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Workplace sexual harassment is a recognized issue which happens globally. The 
cases are not only affecting individuals, but also organizations and their success as 
well as employer brand. The topic is sensitive which makes it difficult for the 
organizations. However, the explosion of the #Metoo movement in 2017 brought the 
topic to everyone’s attention and now the discussion about the workplace sexual 
harassment is more normalized and open than ever before.  
 
This thesis researches, investigates, compares, analyzes, and lists major differences 
and similarities in the phenomenon of the workplace sexual harassment between two 
European welfare countries, Finland and the United Kingdom. The qualitative research 
is implemented in a general level, in order to help the organizations to recognize and 
discuss the topic more neutrally. The research methods used in this theory-driven 
thesis are desktop research and literature review. 
 
The large phenomenon of workplace sexual harassment is investigated in this thesis by 
researching different themes and categories around the topic. The differences and 
similarities are investigated and analyzed through four related investigative questions, 
which research the legal provision in both countries, the prevalence and most common 
cases of workplace sexual harassment, the #Metoo movement’s affects and also the 
ways on how the organizations are able to help and support victims and what kind of 
support is also offerred externally. This thesis does not focus on sexual harassment 
cases happening completely outside of the working environments.  
 
The analysis is done by using both content and thematic analysis methods. Overall 
conclusion from the research states that the issues around workplace sexual 
harassment are occuring in both countries, thus the cases are often left unnoticed. The 
research showed that the two countries do share a lot of similarities when compared, 
for example, in prevalences of cases, as suggestive looks and inappropriate comments 
are experienced relatively often at workplaces in both countries. However, there are 
also major differences, for instance, in legal provision as Finland requires equality plans 
for every workplace with more than 30 employees.  
 
By comparing countries it is possible to gain priceless information around the topic, 
which then again hopefully leads individuals in organizations to develop their tools and 
processes further, in order to prevent and intervene workplace sexual harassment 
cases more efficiently. The recommendations for further research are provided and 
include, for example, a repeated similar research after 10 years and a separate 
comparative research between countries and their certain fields of businesses. 
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1 Introduction 

This is a research type of a bachelor’s thesis in the Degree Programme in International 

Business in the major specialization of Human Resource Management (HRM) in the 

Haaga-Helia University of Applied Sciences. 

 

This bachelor’s thesis investigates the phenomenon of the workplace sexual harassment 

in Finland and in the United Kingdom. The thesis compares differences in workplace 

sexual harassment’s legal provision, prevalence, cases, and supportive actions between 

the two target countries. Firstly, this thesis presents the background, research question 

and investigative questions, demarcation, benefits, and key terminology, which helps the 

reader to understand the meaning and purpose of this thesis. This thesis later on moves 

on to the workplace sexual harassment generally, views its definitions and important 

aspects, such as equality, the #Metoo movement around the topic, the importance of the 

prevention in workplace sexual harassment cases, and lists its affects to the 

organizations. After introduction to the topic, the theory behind, and research methods 

used, the fourth chapter focuses on more specific themes and view points according to 

the investigative questions, such as #Metoo movement’s affects to the public speaking in 

the sexual harassment cases, and laws and regulations around the workplace sexual 

harassment and analyzes those. Each theme also includes a comparison of the two 

countries and it presents the key differences and major similarities between Finland and 

the United Kingdom. In the end, the conclusion chapter presents an overall view for the 

wide topic of the workplace sexual harassment and, for instance, presents the results, 

recommendations, and reflection of the author’s learning during the process.  

 

1.1 Background 

Perhaps not all organizations, their management levels, or employees around the globe 

know what sexual harassment at workplace actually is, and which things are considered 

to fulfil the definitions of the workplace sexual harassment. Even though sexual 

harassment is defined by law, it is crucial that organizations keep their information up to 

date on what sexual harassment can be in daily life and daily operations at the 

workplaces. Reminding employees on how to act when they encounter a sexual 

harassment case as a victim or bystander is something we cannot forget in today’s rapidly 

moving business world. (Feeney 2020.) Well-known movements and actions have 

supported the prevention of sexual harassment, such as zero tolerance policy and #Metoo 

movement in social media. By spreading the awareness and information regarding 
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workplace sexual harassment makes it possible to show victims that they are not alone 

with their experiences. (Ohlheiser 2017.) 

 

Nowadays, more and more international talents are wanted in organizations. Human 

resource management and talent acquisition teams are doing to their best to attract 

talents from different nations and continents. (Työ- ja elinkeinoministeriö 2021). As the 

teams are growing in internationality, also the problems might raise and change their 

shape. Certain actions done might be more permitted in some cultures which are definitely 

forbidden in some other cultures and that creates space for the cultural 

misunderstandings and, for example, communication or discrimination issues. (Sapling 

2021.) 

 

People are constantly more willing to travel and cross the borders between countries. 

Traveling from place to place for a vacation is not enough anymore for international 

oriented people, but more and more people are actually moving from one country to 

another. The new country of living provides endless experiences in one’s career path, 

cultural experiences, private life, and even more. The list of the experiences a new 

country can offer is unlimited. (Europe Language Jobs 2021.)  

 

As people move and change, perhaps the processes and thinking needs to change, too. 

According to Social Work Today (2021), over 33% of the countries globally have not yet 

implemented laws in order to prohibit workplace sexual harassment. However, it is known 

that workplace sexual harassment is a global problem and challenge (Legalease 2021). It 

is not only that there are harassers, victims, and bystanders, but perhaps everyone could 

potentially be involved to thinking and developing processes in order to make the 

workplaces safer and more supportive. 

 

Sexual harassment at workplace as a topic is being difficult for organizations, most 

probably due to its private and sensitive aspect. Each individual has their own thoughts 

and opinions about the topic and its importance. This thesis aims to help the organizations 

to recognize different themes around the workplace sexual harassment in a general level 

by researching the phenomenon. That hopefully will normalize and open the discussion 

about sexual harassment more at workplaces. The author hopes that the increased 

awareness and discussion would result in new processes and procedures in 

organizations, in order to prevent sexual harassment cases from happening. The reason 

why two countries are compared is, that by seeing the differences and similarities 

between Finland and the United Kingdom, individuals and organizations will have more 
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ways to think and develop their tools and ideas further around the topic. This can thus 

improve the grip the countries have overall towards the difficult and global problem. 

 

1.2 Research question 

This thesis aims to find differences and similarities in workplace sexual harassment cases 

and activities done between Finland and the United Kingdom. The outcomes of the thesis 

helps individuals and organizations to recognize the differing ways sexual harassment is 

showing at workplaces and how the laws and regulations in addition to #Metoo movement 

are affecting to the publicity and openness of the discussions about the topic and its 

cases.  

 

The international aspect required for degree programme of all theses is covered by 

research, investigation, and finally analysis and comparison of two countries, Finland and 

the United Kingdom together. As the topic is important and universal, it can be viewed 

from the international point of view. 

 

The research question (RQ) of this thesis was How are the most common workplace 

sexual harassment cases and support activities differing between Finland and the United 

Kingdom? 

 

This thesis investigates the research question through four investigative questions which 

are listed below. 

 

IQ 1. What is the legal provision of workplace sexual harassment cases in Finland and in 

the United Kingdom? 

IQ 2. How did the explosion of the #Metoo movement affect in Finland and in the United 

Kingdom?  

IQ 3. How is workplace sexual harassment visible and what are the most common cases 

of it? 

IQ 4. How are the victims supported and helped in Finland and in the United Kingdom? 

 

Table 1. Overlay matrix  

Investigative 
question 

Theoretical framework Research methods Results 
in chapter 

IQ 1. What is the 
legal provision of 
workplace sexual 
harassment cases 
in Finland and in 

Definition in law, 
legislation, regulations, 
punishments, equality.  

Qualitative research. 
Desktop research 
and literature review. 
Analyzed with 
content analysis. 

4.1 
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the United 
Kingdom? 

IQ 2. How did the 
explosion of the 
#Metoo movement 
affect in Finland 
and in the United 
Kingdom? 
 

#Metoo movement, 
visibility at work, overall 
publicity of the topic, 
affects to workplaces. 

Qualitative research. 
Desktop research 
and literature review. 
Analyzed with 
thematic analysis. 

4.2 

IQ 3. How is 
workplace sexual 
harassment visible 
and what are the 
most common 
cases of it? 

Cases of sexual 
harassment at 
workplaces. Verbal, 
written, physical and quid 
pro quo harassment. 

Qualitative research. 
Desktop research 
and literature review. 
Analyzed with 
content analysis. 

4.3 

IQ 4. How are the 
victims supported 
and helped in 
Finland and in the 
United Kingdom? 

Supporting victims at 
workplaces, support from 
the outside of 
organizations, handling 
cases in organizations, 
policies to prevent 
workplace sexual 
harassment. 

Qualitative research. 
Desktop research 
and literature review. 
Analyzed with 
thematic analysis. 

4.4 

 

The overlay matrix above presents the investigative questions which support the main 

research question, the theoretical framework behind the investigative questions, and also 

the research and analysis methods used. From the right-hand side of the overlay matrix 

can be found the chapter number where the results for the investigative question are 

introduced and reported. 

 

1.3 Demarcation 

This thesis focuses on the phenomenon of the workplace sexual harassment and its 

appearance in Finland and in the United Kingdom. Sexual harassment is something that 

happens regularly at the workplaces. Assumably, some of businesses are more likely to 

face sexual harassment than others. The goal of this thesis is to build even better 

understanding about how workplace sexual harassment is defined, what are the most 

common sexual harassment cases at workplaces, and how the topic is overall visible, how 

the #Metoo movement around sexual harassment has affected in Finland and in the 

United Kingdom, and also how the victims are supported, as they are not alone with their 

experiences. This thesis is a general level research and focuses on the larger picture and 

phenomenon. 

 

This thesis is not limited to focus only on certain sectors of businesses nor cases 

happening completely outside the workplaces. However, some fields of businesses are 

specifically mentioned during this thesis, in case the results vary in some way and 
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mentioning the field opens the context more. This thesis views and investigates workplace 

sexual harassment overall, in order to build better understanding for individuals and 

organizations on how wide spread problem workplace sexual harassment is and how 

there may be differences between welfare countries. In the end of chapters regarding 

each investigative question the author analyzes and compares two target countries, in 

order to see what the differences are, if there are any, and which things are similar in both 

countries.  

 

Sexual harassment cases at workplaces are still quite often left unspoken. The fact how 

often harassing sexually in the business world happens is surprising and by recognizing 

the differences and similarities between Finland and the United Kingdom, both individuals 

and organizations can develop their thinking further, in order to provide tools and ways to 

support and understand the victims of the phenomenon more. 

 

1.4 Benefits 

Workplace sexual harassment is something that could happen to anyone who has moved 

to a working life. Person’s gender, sexual identity, or basically anything is not preventing 

the sexual harassment from happening. Worth of thinking is, that every individual can end 

up being a victim of sexual harassment at the workplace. That is why examining, 

investigating, and understanding the topic overall is important. As long as the business 

world and organizations will continue to have cases of sexual harassment, each individual 

and sector may develop their actions and processes further. 

