib ilit ies
. ldentify who is accountable for implementing all aspects of the policy and

monitoring its progress.

2.2.3. Budget, resources, monitoring and evaluation
. lndicate the budget resources and monitoring and evaluation process to be

deployed for effective implementatron oi the policy.

2.2.4. Delinilions and examples of prohibited behaviour
. Define acts of sexism, harassment and vrolence against women in line with

international standards, providing examples o{ prohibited behaviour.

2.2.5. Personnel categories covered
. Specify all categories o{ people working in parliament covered by the policy

and how they will be protected from horizontal (between colleagues), vertical
(hiera rch ical) and third-party harassmenVviolence.

2.2.6. Scope of application
. Determine as broadly as possible the places of work where the policy

can be applied.

2.2.7. P(evenlive measures and support services
o Describe planned awa reness+arsing and training activities.
. Describe the support and counselling services available for people suf{ering

sexist and/or sexual harassment and violence.

2.2.8. Complaints-handling mechanisms
o Formalize the independent and competent body or bodies that can receive and

process complaints.
. Specify who can report complaints to those bodies.
. Describe the mechanism, including investigatlon and interviews, and how it rs

designed to be: a) confidential; b) responsive to the complainants; c) fair to all

parties; d) based on thorough, impartial and comprehensive investigations; and

e) timely.

2.2.9. Bemedies and reParations
o lndicate immediate measures that can be taken to stop harassment and violence

protect complarnants and witnesses and compensate victims.

2.2.10. Disciplinary sanctions
. Where harassment or violence is proven, indicate disciplinary measures to be

taken against perpetrators commensurate with the seriousness of their acts.



STEP 3 - IMPLEMENTATION

3.1. Communicate regularly about the policy in place and encourage every()ne rn
parliament to explicitly agree to act and behave in accordance with rt.

3.2. Develop and regularly conduct an awareness-raising and training programme on
workplace safety and health and combating sexism, harassment and violence;
consider making the training compulsory.

3.3. Provide professional, confidential and easily accessible support and counselling
services where victims can be heard and receive medical, psychological and legal
information and advice.

3.4. Provide security advice and guidance, taking specific measures wher€ appropriate
to protect members of parliament and others working there who are subjected
by third parties to threats, assault or sexist or sexual violence, including online
harassmenVcyberbullying.

3.5. Inform victims of other remedies available to them under domestic i nd
international law.

3.6. Continue to improve workplace culture by addressing other barriers tc equality
between men and women in parliament, as well as health, safety and well,being
iss ues.

3.7. Allocate sufficient financial and human resources to implement all asprects of the
policy properly.

3.8. Fegularly monitor the policy's implementation, gathering data and retorting on
the use of support services, complaint mechanisms and awareness and training
activities.

3.9. Evaluate the policy's effectiveness and impact over time in terms of tre experience
and perceptions of people working in parliament, comparing baseline data to data
collected through systematic monitoring as well as new research.

3.10. Give national visibility to the results of the policy's implementation and share
experience, lessons learned and good practices with other parliaments and with
the lPU.

t{)
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This introduction begins with some facts and figures. lt then examines definitions
of the acts concerned and aspects of the parliamentary context to better understand
their causes, aggravating circumstances and adverse consequences for individuals
and the institution. Finally, it outlines the key arguments needed to inspire political
will and formulate policies to prevent and combat these problems in parliament.
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I ntroduction : U nderstanding
the problem
Recognizing sexism, harassment and violence against women as real problems in
parliamentary workplaces, understanding how these problems arise and breaking
the silence about them are essential steps in acting to prevent and eliminate them.

a) Facts and figures

Two IPU studies, published in 2016 and 2018, provided evidence rhar sexism, harassment
and violence against women parlia mentarians are extremely widespread, existing to different
degrees in every region of the world.rAccording to their findrngs.

. 82 per cent of female lr,4 Ps who took part in an IPU international study had
experienced psychological violence (sexual and sexist remarks, intimidation
and threats, pictures pub shed with humi ating or sexual connotations, etc.).

IPU. Serisn, haassnent and violence against wonen palianentarians, 2016, https //wr!w rp(r ora/resources/pu b|cal ron s/re0ons/2oI 6 1 0,

sexrsm harassmenl.and-vrolence,against.women-parllamentafi ans

IPU PACE, Serism. harass nent and violence againsl wonen in patlianents in Euope, 2A18, hllps /ltpu orglresources/publlcatlons/
reporls/2018.10/sexrsrn.harassment-and vrolence aqarnsl women.ln.parltamenls rn euroDe



. 65 per cent of these women had been subjected to sexist remarks, in most cases

made on parliamentary premises by male colleagues - from both opposing and therr

own political parties.

. 25 per cent had suffered physical violence.

. 2O per cent had been sexually harassed.

According to an IPU-PACE regional study in Europe

. 85 per cent ol the female MPs taking part had suffered psychological violence

in the course of their term ol office.

. 25 per cent had been sexually harassed. ln 75 per cent of those cases,

the perpetrators had been male parliamentary colleagues, and in 34 per cent,
the harassment had taken place on parliamentary premises.

This European study also reported troubling findings about the sexual and psychological

harassment suffered by lemale parliamentary staff:

o 40 per cent of those participating had been sexually harassed in the course of their
work. The perpetrators had been male lVPs in 69 per cent o{ the cases.

o 19 per cent o{ the respondents had been exposed to psychological harassment/

bullying in lhe course of their work in parliament from MPs and parliamentary staff
colleagues, in most cases men but also sometimes women.

Women l\,4 Ps had also treen subjected to oniine attacks

. 58 per cent of the participants in the European study and 42 per cent of those in

the global study had been the target oi online sexist aftacks on social networks
(Facebook, Twitter, I nstagram, etc.).

Electronic communications were the primary means of delivering threats of death, rape

and beatings against female MPs. ln the vast majority ol cases the perpetrators were
anonymous citizens.

In short, the marn forms of violence against female parlia mentarians and parliamentary Staff

identified by the IPU studies are the same as those that disproportionately affect women in

the workplace everywhere:

. humiliations, insults, threats of a sexist or sexual nature, including those

communicated via social networks
. sexual harassment

. bullying

o physical violence

. sexual assault and rape.

These studies show finally that a minority of parliaments have taken steps to combat such

behaviour and violence. Based on information provided in 20'i6 by 42 parliaments

(53 chambers) in every region of the world:

. 21 pet cent of the participating parliaments had a policy on sexual harassment

against MPs, and 48 per cent had such a policy'for parliamentary staff

. 28 per cent had a procedure for complaints from [v1Ps, and 53 per cent,
for complaints from parliamentary staff.:'

2 lPt.l op crt in flote 1 above, 2016 These ligures requte a caveat. however severai parliaments characlelrzed their penal code. labour code oI

other national laws dealing with sexual harassmenl and gender based vrolence as "slanding rn lor policles'. belng applicable lo l\,4Ps as to any

other c tuen



b) Def initions

Violence against women and gender-based violence

A compilation of definitions recommended in relevant international and regional instruments
can be found in Annex 1

The instruments that define violence against women stress its gendeFbased nature.
Vrolence is considered gender-based if used against someone based on a society's
or a culture's gender discrimination, gender role expectations and/or gender stereotypes.

The 20'19 ILO Convention concerning the Elimination of Violence and Harassment in the
World of Work specifically highlights the concept of gender-based violence and harassment
at work. lt defines it as "violence and harassment directed at persons because of their
sex or gender, or affecting persons of a particular sex or gender disproportionately, and
includes sexual harassment:{ The Convention acknowledges that gendeFbased violence and
harassment drsproportionately affect women and girls. lt also recognizes that an inclusive,
integrated and gender-responsive approach - which tackles underlying causes and risk
factors, including gender stereotypes, multiple and intersecting forms of discrimination, and
unequal gender-based power relations - is essential to ending violence and harassment in
the world of work.

Sexism

These guidelines also include acts of sexism, or sexist acts. Such acts are part of a

continuum of violence that creates a climate of intimidation, fear, discrimination, exclusion
and insecuraty inimical to opportunity and freedom. They are contributing to a negative
culture for women.

The Recommendation of the Committee of Mintsters of the Council of Europe on preventing
and combating sexism5 proposes the first ever definition of sexism as 'Any act, gesture,
visual representatton, spoken or written words, practice or behaviour based upon the idea
that a person or a group of persons is tnferior because of their sex, which occurs in the
public or private sphere, whether onltne or offline, with the purpose or effect of :

violating the inherent dignity or rights of a person or a group of persons; or
resulting in physical, sexual, psychological or socio-economic harm or suffering to a
person or a group of persons; or
creating an intimidating, hostile, degrading, humiliating or of fensive environment; or
constituting a barrier to the autonomy and full realization of human rights by a person
or a group of persons; or
maintaining and reinforcing gender stereotypes."

Sexist acts include derogatory jokes and comments about the physical appearance, marital
status, private life or social role expected of a woman or man; negattve stereotypes;
incivilities or signs of disrespect, acts of disparagement and exclusion, etc.

United Nations General Assembly, oeclaratron on the flimination ol Violence agarnsl Women, 1993, A,/RES/48/104.

hnps //www ohchr org/EN/PrclessrooallnleresL/Pages,ryrolenceAqarnslWomen aspr
lL0 Convention Co0cerning the Eliminatron of Violence and Harassmenl in th€ World o, Wo , 2019, hllps //v!.!\ r rlo oro/dy0/normlex/
Irli?p-1000.12100 0 N0 P12100_INSTBUI\,4ENT,ID.Pl2l00_LANG_C00E 3999810,,r N0
Council ol Europe, Recommendation CM/Fec l2019lof the Committee of Ministers on preventiru and combatinq sexism, 2019,
htlps //rm coe rnvprems.05551g-gbr 2573.cmrec.201 g.l web asl168093e08c

According to the internationally accepted United Nations' definition, "the term'violence
against women'means any act of gender-based violence that results in, or is ltkely to result
in, physical, sexual or psychological harm or suffering to women, inctuding threats of such
acts, coercion or arbitrary deprivation of liberty, whether occurring in public or in private
life inflicting physical, psychological or sexual torment or suffering, the threat of such acts,
constraint or other arbitrary privations of freedom, whether in public or private life."r



"You are too young and stupid, go back to your kitchen." Bemark made by a male

member of parliament in Europe to a female colleague in parliamentary chambers

Disparaging comments about physical appearance are common: 'A bust like that
must make a lot of milk" (su\Saharan Africa); "You would be better in a porno film

{Europe).

An Asian parliamentarian spoke of insidious moves of a denigrating and dominating
nalure. "During my first term in parliament, parliamentarY authorities alwaYs referred

to statements by men and gave prioritY to men when giving the floor to speakers'.'

Also cited were women's microphones being constantly turned off and the use of
gestures and sounds with sexual connotations, such as whistles, "air kisses" and

handshakes involving the suggestive use of a finger.
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Sexist remarks and acts

Examples cited by respondents to the IPU studies include the following:
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c) Aggravating circumstances

Women and men can be subjected to different and mixed forms of sexism and gender-
based violence that may be aggravated by other forms of discrimination, based on "ethntctty,

minority or indigenous status, age, religion, refugee or migrant status, disability, marital
status, social origin, gender identity, sexual orientation or sexuality." 6 The IPU studies have
shown, for instance, that young female lVPs, those advocating against gender inequality and
those belonging to the opposition or a minority group are the most often targeted.

These studies have also shown how women active within parliaments, a predominantly
male domain, have disrupted existing power relations, leading some men to reaffirm their
power through sexist acts, intimidation and sexual harassment. Since parliament is a place
of power, where debate can be robust, such acts may be considered "normal". The idea that
"women must deal with it" and that it is up to them to adapt to a political environment that
authorizes sexism or that ignores or trivializes sexual harassment, remains a stubborn one.

Some circumstances in parliament can also add to the gravtty or impact of such acts or
hinder the victim's capacity to react. Such aggravating circumstances exist when the acts
occur in the context of a hierarchical or dependent relationship. This is the case, for instance
if the victim is a parliamentary employee or parliamentary assistant and the perpetrator is in
a position of power, authority or influence, as in the case of l\rlPs, enjoying status that can
sometimes give a sense oi absolute power and impunity.

Another aggravating factor is the extent to which such behaviour is propagated through
social networks or similar means, allowing for ultra+apid and persistent dissemination.

d) Barriers to reporting

It is also important to understand why victims often fail to report abuse. The IPU-PACE study
shows how rarely such acts are reported rn Europe, for instance (see box overleal).

Participants gave the following reasons for not filing complaints

o There was a feeling that the institutional environment tolerated such conduct.
o There was at present no service or mechanism in their parliament to which they

could turn in the event of harassment or violence, or doubt over the effectiveness
or farrness of existing mechanrsms.

. There were fears that colleagues might find them at fault, question their veracity
or insinuate they had provoked the harassment or violence.

. For women MPs, the reasons often related to their image, parliamentary career
or party loyalty.

o For staff, the reasons stemmed from their subordinate status (fear of losing their jobs
or the sense that their voice had no weight agaanst that of an MP).

Tolerance of sexist acts and violence

Examples of such tolerance cited by participants in the IPU studies

" l did not even bother to react to the sexist remarks made to me. That is the norm
lf you react, they say, 'so what?' 'Big deal!"' (female member of parliament tn
sub-Saharan Af rica).

"l should have reported the incident to the Commiftee's ranking member, but it
happens to all female staff, and no one ever does anything " (parliamentary staff
member in Europe).

1l]

6 lbd



Prevalence of violence and willingness to report it

IPU-PACE Study, Sex/sm, harassment and violence against women in parliaments

in Europe,2018

Femsle MPs surveyed
Prevalence ol acts ol vrolence arrd rales of reportrno

II -
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el Adverse consequences

Recognizing the existence of a problem means also recognizing its adverse effects -
on individuals and on the institution - and the need for urgent action.

Research and evidence confirm that sexism and gender-based violence in parliament

undermine the dignity of individuals and the fundamental rights enshrined in several

international instruments. Such acts can cause physical, sexual, psychological or

socioeconomic harm or suffering. They create an intimidating, hostile, degrading, humiliating

or offensive environment and perpetuate gender inequality and stereotypes. They also carry

financial costs {or the institution, connected to absenteeism or decreased productivity, for

instance, and thus also impair the quality of parliamentary work.