 

Quite often sexual harassment is something victims do not talk about publicly and there is 

some level of shame included. The topic is still very much unspoken and by bringing the 

workplace sexual harassment as a phenomenon into public, the topic receives more 

attention and may then affect the organizations’ and their HR professionals’ thinking 

overall. This thesis aims that even some of the victims could speak openly about their 

experiences after reading this thesis and that more professionals from all fields of 

businesses would combine their thinking, planning, developing, and prevention around the 

topic. Realistically, a total prevention will not happen globally, but even minor changes in 

individuals’ thinking to a better and supportive way is the right direction. Even some or one 

workplace sexual harassment case from severe to milder is a win. In addition to helping 

organizations and individuals to see the sexual harassment and discrimination cases at 

workplaces more clearly, the thesis supports the author’s interests and future career.  
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1.5 Key concepts 

Workplace harassment makes the person who is being harassed to feel uncomfortable 

and unsafe because of someone else (individual or a group) is belittling. Workplace 

harassment as a topic is often unspoken but common, and it leads the workplace 

atmosphere to be abusive and even toxic. (Gayan 1 February 2021.) 

 

Sexual harassment means unwanted sexual behavior that is violating a person and his 

or her dignity intentionally or unintentionally (Acas 2021a). 

 

Gender discrimination occurs when, for example, an employee is being treated in a 

different way because of the sex, sexual orientation, or gender identity (Equal Rights 

Advocates 2019). 

 

Equality means that every single individual is having the same opportunities in life. 

Treating individuals shall be equal and not depending on the person’s sex or sexual 

orientation, possible disability, or race. (Equality and Human Rights Commission 2018.) 
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2 Sexual harassment at workplaces 

Sexual harassment is a topic which can be viewed from countless point of views. This 

thesis focuses on viewing the topic from the workplace side. This whole thesis is built so 

that is supporting the victims and not discriminating anyone.  

 

 

 

Figure 1. Chapter model for the workplace sexual harassment. 

 

The figure 1 above illustrates the theoretical part in this thesis, which includes theory and 

definitions around sexual harassment at workplaces, the legal provision, the importance of 

helping and supporting victims, and also, the affects the workplace sexual harassment 

cases have for the organizations.  

 

2.1 Workplace sexual harassment defined 

The sexual harassment at workplace as a phenomenon is actually more severe than what 

people might think of at first. According to Koskinen (2016, 5) the harassers may not 

recognize their behavior to be wrong. Workplace sexual harassment means discrimination 

and behavior that leads the victim to feel intimidated, hostile, or offended at workplace. It 

might include, for example, physical conduct where someone is touching another person 

inappropriately, sharing unwanted sexual advice or information, requesting other person 

Workplace sexual 
harassment defined

Support for 
victims

Preventing and 
managing sexual 

harassment at 
workplaces

Legal 
provision
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to sexual actions, or communicating in an inappropriate way, which means harassing 

verbally. (Hentze & Tyus 2021). In some situations and fields of business harassing 

sexually or discriminating someone is already more a norm, as the cases happen 

frequently. However, discriminating and harassing someone sexually is always wrong. 

(Piirainen & Mäntysalo 2021.) Harassment cases can be found from all occupations and 

sectors, and the affects it has for the victim, victim’s family, and community preconception 

are major. Harassment and discrimination cases are about individuals, but those are also 

about larger groups in societies. (UnWomen 2019.) In addition to the legal viewpoint, 

harassing sexually or discriminating someone at the workplace is also morally wrong 

(CIPD 2021). 

 

Harassing someone sexually can also happen online, thus it is not linked physically to the 

actual workplace, such as the office building (ReachOut 2021). According to Vilkka (2011, 

73) business trips are the most difficult ones from the sexual harassment point of view 

among the working aged people, as the social atmosphere is not the same there than at 

the workplace and that might lead for the harassment cases to happen more often. It is 

worth of remembering that sexual harassment cases are quite often considered to be 

grey, and also spoken jokes or sitting too close might create an unwelcomed atmosphere. 

Sexual harassment cases, milder or severe ones, might happen anytime, either at the 

office or, for example, while spending time with co-workers in the evenings, or 

organizations’ parties, where usually also alcohol is included. However, reporting and 

talking about the uncomfortable feeling and happened harassment case is sometimes 

extremely hard for the victim, as individuals do not wish to be stigmatized among the co-

workers. (Launis & Työryhmä 2018, 40.) 

 

The harasser or the victim can be either a man or a woman. It is also important to 

remember that the harassment case is not necessarily done towards the opposite gender. 

(Hentze & Tyus 2021.) A harasser in the business world can be anyone. Often, it is 

thought that the harasser is someone positioned in the same workplace, perhaps a co-

worker or a manager, but harasser can also be for example a vendor or a customer. 

(Doyle 2020.) There are basically as many ways of harassing and discriminating as there 

are people. An advisable bottom line is that any of the words said, or actions done that are 

making a person uncomfortable and include a sexual aspect, are considered to be cases 

of sexual harassment (Doyle 2020).  
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2.1.1 History 

There has been signs of sexual harassment at work already several years earlier and 

harassing at work is not a new problem, but rather raising. According to Wbur (2017) 14-

year-old daughter’s father sued the employer of a daughter as he got the daughter 

pregnant in the year 1858.  

 

Sexual harassment as a subject, was overlooked before the 1970s (Hersch 2015).  

A term sexual harassment was invented in the 1970 century by female students. The 

students described their experiences during summer internships and employment 

relationships by using the words sexual harassment. (Steinem 2018.) The women wanted 

to encapsulate the behavior, with both emotional and also physical abuse, into a relevant 

and narrative word. Developing the name for the commonly occurred actions was already 

then turning the discussions to be more open. (Swenson 2017.) 

 

2.1.2 Ways of harassing sexually at work 

Sexual harassment can be done physically, verbally, or in a written format, or the 

harassing might follow the quid pro quo method. Physical sexual harassment is including 

touching inappropriately. This might be for instance pinching, patting, or brushing up 

against someone on purpose. (Doyle 2020.) Verbal sexual harassing happens when 

someone is talking in a derogatory way towards someone else. Quite often the problem 

with verbal harassment is, that each individual is interpreting the situations and words very 

differently. Might be, that the other one (harasser) is joking and the other one (victim) feels 

threatened or humiliated due to sexually toned words. (Rikosuhripäivystys 2019a.) 

Harassing sexually might also happen in a written format, either electronically or 

traditionally with pen and paper. For example, co-workers or managers might, for 

instance, send pictures or videos that are not suitable for working atmosphere, or written 

messages that may include suggestive or otherwise sexually toned text. (Upcounsel 

2021.) 

 

Sometimes an authority, such as manager of the employee, might offer or promise 

something to the employee in exchange for a favour done sexually. Offering, for example, 

pay raise in exchange for sexual action is an example of a quid pro que harassing. (Siegel 

& Doland Ltd 2021.) The words “quid pro quo” are from Latin language and they mean 

directly “this for that” or “something for something” (Enright 2020). This kind of harassing 

is happening also if an employee refuses to do a sexual favour and then receives a 
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threatening to be terminated from the employment relationship (Siegel & Doland Ltd 

2021). 

 

2.2 Legal provision 

Workplace sexual harassment is a global problem. In the year 2015, already over 75 

different countries have implemented legislation to forbid harassing sexually. (Hersch 

2015.) Legal provision is meaning laws, regulations, orders, statutes, and ordinances of 

any of the governmental entities (Law insider 2021). Laws that individuals and 

organizations are following are guidelines to tell which actions are accepted and permitted 

in the society. Laws are protecting people from conflicts and those are the key instructions 

people follow while living. Societies overall would struggle without laws and regulations, 

and complete chaos would occur without people following the laws. (Tiwari 2017.) The 

theory behind the laws is that individuals are building together a society, where enforcing 

and implementing laws is done by the government. Protecting is both for individuals and 

also collectively for larger groups of people. (Head 2021.) 

 

Having clear and appropriate legal provision is making it possible for people to raise claim, 

as the person knows his or her rights and recognizes the situations where the rights have 

been violated. Laws are protecting people from inequal behavior and actions. (Social 

Protection & Human Rights 2015.) Human resource management and its importance has 

increased enormously during the past years, as human resource management is 

nowadays more crucial for organizations than ever before. Several, if not all, steps and 

parts of human resources are guided and advised by different laws, such as recruitment, 

safety at the workplace, payments, and also benefits. Most importantly, laws are 

protecting and preventing harassing and discriminating cases from happening. (Lesiuk 16 

September 2021.) 

 

Organizations must comply with the laws and therefore they are required to implement 

processes that follow the laws of the country accordingly. Not complying with laws may 

have a major impact on the organizations reputation and they may also receive fines to 

pay in addition to legal actions and proceedings. Organizations must follow the possible 

changes in laws continuously and take necessary actions if changes are concerning them. 

Changes may be in local, state, or federal laws. (Lesiuk 16 September 2021.) 

 

Piirainen and Mäntysalo (2021) together declare, that sexual harassment and 

discrimination cases are most likely hidden, and not visible for other parties, such as 

police. That is why organizations’ human resource professionals should often review the 
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company’s policies and procedures in order to confirm that the workplace is as safe as 

possible from any kind of discrimination and harassment. (Lesiuk 16 September 2021.) 

 

2.2.1 Equality 

Where sexual harassment is discrimination, a gender discrimination can be visible also in 

other ways in business world. There have been cases, where a woman is chosen for 

some position, but she gets less salary than a male employee in the same specific 

position. Sometimes male candidates are preferred to some positions and a female 

candidate will not be chosen, even though the skills and characteristics would make a 

better match for the position. (Maine Employee Rights Group 2021.) 

 

Equality related issues where genders are included are more visible at all times, as 

females are continuously entering more to the working life during the 21st century (Byrd, 

Scott, Lloyd-Jones, Bass & Gaëtane 2018, 81). Workplace equality means that the 

opportunities offered are fair and equal towards all employees. This is also applicable to 

applicants to open positions. (Acas 2021b.) Education about diversities, human rights, and 

for example identities, in addition to the equality should be started already for young 

people. Wide education ensures that people grow learning about differences between 

individuals. (Equality and Human Rights Commission 2018.)  

 

2.2.2 Gender mainstreaming as a tool for preventing discrimination 

As preventing any kind of discrimination and harassment is crucial in today’s rapidly 

changing business world, a strategy for preventing these cases has been implemented. 

Gender mainstreaming was implemented in order to ensure high-quality legislation and 

policies in decision making. This supports everyone’s position: men, women and everyone 

who does not wish to locker their sexual identity. The main goal of the gender 

mainstreaming is to notice and identify any possible way of discrimination towards 

anyone. (European Institute for Gender Equality 2021.) Gender mainstreaming is a 

strategy which means that all of the activities done by authorities are carefully viewed and 

evaluated from the different genders’ point of views. It is crucial to review the points from 

every possible angle, in order to avoid unwanted and unintended discrimination. Gender 

mainstreaming is included to planning in addition to decision making phases. The experts’ 

responsibilities are built from gathering information about how the actions and decisions 

will affect different genders and protecting genders from possible discrimination. Gender 

mainstreaming also reminds that gender means not only the sex of a person, but also the 
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roles in sexuality, social expectations for men and women, person’s sexual substance and 

identity, and also person’s sexual behavior. (Ministry of Social Affairs and Health 2021a.) 

 

 

Figure 2. Gender mainstreaming tool as an illustration (European Institute for Gender 

Equality 2021). 

 

As the figure 2 illustrates, the strategy holds political commitment and legal framework 

tightly. The gender mainstreaming is used in several steps and parts of planning and 

implementing different actions. The list of tools is wide, and it includes, for example, the 

importance of gender analysis, raising the awareness, training for equality, and close 

monitoring for related data. The goal and results include better ways in decision making 

processes where no one is being discriminated. With the help and support of gender 

mainstreaming, the processes and institutions are being more effective and better 

functioning without discriminating individuals or groups. (European Institute for Gender 

Equality 2021.) 
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2.3 Support for the victims and visibility for the topic 

People who have been targeted with sexual harassment cases might experience several 

kinds of negative consequences. Victim’s mental and physical health might be heavily 

affected, and the acts can lead to a difficult depression. (Institute for Women’s Policy 

Research 2021.) Other effects caused by workplace sexual harassment may be, for 

instance, feelings of betrayal, powerlessness, anger, and fear. Victim may also suffer 

from, for example, fatigue, headaches, higher stress levels, panic attacks, concentration 

problems, or even suicidal thoughts. (RAINN 2021.) It has been found out that these 

symptoms may disturb the victim for several years after the actual harassment case has 

happened (Institute for Women’s Policy Research 2021). There might also be different 

signs that someone has been sexually assaulted or harassed, such as increased use of 

alcohol or drugs, changed ways of eating or sleeping, or having lower self-esteem (Katie 

2021). 

 

2.3.1 #Metoo movement as an awareness raiser 

Tarana Burke is the woman who found the powerful and strong phrase back in 2006. She 

knew that ‘Me too’ would possibly help victims who have experienced sexual harassment. 

Especially, Burke knew that she wanted to help girls and women with color who have 

been harassed. (Ohlheiser 2017.) The movement is playing a notable role in today’s world 

by defending people’s rights, raising awareness, and healing victims (Learning to Give 

2021). 

 

#Metoo movement aims to create a change (North 2019). According to Gill and Rahman-

Jones (2020) the movement exploded eleven years later, in 2017 after a tweet made by 

Alyssa Milano, American actress, went quickly viral around the world. 
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Figure 3. Viral tweet regarding the #Metoo movement (Milano 15 October 2017). 

 

Harvey Weinstein, a film producer, was charged with an allegation for sexual harassment 

by Alyssa Milano (Mantsinen 2017). It became visible in several ways, such as being in 

front-page headlines globally. In approximately two weeks of time there were almost two 

million tweets published in Twitter and the viral hashtag #Metoo was one of the most used 

hashtags in 85 countries around the world. (Högmander 2017.) This international 

movement got people to speak also with their own native language and hashtags 

#BalanceTonPorc, #Yotambién, #Memyös, #Ichauch, and, for example, #MoiAussi 

became familiar to many (Töyrylä 2018). 

 

The hope for the healing and support was exposed by two small words, me too (Dastagir 

2019). Individuals gained more courage and power to express their experiences and 

feelings publicly. Numerous people also took the cases and topics to social media with 

additional information on how the organization where the sexual harassment case 

happened ended up reacting to the case. (CMS Legal 2021.) Continuously more victims 

are speaking about their workplace sexual harassment experiences and, for example, 

men in powerful occupations have had their employment relationships terminated 

because of how they have behaved (North 2019). According to an analysis in the New 
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York Times approximately a year after the explosion of the movement, over 200 powerful 

and prominent male employees in New York city only have lost their employment 

relationships. Almost half of the replacing successors are females. (Carlsen & al. 2018.) 

 

However, Gold (2021) mentions that the consequences and penalties have not been 

progressing as much as they could have been possibly after the #Metoo movement 

caught people’s attention. The talking out loud about the sexual harassment and assault 

issues and cases needs to be continuously discussed, in order to help victims, both 

women and men, and those who does not wish to locker their sexual identity, as there are 

still people around the globe facing the sexual harassment, abuse, and violence daily (Gill 

& Rahman-Jones 2021). 

 

2.3.2 Supporting victims 

As it has been found out that harassment cases can traumatize the victims seriously, 

preventing and intervening the cases in a well-planned and organized way is crucial. This 

also applies to all national activities as discriminating procedures and materials needs to 

be monitored and changed continuously. (Teräsaho & al. 2019, 32.) 

 

According to Reeves (2010, 171) cases with workplace sexual harassment are being one 

of the most harmful and damaging ones to harm an individual’s career path, success, and 

also contentment. Being a victim of a workplace sexual harassment might lead to 

interruptions at career journey and thus cause lower earnings for the person. For 

example, lower earnings and the feeling of humiliation might discourage victims to aim 

higher with their career and it may also widen the wage gap between genders. (Institute 

for Women’s Policy Research 2021.)  

 

As sexual harassment and discrimination cases at workplaces are true and happening, a 

lot of attention needs to be put to the prevention processes by creating atmospheres and 

communities where people are equal. Everyone can promote and support healthy and 

equal attitudes and behaviors and on the other hand intervene cases where the behavior 

is discriminative or assaultive in any way. Everyone at workplace is also able to help the 

victim to find support either inside or outside of the organization. Proactive action plans 

and standard operating procedures will build safer workplaces and environments, and 

trainings can encourage possible bystanders to notice and intervene sexual harassment 

or discrimination cases at a lower threshold. (Katie 2021.)  
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2.4 Sexual harassment cases in organizations 

As cases with sexual harassment may affect the victims’ life enormously, it also has 

affects to the organizations’ success and financial levels. Sexual harassment and 

discrimination cases in organizations might result in lower productivity from employee 

side, higher percent in the employee turnover, and increased number of absences, such 

as sick leave days. Sick leaves are a cost to organizations. (Au 2019.) In case the 

workplace harassment or discrimination cases are not handled promptly and with 

attention, there is a good chance that great talents will leave the organization (CIPD 

2021). 

 

In addition to legal costs and previously mentioned financial matters, the organizations’ 

market value may decline (Cohen 2021). According to researchers, workplace sexual 

harassment can end up costing thousands of US dollars per one employee. In addition to 

direct costs, the organizations’ reputation may be affected either positively or negatively 

depending on how they select to handle sexual harassment cases. (Raliance 2019.) As 

some of the cases end up being open and public, the organizations’ image will be even 

more likely affected if the situation magnetizes media (CIPD 2021). 

 

2.4.1 Preventing sexual harassment cases at organizations 

Organizations and their management levels shall make it clear that harassing sexually is 

not permitted in any case and preventing actions are organizations’ priorities. The 

employees, in addition to the management level, shall understand which actions are 

prohibited and considered to be harassing. (Bille 2021.) This should be communicated 

clearly as sexual harassment is being grey area and includes individuals’ own thoughts, 

feelings, and experiences.  

 

Trainings including workplace sexual harassment case prevention should be always kept 

positive. Instead of focusing on only prohibited actions in people’s behavior, the trainings 

should include also positive approaches by engaging the organization’s employees to 

create safer and more positive, wanted environment without workplace sexual 

harassment. (Bille 2021.) 

 

One possible policy to fight against workplace sexual harassment is the zero-tolerance 

policy, which draws the line clearly when it comes to handling sexual harassment cases at 

workplaces (Patel 2019). This means that well-recognized cases at workplace which 

include harassing sexually will lead to severe consequences, such as termination of 
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harasser’s employment contract (Cates Mahoney 2021). Organizations which have 

agreed to follow zero-tolerance policy do not accept nor overlook any forms of workplace 

sexual harassment (Patel 2019).  

 

Implementing a zero-tolerance policy inside the organization sends signals to the 

employees of the organization that the management level is paying attention and is 

committed to prevent sexual harassment cases from happening at the workplace. Zero-

tolerance policy for preventing and against workplace sexual harassment cases is also 

showing customers and external stakeholders that concrete steps have been 

implemented and absolutely no sexual harassment cases are accepted in the 

organization’s operations. (Pyykönen & Pyykönen 2019, 133.) Zero-tolerance policy 

ensures, that cases will be handled seriously and confidentially. The policy aims to 

encourage the employees of the organizations to report about their experiences. The 

policy is aiming to stop and prevent workplace sexual harassment and additionally also to 

promote healthier culture and atmosphere at workplaces. The safer and better the 

atmosphere is at the workplace, the less likely sexual harassment cases will happen. 

(Norman 2020.) 

 

2.4.2 Managing sexual harassment cases in organizations 

It is important to offer different kinds of services and ways to support and encourage the 

victims to talk about their experiences out loud. As the #Metoo movement reminds, no one 

is alone with their experiences and thoughts.  

 

Quite often sexual harassment cases experienced by individuals at workplaces are not 

told to the authorities, such as police. Specialists of the sexual harassment cases have 

found out, that sometimes the victims are suffering and handling the experienced situation 

alone, as the juridical and investigation procedures are recognized to be long, 

cumbersome, and difficult. (Piirainen & Mäntysalo 2021.) Employees of the organizations 

deserve the right to feel safe at workplaces and that includes the fact that supervisors and 

management levels take the cases seriously and are ready to make prompt actions when 

sexual harassment cases occur (Raliance 2019). 

 

All cases that are recognized to have sexual harassment or discrimination included shall 

be noted and acted accordingly in organizations. Firstly, organizations should always 

inform clearly, that discriminating or harassing behavior and cases are not allowed or 

tolerated in any situation. (CIPD 2021.) Employees of the organizations shall have more 

than one option where to report about the problem and occurred case, as the first option 
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for reporting may be the harasser (Heathfield 2021). According to Martin (2019) every 

complaint received shall be handled seriously, and this applies to both informal and formal 

complaints.  

 

After the complaint has been done, there should be human resources professional 

assigned to handle the case. This staff member shall start discussions with the employee 

who has done the complaint and ensure that the employee is safe from any further 

actions, such as retaliation. (Heathfield 2021.) The human resources professional who is 

doing the research and investigating the issue, shall keep the investigation impartial 

(Martin 2019). Listening carefully, taking notes, and writing every important detail down is 

crucial, in order to document the investigation fully (Heathfield 2021).  