These consequences are incompatible with the values expected of parliamentary institutions
as inclusive, representative and effective places of work that both preach and practise

gender equality in their owr operations and work.7

T lPlJ, Plan ol act ion ,or gende.sensitive parliaments, adopted by the l zTd lPU Assemb ly, 20l2. hllps //www pu org/reso! rces/p! b |cal rons

reference/2016"07/plan'aclron-gender'r;ensiltve palltamenls

Famale memb6rs ot psiliamentsry stalf surveyed
Prevalence oi acts of vio,ence and rates ol reOortrnq

I



Sexism and violence against women in parliaments also undermine the willingness of
women to enter and pursue politics, and their visibility and influence while in office.
These consequences, which bear on the quality and effectiveness of parliamentary
work, must be recognized and addressed. Parliamentary action suffers not only from the
u nderrepresentation of women but also from the vioiation of freedom of expression which
sometimes insidiously and sometimes virulently, is inflicted on female targets for the
purpose, or with the effect, of silencing them.

Furthermore, if women are excluded, undermined or coerced rn the exercise of duties
entrusted to them by the voters, the abuse extends beyond thelr own civil and political rights
to the rights of citizens to effective representation, and thus to democracy atself.

ln the case of the British House of Commons, Dame Laura Cox, a former High Court Judge,
has conducted an independent inquiry into allegations of female staff harassment. According
to her report, "the acquiescence of senior management, the institutional minimizing of
complaints, the lack of effective procedures to address them, and the lack of support for
those targeted for such treatment has resulted in the stifling of potential, the blighting of
careers and the loss of talented and dedcated employees, many of them women."B

Sexism and violence against women in parliament also harm the reputation and image
of pa rliamenta ria ns and of parliaments as institutions. Dame Laura Cox warned of the
consequences jor the institution of failing to attack the problem at its source: "l\lisconduct
by some inflicts serious damage on the dtgnity and standing of the House as a whole and
contributes to the undermining of tts legitimacy and authority. Bullying, sexual harassment
and the abuse of power by some members of pa iament damage the reputation of them
all. And the bullytng or harassment of staff by some managers, or theit failure to prevent or
deal with such misconduct by others, can rapidly become contagious if the culture of the
organization allows it to go unchecked."')

8 oame Laura Cox, fhe bullyng and hanssnenl ol House ol Connons slafl lndependent lnqu iry Beport, 201 8, hl ps //www pa r ra menl uk/
d0cumenls/Conducll,i,20rno,o20Par ranrenl/dame.la(ra.c0x ndependenl.rnqurry repon pd,

9 tbid



Common misconceptions

MISCONCEPTION: "That doesn't happen in our padiament/in our political party."

REALIW: Sexual violence and harassment, particularly against women, plague

workplaces throughout the world, harassment being the more f requently reported.r0
No workplace or environment is immune lrom such unacceptable behaviour, which
has the effect of harming a person's dignity, security and psychological and physical

health and creating a poisonous, damaging and dangerous climate.
Parliaments are no exception.

MISCONCEPTION'. "No need for action.We have never had such cases
and never will!"

REALIW: The fact that one is unaware of such conduct, or has not heard talk about
it in parliament, does not mean it isn't happening and never will. lt is not a question

of waiting for a case to arise before acting, but of adhering to the obligations of
parliament to respect the human rights of all who work there. Parliaments need to
demonstrate that they are taking: (1)all preventive measures available to create a

safe space and harassment-free work environment; and {2) all appropriate steps to
seriously and impartially investigate and stop any attack on the safety and health of
people working in parliament, and taking disciplinary measures against the perpetrators

MISCONCEPTION: "Ihe victim needs only to react, say no, leave
or file a complaint,"

REALIW: To take this approach is to obfuscate the violence and cover up for its
perpetrators. lt blames and rsolates the victam, making it about her capacity to react
"based on the erroneous premise that victims should be able to handle such
aggression."" Understanding how victims react means considering all the
constraints - political, hierarchical, cultural, social and economic - they face.

Moreover, to engage a complaint mechanism victims need to feel secure, protected
and supported by an institution that is unambiguously opposed to gender-based

sexism and violence.

MISCONCEPTION: "Talking about these subjects weakens and stigmatizes
parliament."

10lL0, Ending wolence and haassnenl againsl wotnen and nen in lhe wo d olwotk, Repon V (l).2011

1 I I uropean Assoc iat ion against Vio lence aga inst Women at Work {AVFr), Volences sexistes el seruelles au levail. Gude lot employers, th [d
edition. 201 8 (in French only)

REALITY: The opposite is true. lt is important to talk and break down taboos so that
parliaments and their members act responsibly and lead by example. The persistence

of a culture that tolerates sexism, abuses of power and impunity damages the image
of all parliamentarians and the legitimacy and authority o{ parliament itself. When the
institution conceals and denies such behaviour - and fails to act effectively to prevent

and eliminate it - it is tolerating and perpetuating the problem.



MISCONCEPTION: "There are penal and labour laws that apply to all.We don't
need internal measures for parliament."

REALIW: lt is obviously not a matter of parliament taking the place of justice.
lnternal procedures are based on national and international laws; they build on and
extend such legal protections to working environments - an this case a parliament.
Internal complaint mechanisms, far from replacing the justice system, are part
of an employer's obligation to prevent and respond to violence and harassment
in the workplace.

MISCONCEPTION: "He could not have done that. He is a good politician
and a good family man. He may have been overwo*ed or sick at the time."

REALIW: Trying to justify why an aggressor committed sexual harassment or other
abuses is a way to relieve him of responsrbility for doing so and hide a conscious
decision to disregard a victim's refusal. Whatever the reasons might be. they do not
make such acts acceptable.'2
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a) Political will

Ouestions to consider:
. ls there strong political will for parliament to combat sexist acts and violence?

. How can such wrll be strengthened?

. Have these questions already been debated in parliament? Can they be talked about?

. What positions have politicai parties taken on these questions? What steps are

needed to bring all parties onboard in tacklang the problems?

. Will efforts to prevent and combat sexist acts and violence in parliament be

supported or opposed?

. What partners should be mobilized?

Step 1 Mobilizing for action
)treet protesl aga

raraSsntenl ol uvc

rear Medellrn, Co

Septen ber 2019

C) Jrraourn Sarlre

ntl

A policy change or procedural reform aimed at creating a parliament free of sexism
and gender-based violence should be led and owned by the parliament. But there are
prerequisites for action. Leaders must be brought on board, responsibility for taking action,

and how, must be assigned and the types and sources of information that are available or

still required must be determined.

Step 1 addresses the following prerequlsites: generating political will, establishing working
groups, assessing the existing legal context and policies and collecting data.



lmpediments to corrective action
. The issue may have been politicized by one side or another
. Toleration of such practices may be entrenched in established culture.
. N/Ps may be reluctant to establish new complaint mechanisms, forfeiting current

prerogatives to judge and be judged by their peers.
. People working in parliament tend to have differing employment and contractual status

The need to overcome such difficulties and complextties is why broad political will - within
parliamentary leadership and among members - is so important.

Given their likely involvement in adopting, implementing and monitoring any new policy,
the engagement of parliament's governing organs will be critical. These organs include:

. The Speaker

. The Speaker's Bureau
r The Bureau of Parliament

. The committee responsible for parliamentary operations and affairs
o The charrs of key parliamentary committees and parliamentary groups

. Political party and group leaders and/or whips

. The secretary(ies) general

. The parliament's human resource team.

Particularly key to success will be the ability to persuade as many people in parliament as
possible that a work environment free of sexist behaviour and vaolence is in everyone's
interest. This applies to men and women and to all personnel categories in parliament (MPs
staff, assistants, etc.).

Where a strategy is needed to galvanize political will, the following elements should be considered

o identilying arguments likely to be persuasive for political leaders to support action;
o engaging parliamentary leaders as to the current situation for MPs and different

categories of staff;
. seeking written or unwritten agreement across political parttes;

. enlisting the support of male lVPs;

o leveraging outside pressure from civil society, political campaigns and the social
media, or referencing action taken at other institutions, such as universities, the
judiciary, international and inter-parliamentary organizations, etc.

b) Working group(s)

Ouestions to consider in setting up a group:
. Can the work be done by an existing structure or committee?
. Are all categories of personnel well represented in this structure? Does its

composition ref lect balance among political parties and parity between women
and men?

. Would one or more specialized working groups deal better with the issue?

. What will be the mandate and working methods oi such group(s)?

. What other bodies or people rn parliament should be involved? Should external
experts be consulted or involved?



Oblective

Working groups should be designed to ensure inclusiveness and consider the various

interests at stake. ln decidrng on such a body, parliaments will need to determine its precise

mandate and composition relative to existing parliamentary structures. Besponsibility for

developing or improving a policy can be assigned to a single working group or different
groups for different personnel categories. lt is particularly critical for the working group(s)

ultimatelv established to enloy solid support from parliamentary leaders.

Composition

At a minimum, given the disproportionate impact such problems have on women, the
group's composition should be based on parity between men and women - or even

majority female membership - while still maintaining balance among the political partres and

personnel categories in parliament.

Who should be involved?

lf a caucus of women parliamentaria ns and/or a committee on gender equality exist, it

will be advisable to involve them. Other key stakeholders include parliament's security

service, representatives of parliamentary staff unions and/or associations (for both staff and

assistants), and external specialists (occupational physicians, experts on cyberviolence or

psychological and sexual harassment at work). Relevant organizations can also be consulted

or involved.

Mandate

The mandate of any such group should be clearly established. lt should ideally include

assessment of the situation, the formulation o{ policies or reforms and the monitoring of
policy implementation. A group's working methods (f requency of meetrngs, dec sion-making
processes, etc.) should also be determined.

France: ln lale 2017, the Bureau of the senate adopted a plan for preventing and combating

harassment based on recommendations from a working group and from the Delegation

on the Rights of Women and Equality between l\,4en and Women The working group

was composed of senators who were members of the Delegation of the Human

Resources Bureau and to the Association for the Management of Senators' Assistants.'3

European Parliament: An advisory committee has been created on harassment and its

prevention at work. lt is composed of five members: three MPs chosen by the Speaker

from among the institution's Ouaestors; a member appointed by the committee of
parliamentary assistants; and a representative of the administration and parliamentary

staff. Representatives of the European Parliament's medical service and legal service

also attend. ''1

United Kingdom: ln late 2017 a cross-party working group was established. Composed

of MPs from the political partaes of both chambers of Parliament and representatives

of unions and employee organizations active in Parliament, its aim is to propose a new
independent procedure for settling complaints about harassment at Westminster. The

group piloted a survey revealing how widespread harassment has been in Parliament

and submitted its report in early February 2018, recommending urgent reforms'5

13 Leiter lrom the Prestdent of the Irench Senale lo the President of lhe lPl] on the measures lalen lo combat serism, harassment and vrolence

againsl women in parliament. 3 oecembel 2018

l4 Sesponse lrom the European Pa(liamenl to an onlane questronnaire thal members ol the Assoctation ol Secretaries General ol Pa laments

IASGPlwere invited to complete between 25 June and 6 JulY 2018

l5 Cross,Party Workrng Group on a0 lndependent Complaints and Grievance Policy, Bepon published 8 tebruarY 2018. hllps //rww parllamefl uk/

bu s rness/publica tron s/wr tlen q ue sl ions-af swers stalements/wrtten-statement/Com mons/20I 8'02 0B/H CWS460/



Gender-sensitivity

Gender-blind policy ignores the forms of violence that target women because oi
their gender, taking a generic approach to regulating safety and behaviour.

Gender-specific policy acknowledges that sexism and gender-based violence
disproportionately affect women in parliament and that the needs of women
affected by such abuses have been neglected in the past. lt advocates on behalf of
gender equality and identifies specif ic strategies that are appropriate for women.

Gender-neutral policy is not aimed specif ically at either men or women. lt recognizes
the need to address forms of gender-based violence in parliament, such as sexual
harassment, but assumes such violence affects both sexes equally. Such policies
may fail in identifying specific strategies that meet the needs of women.
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ln many countries, parliament has a special status when it comes to applying employment

and criminal laws. The working group should lead an assessment of such aspects of the

current legal framework and policies.

Key assessment criteria.

. What is the national legal framework for health and safety at work? To what

extent does it impose obligations on parliament as a workplace to counter sexist

and/or sexual acts and violence?

. How does this framework reflect international norms and standards?

. Does your parliament have rules directly prohabiting sexist acts, harassment and

violence against women? Does your parliament have rules that might address

such violence indirectly?

. Do these rules effectively protect all categories of people working in parliament?

. Are these rules visible and well known?

. Are these rules rigorously applied and perceived as effective and fair for all?

Scope of the assessment

The following key topics should be covered

1. The national and intemational legal framework, to make sure that parliament rs

meeting all its national and international obligations to tackle sexist and/or sexual acts

and violence.

2. The strengths and limitations of parliament's cunent intemal policy and

complaints mechanisms, including:
. Policies and mechanisms that deal directly with sexist and/or sexual acts and

violence; and

. Those that do so indirectly (e.g. codes of ethics and parliamenlary privileges:

see boxes below), where reform efforts may be complicated.

The criteria indicated for Steps 2 and 3 of these guidelines will help to ensure a

comprehensive, inclusive and gender-sensitive policy.

ls your code of ethics/conduct adequate?

Most parliaments lack internal policies and mechanisms for the conduct targeted

here but do have codes of conduct or ethics lor their members Such codes,

however, are usually designed to deal with financial and other abuses16 and thus lack

specific provisions for the conduct at issue. ln addition, the enforcement Structures

for those codes (commattees on ethics. procedures, etc.) often lack precise

mandates, expertise or resources to deal with such conduct.

Most of those structures by far, moreover, are political organs composed exclusively

of MPs, in positions of power and influence. Seltregulation and peer ludgement in

such a context may have limited effectiveness. MPs accused of harassing staff would

be judged by other MPs, and victims tend to distrust such mechanisms Committees

that operate publicly are particularly ill-suited to harassment situations, where

confidentiality is essential. As suggested by the ethics officer for the French National

Assembly: "bullying and sexual harassment are not really ethical issues per se"'7

True. They are matters that bear on fundamental political and employment rights

16 See Backgrcund Study: professional and Ethical Standads lor Patlianentariart 0SCE.0DlHB, 2013, hltps //www osce oQ/odrhr/98924

1 7 Agnes Bolbt.Troriier, Un nouvel llan pur la de@blogie pa enentatre. Annral public repo( ot the Ethrcs offcer ol the Nationa l Assembly, 201 9

(rn F ench onlyl

c) Assessing the existing legal framework and policies



Where parliaments already have a code of ethics/conduct w th clearly defined
procedures and sanctions, it may be possible to revise, expand and adapt the
existing code to address the limitations described above, adding measures
(e.9. ior medical and psychological attention, fair and independent complarnts-
handling mechanisms, etc.) as necessary to protect all categories oi parliamentary
personnel (see Steps 2 and 3 below).