 

As the investigation may take a while to come to an end, it is important to inform that to 

the victim and ask him or her to wait patiently (Heathfield 2021). After everything has been 

investigated, witnesses interviewed, and notes and laws carefully viewed, a decision 

about the situation with necessary steps shall be reached. This may include mandatory 

trainings for the staff or termination of the employment relationship for the harasser. It is 

worth remembering, that the result may be, that no harassment happened in the 

investigated case. However, the results shall be communicated and informed clearly to 

both parties included. (Martin 2019.)  

 

The situation and the case shall not be forgotten immediately. After the harassment or 

discrimination case has been carried out and investigated thoroughly, a follow up for the 

situation is still needed. This way the organization can review that no further revenges, 

retaliations, or incidents are occurring at the workplace. (Heathfield 2021.) 

 

  



 

 

19 

3 Research methods 

This chapter introduces the research methods used in this thesis and explains why the 

methods have been chosen, what are the benefits, and possible risks. The main research 

question was how are the most common workplace sexual harassment cases and support 

activities differing between Finland and the United Kingdom? The main research question 

is investigated and then compared and analyzed through four investigative questions, 

which are listed in the chapter 1.2.. Sexual harassment overall is a broad topic, which has 

been investigated already a lot. The topic can be viewed and investigated from numerous 

points of views, which increases the number of sources available. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4. Research design. 

 

The main research question is supported and investigated with the help of investigative 

questions, which are about the legal provision, the ways of discussing and handling the 

cases after the massive and well-known #Metoo movement, and the most common 

workplace sexual harassment cases happening in organizations. Also the ways of 

supporting and helping the victims both in organizations and outside of organizations are 

investigated. The research is done from both countries, from Finland and the United 

Kingdom, separately. 
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This thesis uses qualitative research methods, and the research is implemented by 

desktop research and literature review. This thesis is theory-driven and therefore, the 

research material collected, and the analysis done are both reflecting with the theory 

chapter, 2. The research itself is done by searching, viewing, and analyzing already earlier 

published data and other material. 

 

3.1 Qualitative research 

Qualitative research means searching, collecting, and finally carefully analyzing the data 

which is non-numerical. This is done in order to understand, for example, experiences and 

concepts. By using qualitative research method, the researcher may implement new and 

further ideas for deeper research. (Bhandari 2020.) Data used in qualitative research 

cannot be measured with numbers and therefore the data is observed and descriptive 

(McLeod 2019). This thesis uses qualitative research methods to collect the data from the 

books and desktop sources. The qualitative research method was chosen, as the author 

investigates themes and categories in the phenomenon of the workplace sexual 

harassment in Finland and in the United Kingdom. 

 

The data analysis methods for the qualitative research data in this thesis are content 

analysis and thematic analysis. By applying content analysis, the researcher may 

determine the prevalence of the themes in the qualitative research data. After analyzing 

the data in content analysis, the researcher may come to a conclusion about the included 

messages in the materials. (Columbia University Irving Medical Center 2019.) Thematic 

analysis then again analyzes the qualitative data and recognizes and identifies the 

patterns in collected material. This method requires that the researcher knows the 

collected material well, but it also creates good possibilities for the researcher to notice 

and see new insights which have been derived from the collected data. (Delve 2021.) 

 

3.1.1 Desktop research 

The desktop research method of doing research is also familiar as secondary research 

(Bhasin 2020). Desktop research means a technique, where the research is done through 

the computer, without any research actually done in the field. Data is being searched and 

collected from the current sources. (Management Study Guide 2021.) The whole purpose 

of the desktop research is to first identify and recognize what kind of data is needed, in 

order to produce successful research. While and after doing desktop research around 

specific topic, researcher may find gaps which are still requiring more investigation further, 
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in order to fill in the gap and lack of information in certain area of the researched topic. 

(Victorian Government 2021.)  

 

Desktop research was chosen to be the method to be used, as the sensitivity of the topic 

creates barriers more easily between researching student and organizations. Quite often 

organizations want to keep the harassment cases as internal, as those might affect to 

their employer branding significantly.  

 

3.1.2 Literature review 

As a part of desktop research, this thesis also uses literature review as a method to view 

and investigate sexual harassment at workplaces as a phenomenon. This means, that the 

research material has been already published around the topic area and the literature 

review done evaluates and surveys the published data and literature and puts the 

searched information closer to summarized text as the literature is searched and written 

down in a more logical order. (Royal Literary Fund 2021). 

 

There may be weaknesses or even conflicts in the found materials and those may result 

questions around the topic (Vasilev 2021). The literature review is also about critically 

analyzing the materials and texts found, and the gaps between several research may 

come visible. This will naturally create new areas for further and deeper research. (Royal 

Literary Fund 2021).  

 

3.1.3 Advantages and disadvantages 

As every possible research method, also the qualitative research has advantages. The 

researcher is able to understand and analyze different attitudes and the research is taking 

the people’s experiences into an account. The method is relatively flexible, and its 

processes and results are open-ended as there are no ‘wrong’ or ‘correct’ answers. (Gaille 

2018.) The large phenomenon of a workplace sexual harassment is widely attached to the 

individuals’ experiences and attitudes, and therefore the qualitative research for this 

subject was chosen.  

 

In addition, desktop research has its advantages and strengths. Numerous studies and 

research already are available and can be, for instance, found from government reports, 

statistics, articles, magazines, data sets, and databases. As a method, desktop research 

is firstly inexpensive, as it does not require anything else than an internet connection and 

a functioning computer. (Bhasin 2020.) It is also saving time, in addition to money, as the 
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research does not need to be planned, developed, and put into an operation from zero 

until the complete end. No answers need to be collected nor viewed separately as the 

data has already been collected and published. (Apelo Consulting 2021.)  

 

Qualitative research has also weaknesses as the method is tied to individuals’ opinions 

and perspectives, there may be difficulties when verifying the collected data. This is 

because the respondents of the surveys done by other researchers may experience their 

opinions and attitudes differently, for example, days, months, or years later. The 

researcher may also intentionally or unintentionally affect the collected data in some way. 

These mentioned aspects may result in somehow wrong or misleading answers and 

conclusions. (Gaille 2018.) This then again affects the trustworthiness of the research 

done. According to Gaille (2018), the collected qualitative data is also relatively difficult to 

present in an easy way, as numerical data collected through the quantitative method may 

be easily transferred to different figures. Vaughan (6 August 2021) reminds that 

respondents only answer to the question specifically and wrongly interpret qualitative 

questions may result in responds where crucial insight and information is missing.  

 

The desktop research method also has disadvantages and weaknesses. As there are 

thousands, if not millions, of web pages defining and explaining certain things, it may be 

difficult to find data, which is completely reliable. Anyone can write to the internet, and 

therefore, a person who is doing research must keep the eyes open and think and view 

the sources critically. As there are numerous sources available, it might be hard for the 

researcher to find data, which is completely accurate for the topic which is being 

investigated. (Bhasin 2020.) The data available can be also relatively old. Nowadays 

when doing research, the freshness of the found data is crucial. Not everything from the 

internet is still valid as several topics and details are rapidly and constantly changing. The 

accuracy and validity of the founded and used data, can possibly be uncertain and risky. 

Lastly, some data found from the internet via desktop research can be copyrighted. This 

means that there is a proprietary issue, which can possibly lead to legal issues if the text 

is used wrongly and without a proper permission. (Apelo Consulting 2021.) 

 

3.1.4 Risks 

The above-mentioned disadvantages of qualitative research and desktop research might 

become a risk, when doing research. However, the author considers desktop research to 

have less risks than for example making an interview for companies directly. As the 

overall topic is sensitive, there is a major risk that organizations and individuals are not 

willing to speak about the workplace sexual harassment issues and cases openly and 
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publicly for investigative purposes. The answers that respondents would give to interviews 

and surveys could also be given in a way how the organization and individual respondents 

think is the correct way to answer. As there is a risk that the data may not be as accurate 

as it could potentially be, the desktop research with a literature review was the right 

decision and direction to go: there are already several sources available which are waiting 

to be viewed, combined, and analyzed critically. 

 

The research around the phenomenon of the workplace sexual harassment, with its 

sensitive and private aspect, needs to be carried out with caution and analyzing the 

sources critically is crucial. There are several old articles and research done which may 

contain outdated information, which then again may affect the validity of the research. 

 

  



 

 

24 

4 Data and findings 

This chapter presents the data that has been collected and the comparisons between 

Finland and the United Kingdom.  

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5. Data and findings chapter design. 

 

Each IQ topic is viewed from the Finland’s and the United Kingdom’s point of view. In the 

end of each topic, the two target countries are compared and analyzed. The comparison 

subchapter presents the differences and similarities between the countries. The 

subchapters start from the IQ1, followed by the IQ2, and IQ3, and ends with IQ4 as 

illustrated in the figure 5. Investigative questions can be found fully defined from the 

overlay matrix in the chapter 1.2.  

 

4.1 Legal provision for workplace sexual harassment 

Subchapters below investigates and presents on how the laws and legal aspects are 

affecting and preventing the sexual harassment cases at workplaces. After the legal 

provision have been presented separately in both countries, this thesis presents and 

analyzes the key similarities and differences between Finland and the United Kingdom 

and their legal provision around the sexual harassment at the workplaces.  

 

4.1.1 Legal provision in Finland  

In Finland, the legislation is supporting the equality between both men and women. 

Equality law is aiming to support women’s position in work life and to narrow the gap 
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between men and women in the daily life. Employers have the right and they are required 

to improve equality at the workplace according to equality law in Finland. Improving needs 

to be planned, efficient and effective. (Saarinen 2000, 187.) Also, Finnish occupational 

safety law is prohibiting all kinds of actions done, which are positioning a person to a 

danger or is in some way harming the persons health (Launis & Työryhmä 2018, 40).  

 

As the equality law is continuously supporting the equality and narrowing the gap between 

the genders, the goal is also to prevent any kind of discrimination from happening 

because of the person’s gender, sexual expression, or identity. It is prohibited to treat 

anyone differently due to their health, age, language, religion, or sex. According to the 

Constitution, this also applies to other aspects that are linked to a specific person. 

(Ministry of Social Affairs and Health 2021b.) According to surveys done, transgenders 

and other sexual minorities are facing sexual harassment cases more often. Therefore, 

the equality law was changed and amplified in 2014 to also cover every minority group 

and persons who experience their sexuality in other ways. (Rikosuhripäivystys 2019a.) 

Discrimination due to parental leaves, family responsibilities, pregnancies, or anything 

related to gender is strictly prohibited. The Equality Act provides protection legally. In 

addition to employers, also different kinds of educational providers and national authorities 

are required to promote and support the equality between the genders. Discrimination and 

breaking the Equality Act regulations might lead to severe consequences, such as 

termination of the employment relationship or compensation demands. (Ministry of Social 

Affairs and Health 2021b.)  

 

Sexual harassment at workplace is happening according to the Finnish law, when the 

atmosphere is hostile, humiliating, degrading, or threatening. The minor unintended 

actions, for instance jokes, need to be continuous, in order to build a previously mentioned 

atmosphere. It is not necessary that the actions done are intentional. The Finnish law 

views the case’s impacts to the victim. The equality law at workplace is mainly employers’ 

responsibility and they are required to intervene and take necessary actions if a sexual 

harassment case comes to their knowledge. According to Finnish law, every organization 

and workplace with more than 30 employees need to have their own equality plan. The 

equality plan must include nominated equality officer, processes, and steps. Nominated 

equality officer has the obligation to listen confidentially, as in most cases, the victim does 

not wish to talk publicly about the case. (Rikosuhripäivystys 2019a.) 

 

Verbal harassing is being unfortunately tricky. Harassing someone verbally is not fulfilling 

the requirements of a crime in Finland. Harassing verbally can happen long-term and it 
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might create severe consequences for the victim. However, verbal harassing might meet 

the characteristics of a defamation. (Rikosuhripäivystys 2019a.) 

 

As the sexual harassment law was changed to be more accurate and supportive in 2014, 

there was also a part added which indicates that a sexual harassment case done by 

touching can be punishable either by giving a fine or maximum of six months in prison. 

Example of a case like this can be inappropriate way of touching breasts. Mostly these 

cases are handled with fines. (Rikosuhripäivystys 2019a.) In Finland, if a victim is forced 

to a sexual intercourse by a harasser, or if the victim is forced to do something else that is 

sexual and strongly humiliating and infringes the right to self-determination, the harasser 

might receive a fine or maximum of four years of imprisonment as a punishment (Finlex 

Luku 20 seksuaalirikoksista 509/2014).  

 

The employer, meaning managers and human resource professionals in the organization 

where the sexual harassment case occurs, has the possibility and authority to give a 

notification or warning to the harasser. The employer is also able to reassign the seats or 

duties at the workplace in order to prevent the sexual harassment cases from continuing. 

(Tasa-arvovaltuutettu 2021a.) In case the organization receives an information about a 

sexual harassment case and still fails to take necessary actions in order to support the 

victim and prevent the case from continuing, the victim is then allowed to require and ask 

for a compensation. This happens in a district court and time frame for doing this is two 

years. (Tasa-arvovaltuutettu 2021b.) According to Piirainen and Mäntysalo (2021), 

approximately one out of ten sexual harassment cases will be spoken outload and 

reported to the authorities in Finland.  

 

4.1.2 Legal provision in the United Kingdom 

The first law in the United Kingdom that dealt directly with sexual harassment was the 

change in the Discrimination Act in the year 1975. However, the change was not accepted 

and passed until the year 1986, so eleven years later. (BrightHR 2021a.) 

 

Nowadays, the Equality Act in the United Kingdom is covering the cases of sexual 

harassment (BrightHR 2021a). According to the Equality Act 2010, harassing sexually in 

the United Kingdom fulfils the characteristics of unlawful discrimination (Citizens Advice 

2021a). Bullying without sexual tone in the United Kingdom is not defined to be against 

the law (GOV.UK 2021). In the legal perspective in the Equality Act 2010 a case of a 

sexual harassment at workplace is defined as an action where the dignity of the victim is 

violated or the action is creating an environment which is degrading, hostile, intimidating 
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or offensive (CMS Legal 2021). The Equality Act 2010 is not only protecting the 

employees inside of organizations, but also the ones who are applying for open positions 

and get harassed (BrightHR 2021b). The Harassment Act 1997 ensures that the victim 

may also take actions against the harasser in case the harassing at workplace has 

happened at least two times and it causes the victim to be alarmed and distressed. This is 

done in the civil court. (Citizens Advice 2021b.) 

 

The person who has encountered sexual harassment or discrimination that is prohibited 

according to the Equality Act, is allowed to take a claim at the court. In most reported 

cases, the legal actions will start within the six months of time after the unlawful act. 

(Equality and Human Rights Commission 2018.) 

 

In the United Kingdom harassing sexually is not a crime but assaulting sexually or raping 

is (Reeds 2021). However, from the legal point of view, only a male can commit a rape 

case. Female can also be guilty in case she is helping a male person to make a sexual 

attack towards someone. (CPS 2017.) According to the law in the United Kingdom, forcing 

someone to sexual activity without the persons willingness or touching someone 

inappropriately without their willingness either with a body part or with an object are both 

fulfilling the characteristics of a sexual assault. (Reeds 2021.) According to CPS (2017) 

the harasser’s gender is not limited. In the beginning of the year 2020 the Equality and 

Human Rights Commission in the United Kingdom, EHRC, implemented and also 

published guidelines for the workplace including technical guidance (CMS Legal 2021).  

 

There are no strict and specific rules in the United Kingdom an organization should follow 

in order to diminish and prevent sexual harassment cases at the workplaces from 

happening. However, employers should implement preventing actions such as trainings 

and have approach and atmosphere at the workplace, which is preventative, in order to 

avoid liability for the actions that the organization’s employees take when harassing 

someone sexually. (CMS Legal 2021.) This part in the legislation, where employer shall 

take preventing and proactive steps at workplaces, in order to avoid sexual harassment 

cases from happening was introduced only in July 2021 by the Government of the United 

Kingdom (Skrzypinski 2021). 

 

In addition to previously mentioned change in the legislation about how employers should 

take all the necessary steps, in order to prevent and intervene workplace sexual 

harassment from happening, the government of the United Kingdom is also planning to 

implement protect for the employees from the sexual harassment which occurs from the 

customers’ or external stakeholders’ side. The government also considers and plans to 
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change the time frame in which the victim may take the workplace sexual harassment 

case to employment tribunal from current three months to double, six months. However, 

these plans are not locked yet and the schedule for implementing is still unsure. (Brown 

2021.) 

 

4.1.3 Key findings in legal provision 

As both two countries, Finland, and the United Kingdom, are welfare states the legal 

provision has many similarities when compared. In both countries, the Equality Acts are 

guiding the organizations and individuals and supporting the victims of a workplace 

harassment and discrimination cases legally. However, there were also major differences 

found. 

 

Table 2. Key findings from the legal provision in Finland and in the United Kingdom. 

Country Equality law Action plans for 
equality 

Legislation currently 
under the changes 

Finland Yes Yes No 

The United Kingdom Yes No Yes 

 

As the table 2 illustrates, the author finds major differences in countries’ legal provision by 

analyzing the content of the qualitative research data collected by doing desktop research. 

One of the key findings lands around on how the countries are preventing the cases from 

happening, as in Finland all the organizations with more than 30 persons are required to 

have a clear and concrete action plan for the equality, in which also an equality officer is 

nominated, in order to support and develop the equality at the workplace even further. 

Even though the United Kingdom has laws for intervening and preventing the sexual 

harassment and discrimination cases at workplaces, there is currently no need for 

concrete action plans nor standard operating procedures that organizations should follow 

in order to fulfil their legal responsibilities around the cases. At this point, the United 

Kingdom is currently working on implementing new laws and regulations, around sexual 

harassment cases at workplaces, to be more accurate and supportive. Finland seems to 

be in a position where the major changes in legislation have been already implemented 

and now the processes and procedures are fully tested in action, as no major changes are 

planned at the current moment. However, may be that in the near future the legislation is 
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adapted to be more accurate in both countries, if the results with current and upcoming 

legislation rules and guidelines are not working as efficiently as wanted.  

 

Another difference is that in the United Kingdom it is more likely that the organization 

where the harassment happens, is responsible for the fees such as legal costs and fines. 

In Finland it is more likely that the harasser is personally responsible for the 

consequences and fees.  

 

The fact that only a male can commit a rape in the United Kingdom is unequal. In Finland, 

also a woman may be guilty of rape case. The guideline in the United Kingdom which is 

drawing the line by regulating that woman may possibly be guilty only in case she helps a 

male person to commit a rape, is not improving and promoting equality between genders. 

This is a huge difference between the countries compared. Probably, the legislation and 

laws are viewed and followed carefully in both countries, and perhaps this difference will 

be equalized during the future years as the equality issues are focused continuously 

more.  

 

However, sexual harassment cases are varying enormously and there are rarely two 

exactly similar cases happening. How the case will be handled legally in either one of the 

countries, in Finland, or in the United Kingdom, depends on several different things, such 

as organizations action plan, the severity of the harassment or discrimination case, and 

the amount of information and evidence there are available regarding the case. As the 

research declares, only a minority of the sexual harassment or discrimination cases at 

workplaces come to human resource professionals’, managers’, or police’s attention.  

 

4.2 #Metoo movement in Finland and in the United Kingdom 

#Metoo movement exploded in the year 2017, as mentioned in the chapter 2.6.. 

Subchapters below research the effects of the exploded #Metoo movement in Finland and 

in the United Kingdom. After the effects of the movement in both countries are covered, 

the similarities and differences between Finland and the United Kingdom are presented 

and analyzed.  

 

4.2.1 #Metoo movement in Finland  

As the #Metoo movement grew and exploded significantly around the world, it also 

affected in Finland. #Metoo movement was helped and supported by another campaign 

by the employees from the cultural sector, as they started to tell and publish their 
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experiences with another hashtag, #kulissientakana (kulissien takana=behind the 

scenes). There were total of 1039 cases reported with the hashtag. (Typpö 2017.) 

 

After the #Metoo movement raised the awareness massively, the Finnish film producers’ 

association took actions and planned, implemented, and collected a specific group of 

people, whose duty and challenge is to implement a general guideline against harassing 

and inappropriate behavior overall. The group involves for example specialists from the 

fields of wellbeing and occupational safety. (Typpö 2017.) Also, the Finnish actors’ 

association has noticed the increasing numbers of sexual harassment cases. According to 

their studies done in 2011 and 2017, a majority of the Finnish actors and actresses have 

been facing sexual harassing while being at work. In order to help victims and reduce the 

number of cases they have implemented a campaign against the sensitive problem. As 

the goal is that the campaign would not be invisible and unnoticeable, several steps have 

been done: campaign is published in social media in order to gain visibility, the sub-

associations are asked and recommended to support the campaign, and the employers of 

the field have received a request to intervene workplace sexual harassment cases and to 

improve the equality between people and genders at workplaces. (Suomen Näyttelijäliitto 

2021.) The Occupational Safety and Health Administration in Finland noticed the #Metoo 

movement’s effects to cultural sector and its business. The inspectors from the 

administration started monitoring their business activities systematically in order to 

recognize sexual harassment cases. However, the cases were not emerging more than 

the previous ‘regular’ level. (Työsuojeluhallinto 2021a.) Even though there has been 

reported and unreported cases also earlier, the #Metoo movement brought the issues 

back into everyone’s attention and knowledge during and after the year 2017 (Suomen 

Näyttelijäliitto 2021). 

 

Economic research done by Yle was asking from Finnish people if the affects of the 

exploded #Metoo movement have been positive or negative towards the overall 

interaction, regarding the subject, between individuals (Rinta-Tassi 2018). The total 

number of respondents was 1040 (Taloustutkimus 2018). 
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Table 3. #Metoo movement’s affects to interactions between individuals (Taloustutkimus 

2018). 