. Parliamentary employees, who have a contractual employment relationship with
the institution or who may also be public servants.

. MPs, who have been elected or appointed and are not employees of parfiament.
They perform their functions in parliament but do not have employment contracts
with parliament. They themselves are often employers of parliamentary assistants.

. Parliamentary assistants who are not in most cases parliamentary employees but
directly employed by individual MPs or a political group; they include assistants
working in member constituency offices.

. Journalists covering parliamentary news.
o Employees of service providers present in parliament but under contract with an

outside service provider, not with parltament {security staff, lT consultants, waiters/
waitresses, drivers, hairdressers, nursery staff, gardeners, cleaning service staff, etc.)

. Other people, including political party or group assistants, interns, volunteers, etc.

18 See note 8.

19 Hepon on "Violeoce agaiosl women in polllcs", presenled lo the United Nalions General Assembly by the Special Bapporteur on violeme
against women. its causes and consequences, Dubra!*a S monovid. Z0lB

Parliamentary privileges

Parliamentary immunity and other privileges should be considered during the
assessment. While fundamental to protecting f reedom of expression in parliament,
parliamentary rmmunity rs not an absolute right and should not protect parliamentarians
accused of gender-based violence. lt must be lifted in many parliaments, however,
before criminal proceedangs can be brought against their members.

As the Cox report explains: "Exposing to independent scrutiny complaints about
bullying or sexual harassment by MPs in the workptace that is the House of
Commons cannot reasonably be said to impact adversely on freedom of speech in
Parliament. Nor will it impact adversety on the core functions of parliament. What it
may well do, however, is inhibit further misconduct of that kind, and hopefulty
eradicate it altogether.",s In her 2018 report on violence against women in polttics,
the UN Special Rapponeur on violence against women, its causes and consequences,
encourages national parliamen:.S to "fight against the impunity of members of
parliament in respect of violence against women in political life and review the rules
of immunity, which should in no case protect the perpetrators of such violence.,',s

Solutions must be found, through political will and alliance-building, to mitlgate the
risk of immunity contributing to impunity for harassment and violence by Mps. ln
some countries. parliamentary immunity does not apply in cases of criminal
prosecution agatnst gendeFbased violence. Another solution could be to entrust an
independent body with lifting rmmunity.

3. Personnel categories
Parliament is a unique institution but also a place of work and should be recognized as such.
one of the main challenges for parliament will be to devise measures adapted to the needs,
legal status and rights of all categories ol people working in parliament.

These categorres are the Iollowing:



All categories may include victims or perpetrators of sexist acts, harassment or gendeF

based violence. Parliament has the duty under national laws and international normative
instruments to protect the fundamental rights and freedoms of those mentioned above,

irrespective of their employment or contractual status.

The ILO Convention concerning the Elimination of Violence and Harassment in the World
of Work set the standard oI "protecting workers and other persons in the world of work,

including employees as defined by national law and practice, as well as persons working
irespective of their contractual status, persons in training, including interns and apprentices,
workers whose employment has been terminated, volunteers, jobseekers and job applicants,

and individuals exercising the authority, duties or responsibilities of an employer"20 (Article 2.1)

Bolivia: ln June 2018, the Legislattve Assembly created an inquiry committee on

harassment and political violence. lt has two objectives: first, to shed light on the
multiple complaints of harassment filed by women members of all political partaes,

and second, to review the ethical rules for pa rliamentarians with a view to harmonizing

them with all nataonal laws on violence against women. The committee is composed of
five women members of the Legislative Assembly's three political parties.

Scottish Parliament: The Joint Working Group of the Scottish Parliament conducted a
survey and focus groups to help identify the changes needed to current policies and

procedures to deal effectively with complaints of sexual harassment and sexism. Here

are some of the questions asked to evaluate the effectiveness of the policies in place:
o Are you familiar with the procedure for filing a complaint in the event of sexist

harassment or behaviou r?
. Do you think there is an atmosphere or culture in parliament that discourages people

from filing complaints against sexual harassment and sexist behaviour?
. Do you think that if you filed a complaint lor sexual harassment or sexlst behaviour it

would be taken seriously?

Parliamentary employees may be better protected than other categories
against harassment by peers. They may on the other hand be poorly protected

against harassment by MPs, because of self-regulatrng complaint mechanisms
as described above.

Parliamentary or member assistants may have fewer protections where their
employment relationship is with an l\,4 P rather than parliament. Those working in

constituency offices may not enioy the same security norms/protection as applicable

on parliamentary premises.

MPs often have no specific complaint mechanism designed for harassment/violence

cases. They may in addition be the target of more abusive conduct from the public

than other categories are - sexist remarks. threats and violence, including online

violence. ln addition, when working in constituency offices, they may not enjoy the
same security norms/protection as provided on parliamentary premises.

20 See note 4

The needs and interests of different personnel categorres



d) Collecting data and evidence

Preliminary questions:

. Have internal parliamentary investigations already been conducted on sexism,
harassment and violence against women in parliament?

. Has a formal or informal body outside of parliament already issued warnings or
conducted an investigation into harassment and sexist and/or sexual acts and
violence in the parliamentary workplace?

Having data is key to ensuring political support, assessing the situation and determining
the most appropriate course of action. That can be accomplished by means of an internal
evaluation survey. The IPU studies mentioned in the introduction provide data f rom a number
of parliaments that should alert parliaments to the need to address these concerns. lnternal
surveys are still rare for national parllaments but are starting to be conducted. They provide a

detailed picture of the situation rn a precise context.

Capturing the extent of violence

France - National Assembly: According to a survey of 137 parliamentary assistants,
conducted by their association, one in two of the respondents had been subjected to
sexist or sexual jokes at their place of work or while on professional mission. One in
three had been sublected to sexist insults, "persistent and discomforting attitudes'l
including "looks" and the miming of "sexual acts";one in five had been subjected to
unwanted "sexual advances";and one in six had experienced unwanted touching ol
" breasts, buttocks or thighs'l'?r

New Zealand: Members of the New Zealand IPU Group and oI the New Zealand
Group within the Commonwealth Women Parliamentarians (CWP) conducted a study
modelled on the IPU's study of the CWP's 24 New Zealand members. The results
confirm that sexism, harassment and violence against women MPs are frequent
phenomena in which psychological violence (sexist or sexual remarks and gestures,
dissemination of photos with humiliating or sexual connotataons, intimidation and
threats) is clearly prevalent, affecting 44 per cent of the respondents.

United Kingdom - House ol Commons: According to a survey oI 1,377 people working in
parliament, conducted by a cross-party working group, 39 per cent of the respondents
(35 per cent of the men and 45 per cent of the women) had experienced bullying during
the previous l2 months.z?

What data to collect?

The data to be collected should help to permit assessment of

. the extent of the problem (i.e. the prevalence of different forms of gender-based
violence experienced by people working in parliament);

. perceptions of violence;

. perceptions of the impact of violence;

. perceptions of existing mechanisms Ior redressj

. the solutions required.

21 The lindinqs of this suryey were presented by the colleclive "Chair collaboratrice' durinq a National Assembly hearing on 20 [.4arch 2019
(Les Nouvelles News, Chair collaboratrice. le sex/sme se pone bien e l'Assenbbe 21 March 2019)

22 See note 15



The questions can relate to participants' entire time in parliament or to a specific period

lndividuals may also be surveyed about their knowledge oi such acts (tncidents they may

have witnessed first-hand or heard about Irom victims).

The survey questions should cover specific acts representing different forms of sexism,

harassment and violence against women. These acts could be classif ied by forms of physical,

psychological, sexual or economic violence (see definition in Annex 1). lt will be usef ul in

all cases to start by clarifying the terms used to ensure a common understanding of the

matters covered.

The gradation of questions in the body of the questionnaire iS also important. lt is preferable

to start with questions about less serious maniiestations of sexism, such as sexist iokes
and disparaging comments, followed by those about more virulent forms of bullying, sexual

harassment, sexual aggression, etc. This gradation provides a better understanding of the

continuum of violence and allows respondents to feel at ease, answering questions that may

seem less important first, and then, after progressively gaining confidence, revealing more

serious and painful incidents they might otherwise conceal.

The questions should also elicrt rnformation on where the acts of violence have taken
place, who the perpetrators were, whether the acts were reported and why they were

or were not reported.

It could also be useful to ask particlpants what they believe caused such acts, what their
effects have been and what solutions could prevent and remedy them lf procedures are

already in place to combat sexism, harassment and violence, participants should be asked i{

they are familiar with them, have used them or might use them, and if they consider them

effective and responsive to the needs of victims.

Who should be surveyed?

The survey can be addressed to women only or to all those working in parliament. While

confidentiality needs to be maintatned, information obtained on gender, age, minority group

Status, etc. is valuable for researchers seeking to understand how experiences might differ

from one group or category to the next. ln all cases, differing perceptions and experiences

of violence between women and men working in the same space will need to be noted and

considered. So too will differences in the forms of violence used against women as opposed

to men. According to political party research, psychological violence is the most prevalent

form of violence experienced by women, while for men it is physical violence.23 Even where

a study's focus is on acts committed against women, men can also be surveyed on their
perceptions and experience and their possible role in observing or committing such acts.

Participants can include all personnel categories (MPs, staff, assistants, political party staff,

interns, etc.) or specific categories. The choice of participants will depend in particular on

the time and resources available, bearing in mind that the evaluation can be done in several

stages (one survey ior MPs - women only or all members - and one for other personnel

categories). A survey covering parliamentary staff, parliamentary assistants, political party

staf{, interns, etc., will allow for more re{ined analysis and a truer picture.

23 NOI, Na pay to Violence Analysing Violence Against Women in Polnical Partles, 201 8, hltp //epd eul201 8/03/ 1 
g/nd r-no'pa rly-10 vrolence

analysrng vrolence.agarnsl women-rn polilical_parlies



Research methods

Ouantitative and qualitative methods
Ouantitative methods usually produce findings that can be summarized in numbers,
while qualitative methods gather information presented in text form through
testimonials, quotes. description, case studaes, etc. Researchers often use a
combination of both methods.

Online surveys
Survey questionnaires can be distributed and completed online and are usually short
and easy to access and answer. They can reach more participants at a lower cost
than other methods and are particularly suited to a quantitative approach.

lndividual interviews
This method can yield richer, contextual, qualitative information about the history
of violence experienced by participants. The voluntary character of such interviews,
combined with a gradual approach and an empathetic interviewer, inspires confidence,
allowing participants to open up and remember traumatic events they may have
been suppressing, potentially under severe emotional stress. Factors that might
constrain the use of interviews, on the other hand, are the human resource hours
and flexibility required to schedule them with the busy interviewees (hence the
importance of proposing several time slots or conducting the interviews by
telephone or Skype).

Focus groups
These are another good way to conduct qualitative research, with people from
similar backgrounds gathering to discuss their perceptions, attitudes, needs,
opinions or ideas. Focus groups composed of different categories of parliamentary
personnel can be very useful in capturing the different needs at stake as well as
ideas and proposals for policy measures to address sexism, harassment and
gender-based violence in parliament.

Secondary sources
Radio/television interviews, social media news and postings, newspaper clippings,
biographres, etc.



Conf identiality

Safeguarding the data provided and protecting confidentiality is essential to protect

and reassure participants. Very few people dare to speak up, mainly out of fear of
retaliation, as a matter ol loyalty or to avoid damage to their career or discredit to
their party.

lnvitations to participate in the research should include consent and information
forms, so participants know the specific details of the research and can be assured
that their input will remain confidential. Either the questionnaires should be totally
anonymous, or the personal data gathered from participants should be stored and

used separately from their responses, making it impossible to connect the two. lf
testimony is used, it must be reported so that the witness is not identifiable. The

research must be organized so as to safeguard data throughout the process and

destroy it after publication of the survey, or any time a participant so requests.

Organizing the research

The working group will appoint researchers to design the research and its instruments
(questionnaire, invitations to participate, etc.), conduct the interviews and compile and

analyse the data gathered. The researchers will need to be neutral and sign a confidentiality
agreement prohibiting them f rom divulging the information entrusted to them. They may

be parliamentary staff members qualified to conduct such research (working for instance

in the occupatronal health, gender equality or human rights department and having been

specifically trained to deal with such research) or come from outside parliament (experts,

psychologists, external survey company, etc., qualified by virtue of professional experience

and knowledge).

In all cases, the people or team assigned to conduct the inquiry should have clear and

precise indications about their mandate, the objectives of the inquiry and the parameters for

the group's report to the mandating parliamentary body/working group.

IPU:When it conducted its {irst study on sexism, harassment and violence against

women in parliament, in 2016, the IPU conducted voluntary, confidential interviews with
women MPs only. ln conducting the European study, in 2018, it expanded the target
population to include parliamentary staff (officials and parliamentary assistants).2'

A summary of questions asked are included in Annex 2.

United Kingdom: Dame Laura Cox, a former High Court judge, was appointed by

Parliament to conduct an independent inquiry into allegatrons of staff harassment

in the House of Commons. The independent expert had to establish the nature and

scope of the harassment allegatlons and examine how the complaints were handled

and how to improve the procedures in place. Staff were invited to participate on

a strictly confidential basis. To inform staff, in addition to a general announcement
via Parliament's intranet, Dame Laura sent a personal message encouraging staff
to testify and explaining the procedure for doing so.The inquiry targeted present

and past parliamentary staff (using a parliamentary database dating back to 20121.

Participants could respond in person or rn writing. The aim was not to reopen cases but

to determine the prevalence of such practices in Parliament. The interviews took place

outside of parliamentary premises in the strictest conf identiality.'?5

24 See note l
25 See note 8



Scottish Parlament: An online questionnaire was sent to 1,650 men and women MPs,
their staffs and interns, parliamentary and government staff, contractors and the media
It included detailed questions on experiences with sexism and sexual harassment in
parliament and constituency offices. The aim was to review anti-harassment policy
and gather information to gauge awareness about such phenomena and confidence
in the complaint mechanisms. This poll was conducted mainly online, with a few
paper copies made available to those lacking access to a parliamentary email account.
Clear definitions of sexist behavrour and sexual harassment were provided in the
questionnaire. The survey was administered, and the results analysed by an external
company. This reassured respondents about conf identiality, as reflected in the high
response rates (62 per cent overall, includrng 81 per cent of the parliamentary staff,
76 per cent of the members' staff and 62 per cent of the lvlPs).26

OurRe Tonsl,,llt!

he Scortrsh Parliamenl Sexual Harassmenl and Seusl Behaviour Survey, Frnal Beport. 26 February 2018, and Scottish parlamenlary Corporat{
dy Standards, Procedures and Publ ic Apporntments Comminee. Serua/ ralassm ent and inaryrop ate conducl, 4" Repon. 201 8 {sess ron 5)
ps //sp bpr en plod-cdnep aaureedge nel/pu bhshed/SPPA/20I 8/6/5/Serua l-harassmenr.and rna0proonale.co0ducr.l /SPPAS0520I 8R04 0{

0 per cenl ol the 1039 people haung completed a questronnar.e sard they had b€en subjected to acts of harassment or se Sm (30 pe, cenl o,
he pantctpalrng wome0 and six per cenl ol the men) Among vrctrms of serual harassment. 45 per cent said the aggressor had bee0 a member

26

I parliament aod 40 per cent thar ir had been a member of parLamentary slatf

i)er 20

733r- 734
\

-I 5 E 736

1 I
I

649- 650TT:,



Step 2-E
standards

nshrining
cIitnapo

the
v

Once the situation in a padiament has been assessed, and the strengths and weaknesses
of its internal mechanisms reviewed, Step 2 will incorporate new standards and
procedures into the relevant documentation. This section covers the critical clauses that
should, at a minimum, be included to ensure a comprehensive and inclusive policy.

I. Determining the nature of the policy

Ouestions
. Should a specific set of regulations be formulated, or should the necessary

provisions be rnserted in the rules of procedure, code of conduct or code of ethics?

. lf a specific set of regulations, will it be part of the permanent and formal rules of
parliament?

These guidelines use the term "policy" in a broad sense, to refer to a "product" setting

standards to prevent and combat the conduct concerned.

When creating or enhancing a policy ol this nature, parliament will have some options

a) Amending the standing orders, rules of procedure, code of conduct or code of ethics
(and redrafting the preamble).

b) Formulating a special policy, protocol or code of conduct.
c) Drafting a new stand-alone policy or action plan.

\

s L-/ )

fl,
s$

\

\

tr I

fi)1
1 fi

h

) r !t

a I

L
!

St

l€

nterr
ramet

len]p
burg I

LJN ci

November 20

la nra r/AF P



Each of these options entails trade-offs, such that the choice of one or more will likely
depend on the context and political wrll in each case.

Canada: ln 2015, the House of Commons adopted a Code of Conduct for Members of
the House of Commons: Sexual harassment between members of parliament,2l which
is an annex to the Standing Orders of the House of Commons.

United States of America: ln 2018, an agreement was reached rn Congress to reform
the existing sexual harassment policy. lt entails eliminating mediation requirements
and lengthy waiting periods, making members (not taxpayers) responsible for the
settlements, increasing transparency by publishing reports of committee findings,
making anti-harassment training mandatory for members and parliamentary staff, and
requiring regular staff surveys about workplace culture during congressional periods.rs

France:The Bureau of the French Senate adopted an interpretive decision on the Senate
Hules of Frocedure specifying the disciplinary sanctions to be taken against senators
who had perpetrated harassment (psychological or sexual). lt also adopted an anti-
harassment plan focused on two areas: (1) rnformation and prevention; and (2) receiving
complaints from and providing support to victims.re

27 hllps//wwwourcommons calAbout/Standr0g0rders/Appa2.e htm

28 IPTJ, Wonen in Nrlianent in 2018: fhe ycar in rciew https //rpu org/resources/pub|cations/repons/z019 o3/women.rn-parlament-rn-2018

29 Becord ot the proceedings of the Burcau ol the Senare, including the meetings of 29 June 2017 and 9 November 2017.

Policy options and implications

Amending standing orders, rules oI procedure

or existing codes of conduct/ethics

lmplrcatrons
. May need to wart until the next review
. May mean standards apply only to MPs.
. Besponsibility Ior ensuring compliance will

rest with the Speaker.
. Selfregulating mechanism with limitations.

Dratting a new stand-alone action plan

lmplications:
. May not require approval by parliament but

may only cover staff.
. Can send a strong institutional signal on

the issue.
. Can group all relevant provisions in one place.

Formulating a specialpolicy, protocol or
code ol conduct

lnrplicalions:
. Can send a strong lnstitutional signal on the

issue.
. May allow all personnel categories to be

covered in one policy (or in policies for each

category).
. May mean a mix ol self-regulating and

independent mechanisms.
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l!. Critical clauses of the policy
lrrespective of the form chosen, there are critical elements that must be included:

a) Objectives
b) Roles and responsibilities
c) Budget, resources, monitoring and evaluation
d) Definitions and examples of prohibited behaviour
e) Personnel categories covered
f) Scope of application
g) Preventive measures and support services
h) Complaantsmechanisms
i) Remedies and reparations

i) Disciplinarysanctions

a) Obiectives

The objectives of the policy should be clearly stated, possibly underscoring the intolerable
and illegal nature of sexism, harassment and violence against women in parliament and

affirming the commitment of the institution's leaders to prevent and eliminate these
problems. lt could also be made clear that any reports of such conduct will be taken
seriously and treated with impartiality and conf identiality.

A sho( preamble could summarize the aims to be pursued by high-priority measures under
the policy. The statement could also highlight that women are the more likely targets of
sexist and/or sexual acls and violence at work and that certain situations and working
arrangemenls (e.9. hierarchy, line-reporting) can aggravate such acts.

I Stott str eet harassnrenl

| & s.ruat vrolence aqarnst

| *o,,,un rrr Duhlrc spaLes '

I t)r board Manrla Pl-rrlrpprt

| .June 201I
O Artur Wrri.rl/Nur Plr( )lo



Canada: The Code of Conduct for Members of the House of Commons: Sexual
harassment between members of parliament slates that the purposes of the Code
(Section 1) are 10. "create an environment at the House of Commons that allows
all Members to excel in their public duties and functions and that is free of sexual
harassment encourage reporting, by Members, of tnstances of sexual harassment;
establish a resolution process that is complainant-driven and that the complainant can
bring to an end at any point; ensure confidentiality throughout the resolution process"30

Chamber of Deputies (2019)3t.."The Chamber of Deputies must provide an environment
of full respect for the dignity of persons, where gender equity and equal rights and
opportunities for men and women arc effective.
The working and living environment in the Chamber of Deputies shall be governed by
the principles of equal treatment and non-discrimination, and must therefore constitute
an environment free of violence and gender abuse of any kind."

Costa Rica: ln 2011, the Legislative Assembly adopted Rules of Procedure tn combating
sexual harassments?, the purpose of which is "to take steps to prevent, investigate and
punish sexual harassment" {section 3) in the Legislative Assembly. In 2013, it adopted
a second internal standard-setting instrumefi,lhe Protocol on workplace harassment,33
with the following (inter alia) general principles "Harassment at work, in any form,
is totally unacceptable. (...) Harassment proven in the workplace is considered as a
work offence, liable to disciplinary action, without prejudice to any civil and/or criminal
proceedings that might be initiated in the relevant courts. (. ..)The Legislative Assembly
recognizes harassment at work (...) as a work+elated psycho-social risk (...) for which it
undertakes to provide individualtzed victim support and follow-up, through the available
i n stitu t io na I bod ie s."

b) Roles and responsibilities

Accountability is crucial. Those with responsibilities for delivering on the policy (individuals,
working group(s) or parliamentary organs) should be identified within the policy itself.
indicating their respective roles and responsibilities for policy implementation and
monitoring.

c) Budget, resources, monitoring and evaluation

The policy should indicate the budget and other resources to be provided to support policy
implementation and effectiveness.

Provisions should specify what and how often parliament should report on policy
implementation to identily and address any potential gaps and difficulties. The issue is

discussed further under Step 3 below with suggested courses of action to ensure effective
policy implementation, monitoring and evaluation.

30 See note 27.

31 hltOs.//www camara cl/camara/medra/l,ansgarenc a/p,olocolo acoso pdl

32 Reglanenlo lnlerno conlra el hostiganiento sexual en el ernpleo y la docencia en la Asanblea Legislarya, adopted by the ollectorio

Legislativo in ordinary session No. 044-2011 on 24 February 2011 aod published in the oificial 6azette, No. 48 ol I l\.4arch 2011.

33 Protn1lo de Acoso Labal adopted in ordinary session No 16$2013 on 24April20l3 and published in the 0tficialGazene, No 1160118Ju0e2013



d) Definitions and examples of prohibited behaviour

Ouestions
. Does the policy de{ine the sexism, harassment and violence to be eliminated?

. Are the definitions in line with national legislation and international standards on

the issue?

. Does the policy list examples to help determine what may constitute
unacceptable and prohibited behaviour?

. Does the policy take into account the seriousness of the behavtout whether
subtle forms of harassment, such as sexist or sexual jokes, or more flagrant
forms. such as psychological harassmenVbullying, sexual harassment, sexual

assault, physical violence, etc. ?

. Does the policy take into account other discriminatory and possibly aggravating
factors such as race. age, marital status, sexual orientation, disabilities, etc.?

The behaviour and acts to be prohibited under the policy must be clearly identified and

defined, and if possible, illustrated by examples. Such forms of violence as workplace
sexual harassment may be perceived differently by different people; hence the difficulty of
recognizing harassing behaviour as such and drawing a line between what does and does
not constitute harassment. To do that, each parliament can refer to the definitions provideci

for in national legislation. Parliaments should also refer to the definitions contained in

international and regional instruments on human rights, the rights of women to live without
violence and the right to work. Annex 1 to this document provides a compilation of the
de{initions in relevant international and regional instruments.

Canada: Section 2 ol the Code of Conduct for Members of the House of Commons:
Sexual harassment between members of parliament deiines sexual harassment as

follows: "conduct of a sexual nature, including a comment, gesture or contact, whether
on a one-time or recurring basis, that might reasonably be expected to cause offence or
humiliation."

Section 7 then states lhal "Without limtting the definition of sexual harassment in anY

manner, sexual harassment may include the following: (a) demands for sexual favours or
sexual assault b) inappropriate or unwanted physical contact such as touching, pafting
or pinching; (c) insulting comments, gestures or practical jokes of a sexual nature that
cause discomfort or embarrassment,. (d) inappropriate enquiries or comments about an

individual's sex life." 3a

Luxembourg: According to Rule 10(2) oI the Staff Rules of the Chamber of Deputies, 'A

public official shall refrain from any act of sexual or psychological harassment in the

context of working relationships.

- Any conduct of a sexual nature or anY other conduct based on sex that the guiltY
party knows, or ought to know, affects the dignity of a person at work constitutes
sexual harassment n the context of working relationships for the purposes of these
Stafl Rules, where one of the following three conditions is met: (d the conduct is
unwanted, unreasonable and offensive to the recipient; (b) a person's relection of
or submission to such conduct on the part of a colleague or patron/cltent ts used
explicitly or implicitlv as the basis for a deciston aflecting that person's professional
interests; (c) such conduct creates an intimidating, hostile, degrading, humiliating or
offensive environment for the recipient. The conduct may be physical, verbal or non-

verbal. The intentional nature of the conduct is presumed.

34 See nole 27



- Any conduct that repeatedly and systematically undermines the dignity or
psychological or physical integrity of a person constitutes harassment in the context
of working relationships for the purposes of this article.

-Any unwanted conduct related to one of the grounds specified in rule lbis (1)*,

which has the purpose or effect of undermtning the dignity of a person and creating
an intimidating, hostile, degrading, humiliating or offensive environment, is constdered
harassment.

- Any unwanted conduct related to a person's sex that has the purpose or effect
of undermining the dignity or the physical integrity of a person and of creating an
intimidating, hostile, degrading, humtliating or offensive environment is considered
as harassment."

*Bule lbis('1) states that "ln the implementation of the provisions of these Staff Bules,
any direct or indirect discrimination based on a person's religton or beliefs, disability
age, sexual orientation, or actual or assumed membership of a race or ethnic group is
prohibitedla"

Chile: During debate on lhe Protocol to Prevent and Punish Sexual Harassment in the
Chamber of Deputles there was agreement on the need to distinguish different levels
of aggression. The terminology used to do so, which is drawn from the Chilean Penal
Code, is found in A(icle 7 of the Protocol "lt can distinguish, among the behaviours
that constitute sexual harassment, between "mtnor',"'less serious',' " serious " and "very
serious" aggression. Atlinor aggression conslsts, among other things, of insinuations.
pleasantries, jokes, compliments or comments made to the victtm that include sexual
content and are annoying or humiliating; obscene gestures; or the spreadtng of sexual
rumours. Less serious aggression refers among other things to derogatory or offensive
comments regarding sexual appearance or sexual orientation; phone calls, lefters,
emails or digital messaging with sexual content that improperly propose or incite sexual
relations; and the use of photographs, images or drawings with explicit sexual content
that pursue the same purpose. Serious aggression conslsts, inter alia, of excessive
physical proximity and unnecessary friction. Very serious aggression refers to the use of
force, such as physical aggressions, holding or cornering to perform sexual or otherwise
criminal acts." ri

e) Personnel categories covered

The wide variety of parliamentary personnel categories and the complexity resulting from
differences in the legal status of each was discussed under Step 1, section c), pages 26-27.
To improve diversity and inclusion, the policy should establish exp icjt protections for each of
these categories against all forms of harassment and violence that may arise in parliament.

The policy should also protect personnel from acts of harassment and violence perpetrated
by third parties. MPs, but also sometimes parliamentary staff, may be the targets of threats,
remarks and violence, including of a sexist and/or sexual nature, at meetings or social
events, by post, email or mobile messaging, or through the media or social networks.

Separate measures may need to be put in place for each category

35 Besponse lrom lhe Parhamenl of Luxembourq lo an online questionnaire fiat members ol the ASGP were invrled to complete betweeo 25 June

and 6 July 2018

36 See note 31



Who is involved?

lnlernally

Horizontal (between peers)
. Harassment of an MP by another l\/P

. Harassment of a personnel member by

another personnel member (whether

parliamentary employees, assistants, interns

or volunteers)

o Vertical (hierarchical)
. Harassment by an l\,4P of a parliamentary

employee, lvlP's assistant, intern or

volunteer
. Harassment by a line manager of a

parliamentary employee, lvlP s assistant,

intern or volunteer

Externally

By third parties
. Harassment of an lVlP or staff by members

of the general public

. 0nline harassment and violence

Chile: Accordinq to its Article 4,|he Protocol to Prevent and Punish Sexual Harassment

in the Chamber of Deputies applies to deputies, civil servants, persons providing

temporary services and other personnel hired by the Chamber of Deputies under the

Labour Code. The Protocol also applies where the complainant, even if not a personnel

member, alleges harassment by anyone subject to the Protocol in the exercise of their
functions. This general formula covers all advisers and assistants hired directly by the
Chamber of Deput es, by an lvlP in a position of trust or by a political group. Artlcle 5

requires that the Protocol be included in contracts between the parliament and external

service providers.i'!'