 

 

The table 3 illustrates, that approximately half of the respondents in the survey were 

pleased with the effects of the movement (5 very positive, 4 quite positive, 3 no affect, 2 

quite negative, 1 very negative, en osaa sanoa: cannot say). 44% of the respondents do 

consider that the effects are being quite positive and 4% feels that the effects are very 

positive. However, 16% of the respondents recognize the effects quite negative and 4% 

very negative. 21% consider that the movement did not affect in any way and 10% could 

not say. (Rinta-Tassi 2018.)  

 

Employees working in the customer service field responded to a survey done by PAM and 

shared the opinion that the explosion of the #Metoo movement did not have an impact on 

workplace sexual harassment done by the customers. However, the respondents have 

noticed more alertness among their employers with the issue as the movement increased 

the awareness. (Väisänen 2020.) In addition to workplaces in cultural or customer service 

sector, also politics was heavily affected by the #Metoo movement. Several politicians 

spoke about their experiences regarding workplace sexual harassment and even more 

awareness was brought to the movement and issues around it. (Hild 2018.) Still, not every 

politician chose to react to the movement, and they ended up responding passively 

(Mantsinen 2017). 

 

The way Finland and Finnish organizations have reacted to #Metoo movement has not 

been extremely efficient, rather slower and limited, as no major changes occurred within 

the one-year time frame after the #Metoo movement exploded (Hild 2018). After the 

movement caught the attention of the large audiences and two years passed, the Nordic 

Ministers for Gender Equality agreed to have a meeting in Iceland. The purpose of the 
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meeting was to discuss openly in a Nordic level about the affects the #Metoo movement 

brought within. (Sosiaali- ja terveysministeriö 2019.) Finnish Minister for Nordic 

Cooperation and Equality is Thomas Blomqvist (Finnish Government 2021). Blomqvist 

declared in the meeting that Finnish legislation alone is not enough, but the understanding 

and procedures are still crucially needed, in order to prevent further sexual harassment 

cases from happening, both overall and also in workplaces. Finland is wanted to be one of 

the leading countries in the world, when it comes to equality. (Sosiaali- ja 

terveysministeriö 2019.) 

 

In 2021, people are still continuously sharing their experiences encouraged by the #Metoo 

campaign. Special and dedicated Instagram accounts, for instance @metaltoo, have been 

created in order to share harassment and assault stories for thousands of followers. The 

victims keep on speaking about their experiences, either with their own name or 

anonymously. (Yle 2021.) 

 

4.2.2 #Metoo movement in the United Kingdom 

Well-known #Metoo movement has affected significantly also in the United Kingdom. The 

movement brought action all the way to the parliament and government as Michael Fallon 

was terminated from his work as a Defense Secretary. The reason was a sexual 

harassment case done by him approximately 14 years earlier. Damian Green’s, Deputy 

Prime Minister, employment relationship ended due to a porn scandal. (Töyrylä 2018.) 

Only after the #Metoo movement some well-known organizations ended up terminating 

employment relationships to some of their employees, due to their earlier unacceptable 

and inappropriate behavior (CSM Legal 2021). 

 

Even though the #Metoo movement raised awareness and sexual harassment as a topic 

arose to be a well-known topic, the cases are still happening at workplaces after the 

movement. The Equality and Justice Fund has been collecting funds, in order to 

encourage and challenge every industry, business, and parts of society to support 

organizations around the United Kingdom with, for example, defending safety of the 

victims and providing legal assistance. (Hild 2018.) 

 

Studies have shown that after the #Metoo movement exploded, 77% of men said to be 

more careful and pay increased attention towards their actions for women, in order to 

avoid behavior which could potentially be equaled to sexually inappropriate behavior. On 

the other hand, 74% of women ended up being more open and ready to talk out loud 

against and about sexual harassment. (Reeds 2021.) The request for various kinds of 
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trainings have increased, as people and organizations are willing to drive and educate 

cultural changes and behaviors in order to prevent cases from happening and also to 

recognize actions that are happening already and are inappropriate. Organizations are 

focusing on implementing and improving their internal human resource management 

processes more and reporting the harassment cases have been edited and modified to be 

easier for the employees who have been experiencing harassment or discrimination 

situations at the workplace. (CMS Legal 2021.)  

 

#Metoo movement has also encouraged people in the United Kingdom to speak about 

their experiences more openly. Some people have replaced the anonymous way of 

speaking with their own name and voice. #Metoo movement brought courage and 

braveness for victims. (BBC 2021.) However, not every time the discussion about the 

#Metoo movement and sexual harassing at workplaces has been done in a good light in 

the United Kingdom. People have been concerned and worried, that the movement would 

affect too harshly to harassers, who have done for example a minor smaller mistake 

somewhere in the past. Some are also worried if the movement will affect the victims 

negatively by blaming. (Hild 2018.) 

 

However, the legislation, where the employers must take necessary actions in order to 

prevent sexual harassing cases from happening by being proactive, was introduced only 

in July 2021. The introduction was done by the Government of the United Kingdom and 

that is considered to be one of the first significant changes after the #Metoo campaign in 

statutory aspects (Skrzypinski 2021). 

 

4.2.3 Key findings in the #Metoo movement 

Many people who have been victims of a workplace sexual harassment do not ever talk 

about their experiences. The experiences might be milder or more severe, but some of the 

experiences will always stay unspoken. The #Metoo movement has brought something to 

both countries, which is the information that the victims are not alone. For some people, 

the movement and the hassle in social media around it might have been the only possible 

way to handle and explore the feelings and situations the harassment or discrimination 

case has brought to one’s life. (Piirainen & Mäntysalo 2021.)  
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Table 4. Key findings in the affects of the #Metoo movement in both countries. 

Country Attracting 
audience 

Increased 
openness of 
discussions 

Negative toned 
concerns 
towards topic 

Concrete 
actions 

Finland Yes Yes Yes Yes 

The United 
Kingdom 

Yes Yes Yes Yes 

 

As the table 4 above illustrates, the #Metoo movement has brought awareness and eye-

opening sight to both countries, to Finland and to the United Kingdom. Assumably, the 

discussions regarding workplace ergonomics or, for example, the overall support received 

from the management level are more often topics that are discussed out loud, but sexual 

harassment cases at workplace have been and are still more stigmatized. The movement 

exploded at the right time, being ready to be received by the welfare states which aim to 

equalize genders and their possibilities in working life. Both countries were already 

working towards more equalized systems and processes and the movement came to 

clarify that the route is going to the right direction.  

 

As mentioned earlier, the #Metoo movement got started when the well-known American 

actress reported about her experienced case few years ago. The movement and hashtag 

used got viral quickly, as the first tweet by Alyssa Milano already reached thousands of 

people. The tweet clearly came at the right time, but it was also made by the right person. 

People will never know, if the movement would have started as massively, or at all, if the 

first person to post a tweet about the #Metoo movement would have been someone with 

less followers, fans, and overall visibility in social media. Due to controlled, tracked, and 

accurate algorithms it may be difficult to reach and engage larger audience in social 

media platforms, if there is not enough audience already in the beginning. However, the 

#Metoo movement started, exploded, and reached thousands and even millions of people 

around the world and the movement attracted quickly wide audiences. 

 

According to the research and analyzed findings, the discussion has become more open 

in both countries. However, this has also affected in both countries in a way where 

concerns and negative toned opinions have increased. The movement has not only 

brought positive effects or direct actions, but also skepticism and frustration. As the 

previous sub-chapters described, in Finland approximately 20% of the respondents in one 

survey experienced the effects of the movement negatively to interactions. In the other 
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country, the United Kingdom, some thought that the movement would possibly affect too 

negatively to the harassers, or the victims would get blamed. The movement clearly 

increased the discussions in both ways, negatively and positively, and several different 

viewpoints towards the topic and movement were thought, shared, and discussed.  

 

The comparison between the affects of #Metoo movement could have been totally 

different, in case the other target country in this thesis would not have been a welfare 

state. However, in this case, the results of the research were quite similar and there were 

no major differences found. The legislation point of view had certain differences, as while 

Finland changed the law to be more supportive and accurate towards sexual harassment 

cases already in 2014, well before the #Metoo movement, the similar kind of change was 

started in the United Kingdom only after the movement exploded and raised the attention 

of population. As declared earlier, the change in the legislation was introduced only in the 

year 2021. However, according to the research findings and analysis, there were smaller 

actions taken in both countries, as in Finland some associations have implemented 

campaigns and funds have been collected in the United Kingdom, in order to support the 

visibility of the difficult topic. 

 

Overall, the results from both countries are supporting each other, as in Finland and in the 

United Kingdom, the movement changed and developed the individuals’ thinking towards 

the topic. Most importantly, as so many individuals in Finland consider the affects to 

interacting to be positive and so many individuals in the United Kingdom are paying more 

attention to their daily behavior in order to avoid or intervene sexual harassment cases 

from happening, these are also affecting on how the individuals are behaving at their 

workplaces. Overall thoughts, supportive opinions, and preventing ideas the individuals 

are carrying after the movement will also be carried to the workplaces. This will most 

probably push the human resource professionals and management levels to review the 

organization’s procedures, action plans, and systems. Research and analyzing the 

findings around the theme has shown, that preventing sexual harassment cases at 

workplace is something that belongs to every organization. 

 

4.3 The visibility and cases of workplace sexual harassment  

Subchapters below investigates and then presents the most common cases and ways of 

harassing sexually at workplaces. Subchapters also present on how many people actually 

experience workplace sexual harassment. After the most common cases and the 

prevalence have been presented in both countries, this thesis presents and analyzes the 
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similarities and differences between the two welfare countries, Finland and the United 

Kingdom. 

 

4.3.1 Visibility and cases in Finland 

More than 2100 working aged people responded to the survey done by Confederation of 

Finnish Industries. 2% of the men and 12% of the woman respondents had experienced 

sexual harassment at their workplace. From the respondents, approximately 25% reported 

the workplace sexual harassment cases either to their manager or someone else in the 

same organization. (Elinkeinoelämän Keskusliitto 2018.) 

 

The survey found out, that in Finland a majority, 60%, of the sexual harassment cases at 

workplaces are happening from the customer side. 36% of the cases were done by a 

colleague of a victim, and the harasser was the manager or a supervisor of the victim in 

16% of the workplace sexual harassment cases. (Elinkeinoelämän Keskusliitto 2018.) It 

has been found out also, that younger women in business life are facing workplace sexual 

harassment more often compared to older colleagues. In the time frame of two years, only 

6% of the women above 60 years were harassed sexually at workplaces whereas the 

percentage number was 25 with women under 25 years. (Yle 2018a.) 

 

In Finland, unequal and sexually toned behavior and treatment was reported more 

commonly by women. Approximately half of the women who were interviewed to a survey 

have mentioned that they have been noticing demeaning or patronising behavior and this 

has also happened in the workplaces. The number among men respondents was 20%. 