Costa Rica and Sweden: In Costa Rica, the Rules of procedure in combating sexual

harassment and rf,e Protocol on workplace harassmenta) apply only to staff of the
Legislative Assembly of Costa Bica. The measures adopted by the Swedish Parliamental

against psychological and sexual harassment apply only to acts between parliamentary

employees.

37 See note 27.

38 https //vvwwoulcommon s.calContenl/Bo ielpd1/policy-prevenl ing harassment-e pdf

39 See note 31.

40 See notes 32 and 33.

4l These parliamentary measures include the following .egulatory texts: The Policy against abusel2009lafidlhe Guidelines lot handling and

investi}atilg abuselz1}gl) andlhe Plan of actian for equal trcatmentl2llll Response 0l the Swedish Parliament t0 an online questionnaire

that members oi the ASGP were invited to complete between 25 June and 6 July 2018.

Canada:The House of Commons has different policies for different personnel categories:
. Ihe Code of Conduct for l\tlembers of the House of Commons: Sexual harassment

between members of parliament31 applies to interactions between l\,4Ps.

o fhe Poticy on preventtng and addressing harassment i2014)38 applies to all lVPs (as

employers), personnel employed by l\,4Ps, lnterns and volunteers (paid or unpaid).
. Employees covered by a collective agreement and employees of the House of

Commons Administration are not subiect to the provisions of these policies, separate

frameworks apply to those personnel categories.



Finland:The Guidelines of the Bureau of Parliament for the prevention of inappropriate
conduct and harassment (201-7) apply to lrzlPs, parliamentary employees and
parliamentary assistants.i2

South Africa: ln 2006, Parliament rntroduced a Sexual Harassment Policy which applies
to all employees and parliamentary assistants, but the procedure to be followed differs
depending on the target of the complaint (an IVP or another employee or assistant):
. lf the target is an MP the complaint may be filed with the Joint Ethics Commission.

which is responsible for enforcing |he Code of Ethical Conduct for ltlembers of
Parliament and Provincial Legislatures;

. lf the target is another employee or assistant, a formal or nformal complaint of
sexual harassment may be filed through the line manager up to the level of the
Secretary to Parliament for investigation.43

f) Scope of application

Ouest io n s

. How encompassing will the policy be? Will it be limited to acts occurring on
parliamentary premises?

. Will the policy apply to situatjons occurring in other places, such as constituency
offices, during official travel or work-related traaning, or at events or social activitles?

. Will it apply to online interactions?

42 Response of the Finnish Parliament to an online questionnarre that members of the ASGP were inviled 10 complete betlveen 2b June
and 6 July 2018.

43 Response of the National Assembly of Soulh Alrica 10 an onlrne questionnaire that members of ASGP were nvited to complete
bet\,veen 25 June and 6 July 2018
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According to the lLo convention concerning the Elimination of Violence and Harassment

in the world of work, and as a matter of growing consensus, adequate protection cannot

be provrded by focusing solely on the traditional physicai workplace. Protection should also

extend to harassment and violence occurring: "(a) in the workplace, including public and

private spaces where they are a ptace of work; (b) in places where the worker is paid, takes a

rest break or a meal, or uses sanitarY' washing and changing facilities; (c) during work-related

trips, travel, training, events or social activities; @) through work-related communications,

inctuding those enabted by information and communication technologies; (e) in emploYeF

provided accommodation; and (f) when commuting to and from vvork." (Article 3).rr

These considerations are particularly important for the world of parliamentary work'

The results of the IPU-PACE study conlirm, for example, that incidents of sexual

harassment against female parliamentary staff in Europe have occuned not only on

parliamentary premises but also frequently during official travel (domestic or foreign)

and at dinners and receptions.

In addition, if the parliamentary workplace provides online interactive spaces for [V]Ps

and others in parliament, the scope of the pollcy should extend to those spaces,

to combat cyber harassment.

Canada:The Code of Conduct for lv4embers of the House of Commons: Sexual

harassment between members of parliament specif ies that " Sexual harassment can

occur, for example, while Members are travelling ot at a social function'.'1'

Zambia: Application of the complaints procedure in sexual harassment cases is limited

to acts occurring on parliamentary premises, which includes the chamber where the

Assembly sits, the offices, meeting rooms, hallways and corridors, courtyards and

gardens, national offices, constituency offices and other places designated by the

Speaker of Parliament.'6

g) Preventive measures and support services

These should be included in the policy as discussed under Step 3 below

By addressing prevention in the policy, including awareness and training activities,

parliamentary authorities can affirm their preference for a comprehensive response to the

inequalities, attitudes, accepted notions and other root causes that perpetuate these acts.

The policy should also provide for confidential support and counselling services and ensure

that victims have access to them.

chile: According to Article 2 ot the Protocol to Prevent and Punish Sexual Harassment

in the Chamber of Deputies, "awareness and information campaigns on harassment,

sexual abuse and other forms of gender-based violence, as well as training courses on

these sublects, wilt be carried out on a regular basis';'1

44 See note 4.

45 See note 27

46 lnfomation taken from the communicatDn ol the National Assembly ol Zambia, sent to lhe lPU, 0n the complaints procedure to prcvent

and combat sexism afld sexual harassment against MPs and theil slat , 18 october 2017

47 See note 31



h) Com pla ints- h a n d ling mechanisms

O uestio n s

. What bodies will receive and process complaints? Who can submit complaints
to them?

. How will individuals be assured that they can trust these bodies?

. What steps will be taken to protect the confidentiality and privacy of
complainants and alleged perpetrators?

. How will the process protect complainants against reprisals or fear of reprrsal?
What steps will be taken to prevent further victimization of, and risk to, those
who dare to speak out?

. How will the allegations contained in the complaint be investigated? Who will be
interviewed?

. How long will the process take?

The policy should describe in detail how the mechanisms operate to reassure interested
parties that all complaints will be treated equally, according to the same protocol.

The bodies that can receive and process complaints must be clearly identified.

The policy needs to specify who can complain to these bodies. Some mechanisms limit
such eligibility to alleged victims. others allow managerial personnel and staff/personnel
represenlatives to report incidents as well. The policy must also protect the victims and
witnesses who come forward against reprisals.

Complaint mechanisms sometimes distinguish between "formal,, processes, with an
investigation and assessment ol whether the allegations are well-founded, and "informal"
processes that seek to resolve a case by facilitating communication and mediation between
those involved. The choice to pursue medration should never be imposed on a complaanant.
It may be proposed as an option but should be avoided when serrous or systematic
harassment and violence is being alleged. lt should be prohibited in cases where an
imbalance of power is at issue, or where complainants fear reprisals or for their safety.

Parliaments may wish to explore the possibility of group/cluster reporting of abusive
behaviour, by multiple victims, and of receiving complaints about incidents having occurred
prior to adoption of the policy.

The mechanism must in all cases be: (1) confidential; (2) responsive to the complainants;
(3) fair to all parties; (4) based on a thorough, impartial and comprehensive investigation;
and (5) timely.

1. Confidentiality
The policy should explain how the confidentiality of complaints, the parties involved,
and the reports produced will be guaranteed throughout the process.

2. Responsiveness

The rights and needs of complainants must be taken jnto account throughout the
proceedings, including mediation, if used, but also in other situations. For example, if it is
determined that a person has been harassed by a colleague or a line manager and they
work together on a daily basis, then the victim's opinion must be sought before taking the
decision to redeploy her/him somewhere else in parliament. She/he should not be penalized
for being harassed by being forced to switch departments, for example.

3. Faimess

while attention should be given first to the person filing the complaint, the impact on the
alleged perpetrato(s) should also be recognized. lt is essentral to maintain the presumption
of innocence until due process has been completed.



4. lnvestigation

Each parliament must establish a mechanism to conduct thorough, impartial and

comprehensive investigations to gather such evidence as may confirm the reality of the
alleged acts.

Such investigations are generally conducted in three stages:
. Taking the victim's statement.
o lnterviewing people who work with the alleged victim and/or perpetrator.

o lnterviewing the accused (see box below for interviewing practices, pages 45-46)

There may not be sufficient evidence in some cases to firmly establish what has happened,

such as when only two people are involved and give different accounts.

5. Timeliness

The entire procedure should also be concluded within a reasonable period of time

Navigating a complaint mechanism

There is reluctance among parliaments to address these complaints because of the
political party advantage it might give to parties not implicated. But sexism, harassment

and violence form an issue larger than party politics, and it is precisely through
these complaint proceedings that parliaments can step up as the ultrmate umpires.

According to responses received from parliaments with established complaint
mechanisms for these acts, the bodies involved for parliamentary staff tnclude line

management, human resource departments and secretary-general offices.

Complaints involving MPs are often entrusted to internal sel{-regulating bodies, such

as an ethics committee or standards and privileges committee. The limitations of
these self-regulating mechanisms are discussed above.

Several participants in IPU studies have advocated an independent complaint
mechanism. "There are plenty of arguments to support this viewpotnt:
parliamentarians do not wish to be judged by their peers and go through a process

that is riddled with political pointscoring while parliamentarY staff do not trust a

mechanism under the dominant tnf luence of parliamentarians or political parties.

Furthermore, in view of the imbalance of power between vtctims and aggressors
(particularly when tt is a parliamentarian harassing a member of staff or a
parliamentary assistant), the media circus surrounding parliamentarians accused of
such conduct, the influence that may be brought to bear bY a desire to preserve the

image and cohesion of political parties, and other aggravating factors, independent
and conf idential procedures appear to be the most appropriate strategY'.'48

Parliaments must therefore avoid entrusting investigations to people in parliament

who are both judges and parties and rely instead on an external person or independent

body qualified in the subiect area. lf an internal committee is appointed to conduct

the investigation, its composition should take into account gender parity and include

representatives of interested parties and stakeholders (MPs, padiamentary staff,

assistants, etc.). ln any event, members of the committee, or the independent

investigator, as well as parliamentary human resources staff, should be trained in

understanding sexist and/or sexual harassment and violence as well as how to carry

out an investigation in this area.

48 IPU-PACE SlLrdy, see note l



Canada: According to the Code of Conduct for l\lembers of the House of Commons:
Sexual harassment between members of parltament, sexual harassment may
be reported by the complainant or a third party to the Chief Human Resources
Officer (CHRO) of the House of Commons or to the "whip" of the party caucus
if the complainant and the respondent are both members of it. lf the complainant
and respondent do not agree to mediation, or if the matter is not mediated to the
complainant's satisfaction, the complatnant may file a formal complaint in writing with
the CHRO. An outside investigator chosen from a list of specialists is then called in
to investigate the allegations of sexual harassment. The procedure to be followed
for a confidential and impartial investigation is detalled in Annex ll of the Code.
The investigator interviews the complainant, the respondent, the witnesses and any
other person who is considered likely to provide additional rnformation usef ul for the
examination of facts relating to the allegations..!r

Chile: Under lhe Protocol to Prevent and Punish Sexual Harassment in the Chamber
of Deputiess), a victim can file a complaint in written or oral form with the Gender
Coordinator of the Chamber, who then refers it for investigation. The Protocol provides
for different procedures depending on whether the alleged victim and accused are
parlia mentaria ns, civil servants, temporary personnel or personnel subject to Chapter lV
o{ the Labour Code. For example, in the case oi proceedings brought by or against an
MB the Secretary General, Assistant Secretary or Chief Secretary of Commissions, the
investigator shall be a randomly chosen MP of a different gendel region and political
party than the complainant or the accused. Following completion of the investigation,
the investigator will act as rapporteur before the Commission of lnternal Regime
and Administratjon and propose punishment or acquittal. The investigation must be
confidential, but the decision will be public, keeping the victim's name in reserve when
so requested. The maximum duration o,f the process is 20 working days from the date
o{ the complaint.

Costa Rica:The Rules of Procedure in combating sexual harassment and the Protocol on
workplace harassment lfot parliamentary staff) provide for complarnts being handled
by an interdisciplinary committee coordinated by the human resources director and
including a doctor or psychologist from the health services department and a lawyer.s,

Finland: Complaints may be filed with the Speaker or a parliamentary group (for lVlPs);
a staff representative of a parliamentary group (for staff); the secretary general of
the parliament; a representative of the parliamentary services and administration
department or occupational health services (for all complainants). The main stages of
the procedure are the filing of an oral or written complaint, mediation and investigation,
decisron, and follow-up actions.r'2

European Parliament: A mechanism has been established for handling complaints
of psychological or sexual harassment filed against an MP by a member of staff. a
parliamentary assistant or an intern. The complaints are first examined by the relevant
administrative department, which prepares the files for the advisory committee
respons ble for preventing harassment at work, based on the evidence submitted with
the complaint and additional evidence gathered. lt is then decided whether a complaint
is prima facie admissible and whether interim measures should be adopted. lf there
is sufficient evidence, the advisory committee then conducts an investigation, during
which hearings are held with the complatnant, witnesses and lhe accused. Once the
procedure has been completed, the committee sends its reasoned opinion to the
President of the European Parliament in a confidential report.53

49 See note 27

50 See note 31

51 See iotes 32 and 33

52 See nole 42.

53 See nole 14



Bepublic of Korea:To report acts of sexual harassment by a parliamentary staff member,

the victim contacts a specialized advice bureau (see description of this office on
page 56 of these guidelines). which may trigger an investigation. This investigation is

carried out by parliament's audit office within 20 days (it may be extended by 10 days)

and results in a report that is transmitted to the Secretary General. The repon's f indings

are then assessed by a deliberation committee composed of the secretary General
(chair) and six staff members of the National Assembly's secretariat (with neither sex

accounting for more than 70 per cent of the membership). Depending on the results of

the committee's assessment, the secretary General may then take disciplinary action

against the offending staff member.s

Sweden:There is an official procedure for parliamentary staff to file a complaint
with the head of human resources, which leads to an investigation. This formal
procedure, through written or oral notification, prevents any reprisals against or

contact with the accused. The investigation is conducted in a f ully conf idential manner.

lndividual interviews are held with each of the parties, who may be accompanied by

representatives. The interviews are recorded, and each party is informed in advance of

the internal investigation. The employer must ensure that the harassment has ceased.

The parties have access to workplace medical services.55

iaa

I nvestigation and interviews*

Objective:To compile a dossier with evidence sufficient to form an opinion on the facts

Step 1: Receiving the victim's account
. through an anterview, resulting in a transcript to be signed by those present; or,
. where victims cannot be interviewed, by means of a cleal accurate and detarled

written account.
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Vrctims may be asked to include the following in their account:
o The words spoken and acts suffered;
o Their feelings and reactions to these acts;
. Dates, places or other details to determine chronology,
. The impact on their health;
i Whether they have spoken to anyone about the matter, and to whom;
. Whether there were witnesses to the impugned acts or to their impact;
. Written messages, photos, text messages, emails or voicemail messages, etc.,

that may have been sent by the aggressor;
. Steps taken, official or not.

lnterview:
What to do:
. Explain the purpose of the interview and the role of the body conducting it,

as well as the scope of legal action the body is allowed to take;
r Ensure that subjects feel safe and secure during the interviewj
. Listen to subjects with consideration and respect, taking into account their

assessment of the facts;
. lnform subjects of the psychological, medical and legal assistance services

available to them and of possible remedies available outsjde of parliament (see
Step 3 of these guidelines: Support and counselling, security services, other
remedies and reparations);

. Ask victams to find out which elements of their account can be formally proven
by means of a medical certificate, written testimony of close family and friends
material evidence (of the aggressor's words and messages, for instance), etc.

What to avoid:
. Ouestioning or minimizing the acts reported;
o Talking and interrupting instead of listening, or listening superficially without

asking questions;
. Showing embarrassment or impatience when emotions are expressed verbally

or non-verbally (tears, silences);
. Expressing a moral ludgement or critacizing rather than informing about rights in

respect of the facts alleged.

Step 2: lnterviewing witnesses working with the victim and/or accused
Prospective witnesses are informed that they are protected if they testify to acts of
harassment or violence and that a transcript of the interview will be produced and
signed by those present.

Prospective witnesses can be asked about:
. The alleged offences;
. Changes in the victim's behaviour or mood;
. The personalities of the victim and the accused;
. The witness's knowledge of similar acts, as victim of or witness to such acts,

or by having been told about them in confidence.

Step 3: Interviewing the accused
It is rare for perpetrators to acknowledge their acts. An accused person may:
. Deny them;
o Minimize them, or contest the victim's interpretation or understanding of them;
o Acknowledge them but deem them inoffensive, or shift blame for them onto

the victim.
. ln any event, the interviewer must conclude the interview by clearly positioning

him/herself against the impugned act, whether the accused is guilty of it or not

'Sourco: "Sex6t and sexual violence at wotk: Guide fot employers:' Eoropean Association against Violence
against Women atWotk



Scottish Parliament: Extract from the Procedures for Independent lnvestigation, which

apply to all complaints except those against lvlPs (the Joint Working Group has

recommended changes to current procedure under the Code of Conduct to ensure so

far as possible that the same principles apply to lvlPs):

"How the investigation wll be conducted

The process is set out as follows:
. The tndependent lnvestigator will contact both the complainant and respondent.

The respondent will be told the details of the complaint and the name of the person

making it.
. The purpose of the investigation is to establish facts and come to a conclusion

It should not be adversarial in nature.
. The lnvestigator will contact the complainant and respondent within 5 days of being

notified of the complatnt.
. The lnvestigator will interview the complainant, respondent and any relevant

witnesses, allowing both parties to set out their case and respond to comments
made by the other.

. lnterviews will take place with each person separatelY in a private room (off the
premises if necessar .

. Complainants and respondents can be accompanied by someone from the support
service or other appointed provider, a colleague or a trade union representative.

. Everyone witl have the opportunitY to review their own interview notes to ensure theY

are an accurate record of what was said.
. Confidentiality must be maintained throughout the investigation. Action will be taken

against anyone who breaches this."56

i) Remedies and reparations

Ou est io ns

. What immediate measures can be taken during the complaint process to stop
harassment and violence and protect alleged victims and witnesses?

. What means of remedy and reparation are there for victims?

The ILO Convention concerning the Elimination of Violence and Harassment in the world
of Work indicates that access to appropriate and effective workplace complaint and

investigation mechanisms should be easy, safe and effective in providing remedies.

This Convention is accompanied by a recommendation (R206) specifying the remedies that

could be provided for victims, including:

" 14. (a) the right to resign with compensation;
b) reinstatement;
(c) appropriate compensation for damages;
(d) orders requiring measures with immediate executorY force to be taken to ensure

that certain conduct is stopped or that policies or practices are changed; and
(e) legal fees and costs according to national law and practice.

15. Victims of violence and harassment in the world of work should have access to

compensation in cases of psychosocial, physical or any other injury or illness which results in

incapacity to work."51

56 The Scottish Parliament, Feport ol the Joint Wotking Gnp on Sexual Ha.assmenl oecember 2018, https //www parlLament scot/

TrarnrnqAndDevelopmenl/Joint-Working GIo!p-F nal Harassmenl Heporl December 2018 2.pdi

57 tL0 R205, Vio lence a nd Ha rassment Becommendation 206, 2019, htlps //www rlo oro/dyn/nor mlerfr/i? p= 1 000 I2100 0 N0 P12100

INSTRUI\.1ENI lD,Pl2l00-LANG CoDE 4000085 en N0
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The internal policies in parliament should include such means of redress and reparation

Chile: The Protocol to Prevent and Punish Sexual Harassment in the Chamber of
Deputies requrres that all protectrve measures necessary to safeguard the physical and
psychological integrrty of the complainant and witnesses be provided within 48 hours of
the start o{ an rnvestigation of a sexual harassment case (Article 17). These measures
may include, among others, temporary removal of the complainant or accused Irom
their workplace or iob duties, leave of absence, legal advice or psychological support.
The Protocol specifies that when providing such measures, special consideration
should be given to the opinion and needs of the victim, part cularly when it comes to
temporary removal from their workplace or job duties. These measures will remain in
place as long as they are considered necessary. ln the same spirit, efforts should be
made to avoid procedures that could "re-victimize" the complainant, such as demanding
multiple statements of what happened, provided that due process and the righl to
defence of the accused is not affected. The Protocol also prohibits investigating the
sexual or affectrve life of the complainant during the investigation process.5s

France: ln the Senate, a provisional protective measure was introduced in 2018 for cases
of alleged harassment between a senator/employer and a parliamentary assistant.
Given the assistant's subordinate position, and in respect of cases where the alleged
victim of such harassment has been forced to take sick leave or resign, the measure
consists of suspending the accused Senator's allowance for hiring assistants. lts
objectrve is to prevent a repetition of such acts with a new replacement assistant.
The suspension is lifted as soon as lhe Senate Bureau decides on the case and such
disciplinary sanctions as may apply to the accused Senator.
Depending on the seriousness of the case, the President of the Senate can also
decide to refer the matter to the public prosecutor.se lf the working relationship cannot
be restored, the President can meet with the head of the accused Senator's political
group to consider positions that might be offered to the victim. lt is planned to improve
and strengthen the procedure in place when the President of the Senate is notified by the
suppoft and listening centre of suspected harassment towards a parliamentary assistant.e)

European Parliament: Under Staff Rule 24, staff members and parliamentary assistants6r
can file ior support and assistance, and the nominating authority can take all urgent
measures necessary to protect their safety.6,
ln cases where the President has concluded that harassment has indeed been committed,
the victim can obtain coverage from parliament of her/his legal fees if she/he decides
to initiate judicial proceedings against the European deputy concerned. ln addition, if an
assistant can no longer work with her/his deputy because of harassment, her/his salary
may be covered by the deputy's budget {or parliamentary assistants.6:

58 See nore 31

59 Under Article 40 o, I he Code ol Pena I Procedu,e, -Any 
duly const ttuted authotity and any public olficer ot offi. ial whu in the exercise ol then

lunclions lean ol a cnne ot oflense are rcquted lo hforn the Deryftnent ol Public Prcsecution thereolwithout delay and to hnsmit to the

iudge any infotnatton. rcports ot docunents relating thereto'
60 See note 13

61 Accredited assistants working lcr European deputies are employed directly by the European Parliament.
62 See note 14.

63 See note 17



i) Disciplinary sanctions

Ouestions
. What body will be responsible for determining disciplinary sanctions?

. What steps will parliament take to punish acts of harassment and violence and
prevent their recurrence in future?

. Does the policy clearly specify consequences and applicable disciplinary
sanctions according to the seriousness of proven behaviour?

The policy must list the disciplinary sanctions applicable in cases of proven harassment and

violence. lt is essential to hold people accountable for their actions and to end impunity
by establishing and applying clear sanctions commensurate with the seriousness of the

acts. Disciplinary sanctions rigorously applied have a dissuasive effect. lndeed, research

on effective prevention and intervention strategaes Ior sexual harassment in the workplace

shows that the certaanty of punishment is as important as the severity of the punishment.6"

Chile:The Protocol to Prevent and Punish Sexual Harassment in the Chamber of
Deputres does not create new sanctions but refers to existing sanctions in different
regulatory frameworks depending on the personnel category of the perpetrator (l\rlP

civil servant or other person hired by the Parliament). The Protocol requires application

of the highest disciplinary sanctions and fines available for each type of aggression

according to the seriousness of the act.

The Protocol provides for aggravating factors to be taken into account in determining
the sanction, including repetition in the fault, absence of cooperation and refusal to
appear or to deliver the required iniormation during the investigation. A victim's disability

or subordinate status vis-a-vis the aggressor are considered aggravating factors.

The decision to impose a sanction will be published on the website of the Chamber of

Deputies while safeguarding the victim's identity if so requested.65

France - Senate: ln 2017 the Bureau adopted an interpretive decision of the Senate

Rules of Procedure as follows: "acts of harassment, whatever their nature, constitute
a failure to observe the ethical principle of dignitY applicable to the members of the

Senate:'Thus, where harassment is proven, without prejudice to criminal sanctions, the
perpetrators (whether the harassment is psychological or sexual) are subiecl to such

disciplinary action as censure, with or without temporary exclusion, as provided for in

Rules 94 and 95 of the Senate's Rules of Procedure. Such disciplinary action is issued

by the Senate Bureau and results in a reduction in the offending senator's parliamentary

allowance. A parliamentary official may be disciplined in proportion to the seriousness

of the offences and may be automatically dismissed and removed from office, in

accordance with Rule 145 of the Rules of Procedure.66

European Parliament: ln cases where harassment by a member is proven, following an

internal investigation and in the light of recommendations from the advisory committee
responsible for preventing harassment at work, the President of the Parliament may

impose a sanction on the perpetrator in accordance with Rule 166 of the Rules of

Procedure of Parliament (ranging from censure to suspension or removal ol one or

more parliamentary {unctions).6i

64 P McDonald, S. Charlesworth, aod I Graham (2015), Developing a framework of etlective prevention and response stlategies in workplace

sexual haaassmenl'. Asra Pacific Jounalol Hunan Resourcet vol. 53, no l
55 See note 31

66 See note 13.

67 See note 14
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Step 3 lmplementation

lmplementation involves establishing initiatives to provide information and training,
raise awareness and offer support services for victims of sexist acts, harassment and
violence at work. Continuous monitoring and regular evaluation of these initiatives is
also required.

l. lmproving the workplace for all

Ou estion s

. How do you make sure that everyone in the parliamentary workplace,
including constituency offices, is aware of the policy and well informed of their.
responsibilities and rights under the policy?

Prevention is the cumulative result of clearer policies, a stronger understanding among all
MPs and staff of the new regulatory framework and mechanisms, and a workplace culture of
zero tolerance for any act of violence.
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Once the standards are established and set in policy they need to be widely disseminated,
enforced and monitored. lt is through rigorous implementation of the policy that the
parliament will demonstrate commitment to its obligation to ensure the safety and
protect the health of the people who work within it.

a) lnforming and raising awareness



The variety of personnel categories and the unique characteristics of parliament have

resulted in sometimes complex procedures. Effort should be made to simplify and signposl
them as far as possible, combined with clear and regular communication.

Once the policv is in place, parliament needs to publicize it and encourage compliance with
it. There are various options for dissemination:

. a policy statement that MPs can pledge to follow;

. the addition of a charter to the employment contract of parliamentary staff and

a ssista nts;

. a copy of the policy and all the necessary informataon sent to all MPs and
parliamentary personnel;

o brochures, emails, and parliamentary newsletters;

. posters on parfiamentary premises and in constituency offices;

. the intranet;

. information sessions, including as part of the orientation or induction programmes

for new MPs and personnel, including, where appropriate, parliamentary assistants
working in constituency off ices.

These regular communication and awareness-raising initiatives should aim to

. Reassure people working in parliament of the institution's commitment to preventing

and eliminating sexism, harassment and violence against women in parliament;

o Ensure increased awareness of these acts so that people can identify and report

them as soon as they occur,

. Ensure awareness of the individual responsibility of people witnessing such acts or

informed about them in confidence;

. Fight against the stigmatization of victims, complainants, witnesses and whistle-
blowers j

. Publicize the measures put in place (remedial action, focal points, etc.).6t

ln addition to these initiatives, the close llnk between prevention and punishment should not

be overlooked. lndeed, the unambiguous handling of an incident has the effect ol detening
potential perpetrators and sends a clear message that such acts will not go unpunished.
There is no better prevention.6q

Canada: Pursuant to the Code of Conduct for Members of the House of Commons:

Sexual harassment between members of parliament, MPs undertake in writing to
adhere to the Code and help ensure a working environment that is free from sexual

harassment (section 11 ). 
/o

Finland: Parliament has produced a guide (adopted rn March 2017) that reaffirms its zero-

tolerance policy toward harassment and makes reference to legislation in force. This

guide contains advice on the procedure to follow and the people to contact in the event

ol harassment. This anformation is also explained during recruitment and is avarlable on

Parliament's intranet. i I

68 See note 1l

69 lbrd

70 See note 27

7l See nole 42
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France: In cooperation with staff representatives, the Senate issued an information
sheet in 2018 (see below) to inform its officials about harassment at work (legal
defrnitions, examples of scenarios, potential criminal and disciplinary sanctions, steps
to follow, etc.). This document was made available via the intranet. The Senate also
organized a panel discussion by expert speakers.'2
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Ouestions
. ls any training planned on preventing and combating sexism, harassment and

violence against women?
. To whom should the training be addressed?

. Should it be compulsory?

. What content should be included, what approach should be taken and what
format should be chosen?

It is of paramount importance to train human resource departments, parliamentary

management and other resource staff (staff representatives, iocal points, etc.) on what
constitutes sexism, harassment and violence against women in parliament and how to
respond to such acts. People in those jobs may have to deal directly with harassment

situations and have an obligation to take action. They must know how to deal with victims
of harassment and violence, react tactfully and appropriately, guide them and avoid making

them feel disbelieved or seeming to dismiss their allegation.

To raise awareness among as many people as possible of their rights and responsibilittes

under the policy, it may be useful to provide training to all MPs and parliamentary staff on

workplace compliance, safety and health and on combating sexism, harassment and violence

against women. As experience in some parliaments has shown, however, such training

courses are often poorly attended, particularly by lt4Ps, so consideration should be given to
making them compulsory.