(Yle 2018b.) 

 

A total of ten unrelated unions in Finland planned and implemented a survey regarding 

sexism and sexual harassment at workplaces. This was done in the year 2018, so after 

the #Metoo movement exploded and brought the topic to people’s attention. A majority of 

the respondents who took part in the survey mentioned that they are not afraid of 

workplace sexual harassment. The survey found out also, that female managers in 

Finland are likely to be harassed in many ways during their career path. (Kellomäki & 

Kaaria 2019.) 

 

There are several different ways of harassing sexually at workplace but, for example, 

employees working in the hospital industry are most commonly experiencing cases where 

the customer touches the employee’s breasts or buttocks in an inappropriate way 

(Turunen 2021). During the past years, also the verbal harassing with a sexual tone in the 
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customer service workplaces from the customers’ side has even doubled (Pro Pilvipalvelut 

2021). According to a survey done by PAM for the service workers in Finland, a total of 

57% of the respondents had experienced workplace sexual harassment, and this was 

especially visible in the restaurant industry, and also among younger employees. Most 

frequently, the workplace sexual harassment is experienced in the way of inappropriate 

comments. However, this does not block the fact that workplace sexual harassment 

happens also in other ways, such as sending pictures which are containing inappropriate 

material, brushing against the body, or by receiving direct requests and recommendations 

to join sexual actions. (Raita-Aho 2020.) Some of the men respondents in a customer 

service field were also experiencing sexual harassment while working even though most 

commonly the harassed employee was a woman (Väisänen 2021). 

 

4.3.2 Visibility and cases in the United Kingdom 

Sexual harassment at workplaces has been a problem in the United Kingdom already 

years earlier. England was one of the top five countries to report sexual harassment and 

assault cases at workplaces already in the year 1996 (International Labour Organization 

1998). 

 

 

Figure 6. Respondents’ experiences in workplace sexual harassment in the United 

Kingdom (Statista 2021). 
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The figure 6 above illustrates the sexual harassment cases at workplaces during the past 

12 months, which have been experienced by individuals in the United Kingdom. The 

survey was active in the spring 2019, thus the responded cases had happened between 

the years 2018 and 2019. The highest percentage, 13%, includes whistling, suggestive 

eye contacts, and sexually toned and rude comments. The second most common 

reported workplace sexual harassment way in the United Kingdom was regarding 

comments about clothing and person’s body with 10%. A total of 3% of the respondents 

had experienced requests in the workplace to give favours sexually. Respondents had 

also experienced other sexual harassment cases at workplace, such as inappropriate 

touching of body parts, as well as brushing against the respondent’s body. Some 

respondents also received inappropriate messages and pictures, or they were invited to 

certain places which could have potentially turned into an inappropriate meeting. (Statista 

2021.) 

 

Over 50% of women have faced sexual harassment at workplace in the United Kingdom. 

In most cases, these have been cases of unwanted touching in an inappropriate way or 

indecent comments or remarks. In the United Kingdom, it is not always about milder 

sexual harassment cases, as direct demands or requests for sexual favours are also 

experienced relatively often by the employees. (Skrzypinski 2021.) A survey done by 

Trades Union Congress and Everyday Sexism Project found out that from 18- to 24-year-

old-women, a total of 63% of the respondents have experienced sexual harassing at their 

workplace (Trades Union Congress 2016). In almost 20% of the cases, the harasser was 

the employee’s supervisor (Safeline 2021). According to a survey done by the Rights of 

Women (2021), a total of 45% of the respondents mentioned that they have been 

experiencing sexual harassing when working remotely during the worldwide pandemic of 

Covid-19.  

 

Sexism is a waste survey has found out, that only 26% of the people working in the 

management level in the organizations would have the confidence needed, in order to 

take the needed next steps after a workplace sexual harassment case comes to their 

attention. However, 17% of those people were still unsure what are the next concrete 

steps they should take. (Zero Tolerance 2017, 4.) 

 

4.3.3 Key findings in visibility and cases of workplace sexual harassment 

Even though there are completely different two welfare countries compared, with their own 

cultures and habits, the countries do share many similarities when comparing the 

workplace sexual harassment cases. In the matter of fact, there are more similarities than 
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differences between these two countries according to the research that was done for this 

part of the thesis. 

 

In both countries it is clearly visible that even though sexual harassment may happen to 

anyone, regardless of the gender, women are the ones experiencing workplace sexual 

harassment the most. According to research results, it is perhaps possible to assume that 

women are facing sexual harassing at workplaces more often also globally. In both 

countries, the percentage which tells if the person has experienced sexual harassment at 

younger age is higher than at the older age. The percentages throughout the subchapters 

were quite similar, as the workplace harassment is done by the manager in 16% of the 

cases in Finland whereas the United Kingdom’s percentage in those cases is 20. As the 

research shows clearly that in both countries also the supervisor or the manager can be 

the harasser, it can be presumed that it is also important that the organizations’ human 

resource professionals are treating employees equally and in a professional way, in order 

to handle cases fairly and efficiently.  

 

In addition to above-mentioned similarities in percentages, also the cases of workplace 

sexual harassment which are occurring are being relatively similar in both countries. 

Inappropriate and sexually toned comments were the most frequent ways of harassing 

sexually at workplaces in both of the two countries compared. In both countries, also 

inappropriate messages sent and touching without permission was mentioned. Cases 

where the employee is receiving a direct request to do a sexual favour are happening in 

both countries. Not as often as inappropriate comments are said, messages are sent, or 

touching is done, but still some employees in both countries are receiving rude and 

outrageous requests to do sexual actions and favours while at work. Presumably, due to 

the prevalence and ways of harassing sexually at work, these kinds of harassment cases 

are also occurring in other countries with the same or almost the same intensity. However, 

even though the situations are relatively similar between Finland and the United Kingdom, 

the situation may change during the upcoming years due to legislation changes and 

improvements, and possible future movements and campaigns, which aim to improve the 

gender equality. It would be interesting to review the percentages and overall prevalence 

after few years and see if there has been decreasing percentages in cases. A possibility is 

that also new and different ways of harassing sexually at work are also discovered. This 

naturally creates more space and need for further research. 

 

According to the comparative research done, what is differing between the two countries 

is, that in Finland the employees did not report that they would have received any 

embarrassing or suggestive gifts at workplaces, nor did they report any invitations to 
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certain places which then again could have led the situations to escalate to be harassing. 

However, the surveys regarding the subject did not cover every employee in Finland, and 

therefore, there is a major possibility that also Finnish employees have faced previously 

mentioned situations. 

 

Overall, the situations with workplace sexual harassment between Finland and the United 

Kingdom are being relatively similar at the moment. If wanted to generalize, these above-

mentioned ways of harassing sexually are presumably also occurring in other countries, 

especially in the ones which share similarities in cultural aspects with Finland and the 

United Kingdom. Perhaps poorer countries with lower education level will experience 

workplace sexual harassment even more. However, it is worth remembering that every 

case experienced is also an individual’s own experience and therefore it is impossible to 

categorize, for example, every single sentence said or look given by the supervisor, 

customer, or other stakeholder.  

 

4.4 Assisting and supporting employees in Finland and in the United Kingdom 

The subchapters below investigate and then present on how the organizations and their 

human resource professionals can prevent workplace sexual harassment from happening, 

and also what external support possibilities can be offered to persons who have been 

experiencing sexual harassment at work. After the mentioned aspects are presented 

separately in both countries, in Finland and in the United Kingdom, this thesis presents 

and analyzes the similarities and differences between those countries in the comparative 

part. 

 

4.4.1 Assistance and support in Finland 

In Finland, employers’ responsibility is to ensure that no one at the workplace is treated 

differently nor being discriminated in any way because of the person’s gender, sexuality, 

or anything else. It is employer’s responsibility to also stop the discrimination if a sexual 

harassing case comes to the employer’s knowledge. Without taking necessary actions 

and steps, in order to stop the harassing and discrimination at the workplace, the 

employer itself is discriminating. This then again is prohibited and against the Equality Act. 

(Tasa-arvovaltuutettu 2021c.) 

 

In case an employee of any organization experiences sexual harassment at workplace in 

Finland, he or she may fill in a document paper (appendix 1) about the sexual harassment 

case at the workplace and hand it over to the employer. In some situations, the harasser 
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may be the manager of the employee who is being harassed. In such cases the 

notification regarding the harassment case shall be given to the manager’s supervisor. 

(Työsuojeluhallinto 2021b, 1-2.) 

 

Primarily, all workplace sexual harassment and discrimination cases shall be handled in 

the workplace (Ministry of Social Affairs and health 2021c). It is intensively recommended 

that all organizations, both large, mid-sized, and small, have clear instructions and 

standard operating procedures in case sexual harassment cases will come to the 

employer’s attention. A good idea for the organizations is to describe the possible ways on 

how the discrimination and harassment cases will be prevented at the workplace. A plan 

could also include concrete steps to be done if an actual sexual harassment case will 

happen in the organization. (Tasa-arvovaltuutettu 2021c.) In case sexual harassment or 

discrimination case occurs in organization, it is crucial that the management level is 

professional and interaction between parties is uninhibited. Also, the health care and 

occupational safety professionals are able to offer their support if the organization’s 

professionals are not sufficient enough to intervene and handle the case. (Ministry of 

Social Affairs and Health 2021c.) The workplace shall function and operate properly in a 

way that is not encouraging employers and employees to bully others. Improving the 

atmosphere is everyone’s responsibility and crucial part of expertise. (The Centre for 

Occupational Safety 2021.) 

 

A fact is that sometimes victims might feel unsure and not willing to talk about their 

experiences. Finnish society has created different platforms where the victim can also 

contact support specialists anonymously. Contacting is possible to do easily through the 

internet or a phone call, in case talking face to face does not feel like an option. No one 

should be left alone with the experiences and thoughts and even police can be contacted 

easily through Facebook messenger. (Vilkka 2011, 96.) 

 

One option in Finland is to call to the Occupational Safety and Health Administration. The 

victim is able to call with his or her own name or anonymously, and the discussion 

between the helpline and caller is confidential. The occupational Safety and Health 

Administration cannot contact the employer without receiving a written permission from 

the caller first who has been the victim of a workplace sexual harassment. 

(Työsuojeluhallinto 2021a.) 

 

A person who has encountered sexual harassment and feels the need to discuss may 

contact Victim Support Finland, RIKU. The contacting can be done either by calling or 
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sending a contact request online. The team in Victim Support Finland will reply to the 

requests latest five working days after submitting the request. (Rikosuhripäivystys 2019b.)  

 

Sexual harassment at workplace can escalate to be severe. People living in the Helsinki 

metropolitan area may contact Seri support center (Launis & Työryhmä 2018, 167). The 

help is offered for the victims for a month after the sexual harassment or assault case and 

victims may contact the support center 24 hours a day (HUS 2021). The Seri support 

center is especially functioning for victims who need help regardless of the time of the 

day. Even though the support center is only for the people living in the Helsinki 

metropolitan area, it still offers its services to hundreds of thousands of people. 