Several parliaments have chosen to include a module on sexism, harassment and violence

against women in the initial tratning given to new MPs and staff. Online tratning can reach

many people in different locataons at a lower cost, while face-to-face group interaction
fosters dialogue and improves awareness. Case studies and role play can be used to build
problem-solving skills and sensitivity to conduct that could be interpreted as psychological or

sexual harassment.

In offering such training, it is important to be attentive to a few key points

. Provide clear definations ol what constitutes sexism and psychological or sexual
harassment and violence, with illustrative examples;

. Emphasize the power dynamics at play, especially when harassment and violence

occur in a hierarchical relationship against young employees, often women, required

to deal directly wrth their supe ors,

. Use simulations to make participants feel the reality of sexism and harassment;

. lnform them about the disciplinary and legal consequences and sanctions to which
perpetrators of harassment may be liable;

. Offer training by specialists in these issues.

As new MPs may have little experience or preparation for their role as employers, they
should also receive training for their managerial lunctions, particularly on avoiding abuses of
power in relationships with subordinates.

53
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France:The National Assembly includes a module on harassment in the initial training
sessions provided for ltrl Ps at the beginning of the legislature and for new parliamentary
assistants. /:r

Costa Rica,Ta FinlandTs and Sweden:/6 Psychological and sexual harassment issues are
included in the training received by parliamentary staff upon recrurtment.

Bepublic ol Korea:The National Assembly's secretariat organizes quarterly training
sessions for MPs and staff. Participation is compulsory for staff and organized according
to staff category. TT

European Parliament: Specific courses are organized with the aim of preventing
inappropriate behaviour and harassment and promoting respectful and professional
conduct in the workplace. Harassment preventjon trarning is provided to all members ol
staff, who learn to recognize, prevent and combat psychological and sexual harassment.
Simrlar training is provided to managers to help them prevent and address psychological
and sexual harassment within their teams. TailoFmade courses Ior MPs on managing
and hiring staff in therr offices are also under development.Ts

Canada: In December 2016, the House of Commons launched a bilingual online traintng
session on its policy against harassment aimed at MPs and staff. The training session
can be accessed by clicking on the following link: http://tra rn ing-formation. parl.gc.cal
h a ras s m e n t-p reve n t io n/
This online session is a timely way lor the House ol Commons to offer training for
target groups throughout Canada, in Ottawa as well as constituency offices. This
training format also eliminates travel costs for participants and trainers. Participants
in the online training session can self-declare their status (MB employee of an MP in
Ottawa, employee of an l\z1P in a constituency office, etc.).x,

c) Support and counselling services

O ue st io rrs

. Where can people who consider themselves victims of harassment and violence
go for advice and support?

. What forms do these counselling and support services take?

. Are these services well publicized and their contact details widely disseminatedT
Are the services easily accessible?

. What measures are being taken to protect the privacy and personal information
of people using these services?

It is essential to offer access to support and counselling services to victims who need them.
As the Ethics Officer of the French National Assembly put it, "/t is crucial in mafters of sexual
or psychological harassment that persons who consider themselves victims be allowed to
relate the facts, but also their suffering'.Ba

73 See note 17

74 See nole 32 and 33

75 See note 42.

76 See note 4l
77 See note 54.

78 Seo nore 14

79 Extract lrom the Annual Seport on lhe House ol Commons Policy on preventing and addressing harassment, 2016-2017

80 See nole 17



This can translate into the establishment of a support and

counselling unit and/or the appointment of trusted individuals,

internal or external, with the necessary training to advise on

medical, psychological and legal support. These neutral, expert

or well-trained individuals should be in a position to help

those who consider themselves vtctims determine whether
their experiences and suffering meet the legal definitions of

harassment or other acts of violence and inform them about
parliamentary policy, procedure and possible remedial action
,for cases of harassment and violence. They may also guide

individuals towards the appropriate health and social care

services (doctor, psychologist, etc.).ar

These services must be confidential and easilY and

discreetly accessible. Off-site services (not on parliamentary

premises) are recommended to ensure confidentiality and

strengthen the confidence ol potential victims in these

services. Their purpose is not to investigate the substance

of a complaint, but to play a listening and advisory role in

helping them take necessary steps.

Germany: There is an agreement (2018) on protecting government employees

and on structures within the Bundestag dedicated to combating discrimination

and psychological and sexual harassment, including an equal opportunity officer
(Gleichsteltungsbeauftragte) and other interlocutors (staff committee, psycho-social

services, representatives of persons with disabilaties, colleagues with relevant training)

Such interlocutors perform a support function, with victims receiving individualized

counselling, information and assistance in resolving disputes. Government employees

in the Bundestag are informed oi such use{ul contacts and

of the employee protection agreement during induction sessions for new employees.

Trainees and interns also receive information when they begin their train n9.82

Austria: ln March 2018, Parliament established an independent structure, the

Clearingstetle. lt consists of an independent expert appointed by the Speaker

of Parliament whom lvlPs from both chambers, staff from political groups and

parliamentary assistants can contact in the event of harassment People have

confidential access to various types of information and individualized counselling

It works primarily on prevention and awareness-raising inrtiatives and establishing

a climate of respect within the institution.f':r

France: ln 2018, the Senate strengthened the process for receiving and hearing the

accounts of parliamentary officerS and aSsistants who consider themselves victims

o{ psychological or sexual harassment while carrying out thelr duties. Officers can

qo to a focal point in the human resource department or, if they prefer, to members

of a medrcal and social services unit (psychologist, doctor, etc ) Similarly, a support

and listening centre has been established lor parliamentary assistants, offering a

medical and psychological services unit (occupational doctor and psychologist) and

an administrative unit (Senate administrator and employee representative appointed

lointly by assistant associataons and unions). Assistants or public officials can if they

wish contact one of these representatives to receive support in taking action. without
investigating the substance of complaints, these representatives play a listening and

support role and may not disclose any information they receive during their exchanges 8'

81 "physical violence and harassnent can leave obvious physical, but alsoemolianal, scars. reqwing rehabililation and counselhng PsychologEal

and sexual violence and harassnent can produce effects such as anxiely, deprcssion, headaches and sleep d$oders. negalively npacting iob

perlornance" lLO. Ending violence and harassnent against wonen and nen in the world ol work, see nole 10

BZ Besponse lrom the Gefinan Bundeslag to an online questioonaire that members of tle ASGP $€re invrted t0 complete betuEen 25 June and 6 JuV z)1 8

83 Response lrom ttE Ausffian Parliafitent to an online questionmirc that nEmbers of the ASGP werc irNited to complele betleen 25 June and 6 JulY 20I I
84 See note 13.
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Republic of Korea: ln accordance with the Code of parliamentary procedure for preventing
and addressing sexual harassment (Section 5), the National Assembly's secretariat
opened an advice bureau in 2018 speciafized in counselling victims of sexual harassment.
This bureau has a clinical psychologist and an appropriate place for consultations, which
is easy to access and ensures conf identiality.ss

d) Security

O uestion
. What measures are in place to assist and protect people working in parliament

who are subjected to harassment and sexist and sexual violence by third parties,
including via online messaging and social networking?

It is incumbent upon parliaments to create a safe and protective environment for all their
members and staff, and they are not exempt from this responsibility if the perpetrators are
third parties. The role of parliament's security services is paramount here, as is their ability
to work with the police, especially when an MP or another person working jn parliament is
threatened or assaulted by a third party because of their activrties there.

Security services should be made aware of incidents of harassment and sexist and/or sexual
violence and trained to respond appropriately and with the same seriousness to these acts
as to other acts of violence. They must hear a victim's allegations in confidence, conduct an
impartial investigation, and where appropriate, take specific measures to protect people and
their close family and friends under threat, such as personal protection and protection of
property, including homes and offices.

They must also anticipate potential risks, taking such steps as conducting a security check
of parliamentary premises and constituency offices and providing advice and guidance on
appropnate measures to ensure the security of MPs and staff.

Lastly, security services must have a thorough knowledge of the dlgital environment in order
to advise and assist people who are being bullied and threatened through mobile messaging
and social networking, including threats of death, sexual violence and sexist and sexual insults

United Kingdom: All lvlPs have access to recommended security measures for their
constituency offices and homes. Any MP or peer or member ol their staffs who
has security concerns when away from the estate is advised to contact their local
police in the first instance. This includes reportrng threats and abuse received via the
internet and social media. In addition, the police maintarn a parliamentary Liaison and
lnvestigation Team to assist all members and all staff with advice on any specific,
immediate threat or urgent issue, or to discuss general security concerns while on
the estate.

Also, the Members'Security Support Service is a dedicated and specralized team in
Parliament which supports members in accessing security measures for offices and
homes. The team can also provide personal security advice to Mps, peers and their
staffs, including support and advice on social media safety.86

85 See note 54.

86 llK Parliamenl and lPU, UK Gender-Sensitive Patliament Audrt 2018. Repon ol the gender sensrtive Parliament audit panel lo the House ol
Commons Commrssion and the House ol lords Commisslon, November 20]8



switzerland: MPs who feel threatened can go to Parliament's security services or the

federal police department who, depending on the individual case, may advise them to

file a complaint to the cantonal police, which may then take specific measures, such

as providing close protection.BT In addition, l\,4 Ps experiencrng harassment or bullying

can use the services of an independent specialized bodY fachstelle f]r Mobbing

und Beldstigung), which provides advice and counselling. Anonymous tnterviews can

be held on the body's premises (in Bern or Zurich) or by telephone.s There is also a

counselling service for online harassment or cyberbullying.
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e) Alternative recourse and remedies

Ouestion
. what other means of remedy and reparation are available for victims of sexist

and/or sexual violence?

It should be stressed that a parliament'S internal remedies, and the disciplinary sanctions

established under its policies, are without prejudice to other possible remedies under

domestic as well as international law. victims should therefore be informed of the other

remedies available to them and made aware that such remedies have different reparatory

objectives, different procedural deadlines and different evidentiary requirements.
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AT NATIONAL LEVEL
It may be possible in some cases to initiate criminal or labour law proceedings
subsequent to or in parallel with a parliament's tnternal proceedings.

. Penal law, laws on violence against women, laws on violence against
women in politics

Depending on the country's legal framework, alleged victims of violence may also
decide to bring criminal proceedings against the perpetrator (reporting them to the
police or the criminal couns, for example). lf the complaint concerns a member of
parliament it must be verified whether parliamentary immunity must first be llfted.

. Labour law
ln several countries, the various forms of violence and harassment _ physical,
psychological and sexual - are covered by provisions of labour law or laws on
workplace health and safety. In most cases such laws prohibit workers, supervisors
and third parties from committing such acts, provide for accessible and transparent
means of filing complaints; and specity sanctions against perpetrators or employers
and/or reparations for victims.ss ln several countries, prohibition is accompanied by
the obligation for employers to take measures to prevent and respond to violence
and harassment. Thus, depending on the nattonal legal framework concerned, the
alleged victim could also invoke labour law to pursue remedies agarnst her/his
employer - parliament in this case - for breaching its obligation to protect her/him.
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AT INTERNATIONAL LEVEL

. IPU Committee on the Human Rights of Parliamentarians
This Committee is a unique source of protectaon and redress for MPs facing

harassment and violence. lt seeks to establish the {acts of a given case by cross-

checking and verifying, with the authorities of the countries concerned and the
complainant, the allegations and rnformation forwarded to it. The Committee's aim is

to find a satisfactory settlement that is in line with relevant international and national

human rights law and recommendations. The Committee keeps the identity of the

complainant and the treatment ol the complaint confidential if the complarnant so

requests. For more information on the Committee and its procedure, including the
submission of complaints, please visit the IPU website at: www. rpu.org

. The United Nations Special Rapporteur on violence against women,
its causes and consequences

A special body establlshed by the United Nations Human Rights Council has the
mandate o{ gathering information, including individual complaints, concerning

violence agaanst women, and recommending measures to eliminate it. The Special

Rapporteur can then transmit urgent appeals and communications to the States

concerning the cases of presumed violence against women that it receives The

allegations can pertain to one or several persons or to a generalized situation of

violence against women and/or tolerance of it.$

. Optional Protocol to the Convention on the Elimination of All Forms of
Discrimination against Women (CEDAW)

Any person can submit a communication in respect of a State party to the Protocol

to the United Nations Committee on the Elimination of Discrimination agalnst

Women if the person considers that his/her rights under CEDAW have been

violated. and provided that she/he has exhausted all available domestic remedies
(Articles 2-7). The Committee can also take the initiative to conduct an inquiry after

receiving reliable information indicating grave or systematic violations by a State
party to the Protocol of rights set forth in the Convention (Articles 8 and g).''

A communication may not be examined if it has already been submitted to another

treaty body or regional mechanism,s? to avoid duplication of international efforts.

f) Workplace culture

Together with implementing policies to regulate conduct, each parliamentary institution

also needs to address problematic cultural norms that are barriers to the full pa(icipation of,

and equality between, men and women, whether parliamentarians or staff. The IPU Plan of

action for gendeFSensitive parliaments and its self-assessment toolklt are designed to assist

parliaments in carefully examining its structures, operations and working methods to ensure

that they cater to the needs and interests of both men and women.e3

ln many cases internal inquiries anto sexism, harassment and violence in parliament will also

have revealed specific concerns and recommendations about workplace culture that should

be addressed. This work is an essential part of creating a workplace where everyone is

valued and treated with dignity and respect.

90 https.//www ohch r org/EN/lssues,ryVomen/SRWomen/Pa ge s/C0 mpla nts aspx

91 htlps //wwwohchrorg/EN/Ptotessronallnteresl/Pages/0PCE0AW aspx

92 For example, if the case has akeady been submitted lo the lnter-American Commission on Human Rights, the lntei-American Coun of Human

Bights, or the Europeao Coun ol Human Rights or the African Commissron on Human and Peoples' Hights

93 See nole 7.



United Kingdom: Both Houses are seeking to implement the recommendations of a
Gender-Sensitrve Parliament Audit carried out in 2018. The House of Commons also
appointed a new independent Director for CulturalTransformation to lead the work of
applying the recommendations from the Dame Laura Cox report regarding problematic
parts of the parliamentary workplace culture with a vjew to effecting tangible,
measurable and lasting change.e'

Monitoring and evaluating policy
implementation

a) Resources for policy implementation and monitoring

Ouestio n s

. Are all the services and measures provided for in the policy receiving appropriate
institutional support for their missaon? ls implementation proceedrng as planned?

. Are complaint review procedures followed?

. Are disciplinary sanctions applied when sexism, harassment and violence are proven?

. Will regular and transparent reports be provided on policy implementation, including
the use of services? Who will be responsible for preparing those reportsT

. How will information on cases of harassmenVviolence be registered/archived and
how long will it be kept?

Parliaments should make sure to allocate sufficient financial and human resources to ensure
proper application of all aspects of the policy.

It will also be essential to systematically monitor the policy's implementation by gathering
data and reporting on the use of different services, complaint processing procedures and
information and training actavities. This data will help to evaluate whether the policy is
achieving its objectives and to guide decisions in administering rt.

Here again, confidentiality and the safety of the individuals concerned must be given priority.
It is possible to report on the use of assistance services and the number of complaints
without compromising the confidentiality of those concerned. For example, there could
be mention each year of the number of information requests made and the number of
complaints f iled. The complaints Iiled could then be classif ied according to whether they
were judged admissible, were the sublect of a formal inqurry, were resolved formally or
informally, or, in cases where the requests were formal, resulted in a finding that harassment
had taken place.

The reports could also provide information on training and communication activities
conducted during the yeal including the number of people benefiting from them broken
down according to personnel category and by gender, as well as particjpant feedback.

94 Lener irom the clerks ol the House of Commons and House of Lords to the lpu, September 2019



Canada: By virtue of lr|e Policy for preventing and dealing with harassment, the human

resources manager makes sure that the policy is implemented and submits a statistical

report each year to the Board of lnternal Economy on the following:
. "the number, nature and outcome of harassment complaints;
. the number, nature and outcome of cases entailing recourse to alternative dispute

settlement methods. such as mediation;
. the outcome of the tnitial complaint reviews, inquiries and appeals, as well

as the corrective and/or disciplinarY measures taken, including the measures

recommended;
. the number of persons participating in the information and training sessions

on the Policy;'s5

Finland: The parliament publishes a report on parliamentary staff every two years and a

report on staff safety at work every four years. The reports indicate the number of cases

of harassment and unacceptable behaviour reported and processed in accordance with
lhe Guidelines of the Bureau of Parliament for the preventton of inapproprtate behaviour

and harassment.so

b) Evaluating and improving the policy

O uest ion s

. ls the policy achieving the objectives set out for it or are changes needed?

. How long after its entry into force will parliament be evaluating the policy? And at

what intervals thereafter?

. Who will conduct the evaluation? What wrll it consist of ?

. How does the mechanism in place help to achieve objectives in respect of gender

equality? ls that mechanism raising awareness in parliament about this question?

The policy's effectiveness and impact over the longer term should also be evaluated.

Parliamentary authorities can assign this evaluation to the worklng group responsible for

dealing with harassment and violence in parliament or to outside experts. The evaluation will

seek to verify whether the obiectives established by parliament when it adopted the policY

have been or are being achieved.

Analysis of the data and information gathered through systematic monitoring will be very

useful in this process. New anonymous surveys of people working in parliament (see

section on collecting data and evidence under Step 1) will make it possible to analyse

whether parliament's actions under the policy over a given period of time have served to
prevent sexist acts, harassment and violence against women and respond to cases that

may have arisen. lt should examine in particular whether the services and procedures put in

place to handle complaints provide adequate protection and assistance to viclims and hold

perpetrators to account. The baseline data collected at the beginning of policy development

should be part of the process. Parliament would use them to track progress and setbacks

over time, and report on this.

ln certain cases, an evaluation can shed light on unanticipated positive or negative

consequences and identify situations, specific practices or cultural norms that can increase

the risks of harassment and violence - or indicate a need for additional training in particular

aspects. The evaluation Could also seek to determine how the policy is changrng the work

environment and the behaviour of individuals working in parliament

95 See note 38

96 See note 42
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Lastly, parliament will benefit from giving visibility to the results of policy implementation
and sharing its experience, lessons learned and good practices with other parliaments and
the lPU. By actively taking part in these exchanges, parliaments can assert themselves as
institutions working to improve knowledge in this area and lead by example, helping to end
systematic sexism, harassment and violence against women - in parliament and in all walks
of life.
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Annex 1

Compilation of definitions found
in relevant instruments

United Nations Declaration on the Elimination of violence againstwomen (1993)e7

Violence against women
,,violence against women" means 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. (Article 'l)

United Nations committee on the Elimination of Discrimination against women

Violence against women
The United Nations Commlttee on the Elimination of Discrimination against Women adopted

two general recommendations on violence against women: GR '19 and GR 35. The concept

of ,,violence against women'l as defined in GR 19, has placed an emphasis on the fact that

such violence is genderbased - that is, directed against a woman because she is a woman

- or affects women disproportionately. lt includes acts that inflict physical, mental or sexual

harm or suf{ering, threats of such acts, coercion and other deprivations of liberty'eB

Sexual harassment
For the committee. sexual harassment includes such unwelcome sexually determined

behaviour as physical contact and advances, sexually coloured remarks, showing

pornography and sexual demands, whether by words or actions. Such conduct can be

humiliating and may constitute a health and safety problem; jt is discriminatory when the

woman has reasonable ground to believe that her objection would disadvantage her in

connection with her employment, inciuding recruitment or promotion, or when it creates

a hostile working environment.ee

The Beijing Platform for Action (1995)

The Bei;ing Platform for Action recognizes that violence against women, and sexual

harassment in particular, is an affront to a worker's dignity and prevents women from making

a contribution commensurate with their abilities. lt calls on governments to enact and/or

reinforce penal, civil, labour and administrative sanctions in domestic legislation to punish

and redress the wrongs done to women and girls who are subjected to any form of violence

(. .) in (.. .) the workplace. (item124(c))"'0

97 See note 3

gg Uniled Nalions Comminee on lhe Elmination oi Discrimination againsl Women, General recommendatioo No 35 on gender-based

! iolence aga inst w0men, updating genera I recommendation No. I 9, 201 7, hltp.//docslore. ohchr org/Se llServrces/F llesHand ler a shx'

renc =6OtG r O %ZtppBiCAqh KbTyhsldCr0lUTvlBFDjh6 % 2h 1 pWAeqJ n4T68N 1 uq0ZiLbl F! a2 0 B Kh3U EqlB% 2tCy0l986A6bU 06S2n l0li % 2bnd

bh67r 1 %2b099yEtGV\^,prnnri,48v0xmM
gg Uniled Nations Comminee on lhe Elimination ol Discrimination againsl Women, Generalrecommeodation No 19 on violence aqainst

women, 1 992, htlps //tbinrernel ohch r org/Treaties/c E0 AWShared %20Documenls/1-Globa l/lN T 
-CEDAW-G 

E C 3731-t pdl

1OO ILO Ending viotence and hanssnenl against wanen and nen in the world o/ worl, see note 1 0



Violence and harassment in the world of work (Article 1a)
This refers to a range of unacceptable behaviour and practices, or threats thereof,
whether a single occurrence or repeated, that aim at, result in, or are likely to result
in physical, psychological, sexual or economic harm, and that includes gender-based
violence and harassment.

Gender-based violence and harassment (Article l b)
This means violence and harassment directed at persons because of their sex or gender
or affecting persons of a particular sex or gender disproportronately, sexual harassment
is included.

The convention acknowledges that gender-based violence and harassment disproportionately
affect women and girls. lt also recognizes that an inclusive, integrated and gender-responsive
approach, which tackles underlying causes and risk factors, rncluding gender stereotypes,
multiple and intersecting forms of discrimination and unequal gender-based power relations,
is essential to ending violence and harassment in the world of work.

ln addition, according to an lLo study, psychological violence and harassment is the
most widely reported form of violence and harassment in the world of work and covers
a range of verbal and non-verbal abuse, psychologicai and sexual harassment, bullying,
mobbing and threats. This can include manipulating a person's reputation, isolating the
person, withholding information, assigning tasks that do not match capabilities or setting
impossible qoals and deadlines.,o,

council of Europe convention on preventing and combating violence against women
and domestic violence (lstanbul Convention) 1201411ot

violence against women (Article 3) is understood as a violation of human rights and
a form of discrimination against women and refers to all acts of gender-based violence
that result in, or are likely to result in, physical, sexual, psychological or economic harm or
suffering to women, including threats of such acts, coercion or arbitrary deprivation of liberty,
whether occurring in public or in private life.

Gender-based violence against women means violence that is drrected against a woman
because she is a woman, or that affects women disproportionately.

Psychological violence (Article 33) is intentional conduct seriously impairing a person's
psychological integrity through coercion or threats.

stalking (Article 34) means intentionally and repeatedly engaging in threatening behaviour
directed at another person, causing the person to fear for her or his safety.

Physical violence (Article 35) means intentionally committing acts of physical violence
against a nother person.

101 See nole 4

102 lL0, Endingviolence and hatassnent aganst wonen atd nen n the wo dol,vo.l. see nole 10
103 h11ps //www coe rn l/en/web/conven tions/lu ll.L s r/-/conven I rons/rms/og00001 680084g2e

lLo convention concerning the Elimination of Violence and Harassment in the world
of Work (20191'o'



sexual violence (Article 36) refers to all acts of violence o{ a sexual nature perpetrated

against another person without their consent, including rape or obliging a person to take part

in non-consensual sex with a third party.

sexual harassment (Article 4o) is any form of unwanted verbal, non-verbal or physical

conduct of a sexual nature with the purpose or effect of violating the dignity of a person,

in particular when creating an tntimidating, hostile, degrading, humiliating or oflensive

environment.

Sexism: The Recommendation of the Committee of lrrlinisters of the Council of Europe on

preventing and combating sexism'0" proposes the Iirst ever definition o{ sexism as any act,

geSture, visual representation, Spoken or written words, practiCe or behaviour based upon

the idea that a person or a group of persons is inferior because of their sex, which occurs in

the public or private sphere, whether online or offline, with the purpose or effect of:

i. violating the inherent dignity or rights of a person or group of persons; or

ii. causing physical, sexual, psychological or socio-economic harm or suffering to a
person or group o{ Persons; or

iii. creating an intimidating, hostile, degrading, humiliating or offensive environment; or

iv. constituting a barrier to the autonomy and full realization ol human rights by a person

or group of persons; or

v. maintaining and reinforcing gender stereotypes.

lnter-American Convention on the Prevention, Punishment, and Eradication of
Violence against Women (Convention of Bel6m do Pariir) (19941105

Violence against women
This consists of any act or conduct, based on gender, which causes death or physical, sexual

or psvchological harm or suffering to women, whether in the public or the private sphere

(Article 1).

Violence against women in political lile
ln 2015, the Follow-Up l\4echanism to the convention of Belem do Para (MESECVI) adopted

the Declaration on Political Harassment and Violence against Women, which is defined

as any action, conduct, or omission that is based inter alia on their gender, individually or

collectively; that has the purpose or result o{ undermining, annulling, impeding or restricting

their political rights, violating the rights of women to a life free of violence and to participate

in political and public affairs on an equal footing with men.'06

ln addition, the MESECVI adopted the InterAmerican Model Law on the Prevention,
punishment and Eradication of Violence against Women in Political Life (2017) {or the purpose

of assisting in the harmonization of national legal Irameworks with the Belem do Para

Convention on the issue ol violence against women in political life. For the effects of this

law, ,,violence against women in the political life" means any gender-based action, conduct

or omission, direct or through third parties, that causes harm or suffering to one or more

women and has the effect or purpose o{ impairing or nullifying the recognition, enjoyment or

exercise of women's pol tical rights. Violence against women in the political li{e may include,

but is not limited to, physical, sexual, psychologtcal, moral, economic or symbolic violence

(Article 3).

Readers are also re{erred to Article 6 ol the model law. which lists a long series o{

manifestations of violence against women in political life.10?

104 S€s note 5

105 hllps //www oas org/e0lmesecvi/docs/EelemDoPara tNGLISH pdl

106 hxp//wwwoas org/en/mesecvi/docs/Declaracion-ENG pdt

107 h tl p //www oas oIg/en/mesec'/i/docs/LeyModeloVrolenc iaPoIl1ca'E N pdl

l6l



Protocol to the African Charter on Human and peoples, Rights on the Rights of
Women in Africa (Maputo Protocol) (20031'ot

Violence against women (Article 1(i))
This refers to all acts perpetrated against women that cause or could cause them physical,
sexual, psychological or economic harm, including the threat to take such acts or to impose
arbitrary restrictions on or deprivation of fundamental freedoms rn private or public life,
whether during peace time or situations of armed conflicts or war.

States party to the Maputo Protocol are required to take measures to ensure transparency
in the recruitment, promotion and dismissal of women and to combat and punish sexual
harassment in the workplace (Article 13 (c)).

ti{i

108 h tl ps //au rnt/enllreatles/pr0tocol-alr rcan.charler human-a nd.peop les-fl gh ls r rghts.women_alr tca



Ann ex 2
Summary of questions used in IPU studies

Psychological violence
During the course of your term/work in parliament

. Have Vou been the target of sexual or sexist remarks?

. Have newspapers and television disseminated images of or comments about you that

were highly disrespectful or with sexual connotations? (question for women MPs only)

. Have terribly humiliating or sexually charged images of or comments about you been

disseminated in the social networks?

. Have you been psychologically harassed or exposed to insistent and intimidating
behaviour, such as unwanted attention or verbal contacts or frightening interactions?

. Have you been threatened with attacks on your safety or that of close relations
(family members, friends, etc. )?

o Have you been threatened with loss of your lob or impediments to your professional

advancementT (question for female parliamentary staff only)

Physical violence
During the course of your term/work in parliament:

o Has anyone slapped, pushed, struck or thrown something at you that might have

injured you ?

. Has anyone ever threatened to use, or actually used, a firearm, knife or other weapon

against you?

o Have you ever been kidnapped, beaten or abducted?

Sexual violence
During the course of your term/work in parliament;

. Sexual harassment: Have you been subjected to degrading or humiliating remarks

or behaviour with sexual connotations? Have inappropriate sexual advances and/or

requests for sexual favours been made to you?

. Sexual aggression: Have you been iorced to engage in sexual acts, have sexual

relations or do something sexual in nature?

Economic violence
During the course of your term/work in parliament:

o Have you been denied funds to which you were entitled (such as MP allowances

or staff salary or performance bonuses)?

. Have you been denied parliamentary resources (office, computer, staff, security)

to which you were entitled? (question Ior women lvlPs only)

. Has your property ever been damaged or destroyed?



6N
\ raae /\_^z/

lnter-hrliamentary Union
For d€rreracy for e,re.)d".

( +41 22 91941 50

€ +41 22 919 41 60
E postbox@rpu org

Chemin du Pommrer 5
Case poslale 330
1218 Le Grand-Saconnex
Geneva - Switzedand
wvw.ipu.org

!