Workplaces shall be aware of this kind of possibility as well, as guiding victims to get help 

from the outside of the organizations is known to be crucial, if workplace and its possible 

healthcare cannot assist as much as needed. 

 

4.4.2 Assistance and support in the United Kingdom 

As stated in the chapter 4.1.2 the Government of the United Kingdom introduced a 

regulation earlier in the year 2021. According to that, employers must take all the 

necessary steps in order to prevent sexual harassment cases from happening at 

workplaces. As the legislation is changing and becoming more supportive and protective 

towards the harassed employees, also the organizations may be more open and 

motivated to improve the culture and procedures at the workplace (Brown 2021). 

 

The problems with workplace sexual harassment shall be sorted out informally in the 

beginning and if that option will not work, the harassed person shall speak about the issue 

to a manager, human resource professional, or representative from the trade union. In 

some cases, when the informal reporting is not working efficiently a formal complaint shall 

be done with employer’s grievance procedure. The last option is to take legal steps and 

actions, which is done in the employment tribunal. (GOV.UK 2021.) Inside of 

organizations, the management level and human resource professionals should be more 

aware of what are their concrete steps and responsibilities when workplace sexual 

harassment cases come to their attention. Employers should also ensure that they do 

comply with current restrictions and regulations when it comes to preventing, intervening, 

and stopping sexual harassment cases at workplaces. Organizations’ action plans for 

sexual harassment cases should be reviewed, in order to promote those up to date. 

(Brown 2021.) In case some organizations do not have any concrete action plan for 

workplace sexual harassment cases, one could be useful and efficient to create. 
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Support is also offered outside the workplaces in the United Kingdom. Acas is offering 

help through their own helpline where the victim may call about workplace sexual 

harassment case. They are not able to give and offer legal advice for caller, but they do 

offer support for the victims. The caller may remain anonymous or decide which personal 

information he or she chooses to give. The employees in the Acas helpline are able to 

provide help for the victims both with another language than English or deaf persons with 

an interpreter. (Acas 2021c.) 

 

Equality Advisory Support Service, EASS, helpline offers help for people who feel they 

have been facing discrimination. The victim is able to call the helpline personally and 

directly, but it is recommended that the contacts go first through any advice organization, 

and they will contact the helpline behalf of the victim. EASS helpline helps in recognizing 

the laws which are applying to the situation and victim, gives examples and ways how the 

situation would be possible to solve, and helps the victim to find more help sources 

depending on if the victim is eligible for legal aid for civils or not. EASS is also able to offer 

help for persons with disabilities, if requested. (Citizens Advice 2021c.) 

 

Safeline in the United Kingdom listens and supports the victims throughout the 

experiencing and reporting process. They provide several kinds of services, including their 

helpline where the victim can call, legal advising and support by specialists, and also 

support groups. In support groups the victim is able to share and discuss about his or her 

experiences and feelings with other people who share the same or similar kind of 

experience with sexual harassment. (Safeline 2021.) According to Mental Health 

Foundation (2021) a peer support may have positive effects to individuals’ well-being by 

improving their social skills and, for instance, confidence.  

 

4.4.3 Key findings in assisting and supporting victim employees 

The workplace sexual harassment is clearly noticed, recognized, and paid attention in 

both target countries, in Finland and in the United Kingdom. The similarities between the 

countries are enormous. May be the fact that both countries are considered to be welfare 

states, and both are located in the Europe, are increasing the similarities on how the 

organizations should handle and intervene the cases and what kind of help and support 

there is also offered outside of the organizations.  
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Table 5. The key findings in assisting and supporting victims in Finland and in the United 

Kingdom.  

Country Preventing 
actions as 
employers’ 
responsibility 

Help offered 
internally and 
externally 

Possibility to 
receive help 
anonymously 
from the 
external 
sources 

General 
reporting 
document 

Finland Yes Yes Yes Yes 

The United 
Kingdom 

Yes Yes Yes No 

 

As the table 5 illustrates, the key findings are relatively similar. In both countries, as there 

has been changes lately in the United Kingdom’s legal provision also, the organizations 

are required to step in when the workplace sexual harassment cases occur and comes to 

the management level’s attention. Employers are required to prevent sexual harassment 

cases from happening, and also to intervene and stop the cases from continuing as well 

and efficiently as possible. Possibly, there may be clarifying changes in both countries’ 

legislation later, but currently the responsibility is given strongly to employers in Finland 

and in the United Kingdom. It can be assumed that organizations recognize the difficulty 

of the topic.This may, however, bring challenges to organizations, due to the topic’s 

sensitivity as the ways on how they should react and handle the situations may be unclear 

and organizations’ management levels may not categorize the sexual harassment cases 

to be the easiest ones to address.  

 

Sometimes as sexual harassment cases at workplaces may become extremely severe the 

victims may need some additional help. Might be, that the help offered from the managers 

and human resource department side in addition to organization’s health care 

professionals is just not enough. Both countries do offer several different kinds of support 

lines where the victim may call, in order to receive more and different kind of help for the 

personal and private aspects caused by the workplace sexual harassment case.  

 

As there are similar kinds of helplines in both countries, it is also crucial that the managers 

and human resource professionals of the organizations are truly aware of what other ways 

of helping victim there actually are. Most probably, the fact that there are several external 

helplines is familiar to many in some way, but what kind of help is offered externally for the 

victims is important to recognize and know. Assumably, in some cases the organizations’ 

professionals are not aware on how to handle sexual harassment cases. By knowing the 
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external helping concepts in such cases where the organizational help is not enough, both 

the organization and the victim are presumably saving time as it is immediately clear in 

which direction the victim may proceed, in order to receive more help. In case the 

organizations know how and where to guide a victim to get external and additional 

support, that may also affect positively to the victim’s thoughts regarding on how he or she 

feels that the situation is handled and taken care of by the company. The victim who has 

experienced milder or more severe workplace harassment and then reports that to the 

organization most probably wants to feel and see how the organization helps and 

supports, even if the organization’s own resources for helping would not be enough. In 

such cases, the organizations would benefit, if they would recognize the ways and 

channels from which the victim could get help from externally. Perhaps the victim of a 

workplace sexual harassment also considers the external help to be safer to approach, as 

the help is offered by stranger and there are no connections to the workplace nor 

harasser.  

 

The only major difference between Finland and the United Kingdom is, that Finland offers 

the notification document to be filled by the employee about workplace sexual 

harassment, which is then given to the employer side (Appendix 1). The document 

ensures that every detail is possibly written down already from the beginning when the 

reporting and handling of the case starts. The form shall be easily accessible and the 

threshold for filling out the document should be as small as possible in organizations, no 

matter what field of business the workplace sexual harassment happens in. The United 

Kingdom could also benefit from a similar kind of document, which would be the same for 

all and it would lead the employers to take next steps according to the document and its 

information. By making the steps and ways to report sexual harassment cases, both to the 

organization’s supervisors and human resource department, as similar as possible in 

every situation, the easier it would be possibly for the victims to know the concrete steps 

to take in the cases of workplace sexual harassment. The victims would most probably 

appreciate as logical and simple reporting in any case, as possible.  
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5 Conclusion 

This chapter includes the overall conclusions from this thesis and its upper- and general 

level research. Firstly, it concludes the key findings and then critically reviews the 

trustworthiness of the research that was done. Afterwards, this chapter moves on to the 

research possibilities in the future, and then the next subchapter views the author’s 

recommendations regarding the topic and further research. Finally, the last subchapter 

reflects the author’s learning throughout the thesis planning and writing process.  

 
5.1 Key findings 

“Social norms have not changed. We NEVER liked you touching us without our 

permission. So please stop convincing yourself that it’s a new world. It’s the same world, I 

just don’t have to lose a job for telling you to get your hands off me.” (Harklin 4 April 

2019.) The tweet summarizes how the actions at workplace where sexual harassment is 

included have not been permitted, but at the same time it shows how the societies and the 

organizations inside the societies have developed their ways and methods to face and 

handle the workplace sexual harassment cases. However, as this thesis has brought to 

the attention, workplace sexual harassment is an ongoing and global problem, and it 

always includes individual’s personal experiences and feelings. 

 

Even though workplace sexual harassment still is relatively often left unspoken, the topic 

is becoming more and more visible continuously. A major reason behind this is the social 

media and its campaigns and movements, such as #Metoo which was covered in this 

thesis, as well as other movements, for instance #TimesUp. Social media plays a big role 

when workplace sexual harassment is being discussed, as writing anonymously about 

experiences gives the victim protection and courage. The fact that issue is discussed 

while keeping personal information away, victims may be more open to discuss about 

their experiences. However, social media has also brought courage for the victims to 

speak openly and publicly about their harassment cases. In addition, organizations’ ways 

for handling these kinds of problematic and sensitive cases might bring along either 

negative or positive attention for the organization in question and thus affect the firm’s 

image, employer brand, and, for example, market value. The author believes that a more 

open discussion regarding the subject will challenge organizations to re-evaluate their 

practices and also to develop their processes to be more efficient. More open discussion 

will also assumably ensure that the phenomenon of a workplace sexual harassment stays 

in mind and on the surface, even though new issues may potentially emerge over the 

months and years.  
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Nowadays the organizations, their working atmospheres and teams overall are becoming 

more diverse and international than ever before (AAUW 2021). Apparently, moving 

around the Europe either for permanent or temporary living and crossing borders is 

relatively easy. People are thriving to get more experiences and other countries may offer 

something that is difficult or impossible to achieve in the current home country. 

Possibilities in career paths are changing and ways to grow are unlimited. (Federica 

2021.) In addition, several companies, not only in Finland or in the United Kingdom, but 

around the globe are hoping to get international talents to join their teams. Diversity is 

valuable and wanted and it may create endless possibilities and development ideas for 

organizations, too. (West Sweden 2021.) As international talents are wanted, that makes 

human resource professionals to be dealing more and more with international talents. 

While organizations and teams inside of organizations are changing, also the problems, 

issues, and harassment cases may vary and more time, space, and thoughts should 

possibly be given to development and implementing processes in order to recognize and 

stop the problematic cases from happening and growing. In addition, the author believes 

that cultural differences may also affect the way on how employees understand and follow 

guidelines and rules which are given from the employer or legislation side, as some things 

may not be perceived as wrong in other cultures as in others.  

 

Even though sexual harassment is a thing that has been investigated already a lot, there 

are still many things related to it unspoken. There are experiences that will never be 

spoken out loud. Due to the topic’s sensitivity and private aspect, are the organizations, 

either in Finland or in the United Kingdom, ever too ready with preventing actions? 

Perhaps more concrete and further steps are still implemented over the years or may be 

that sexual harassment cases at workplaces will be left more unspoken as the time 

passes after the public movements. The time will tell how the workplace sexual 

harassment cases will be handled and thought in the future and if the movements have 

created permanent changes.  

 

The main research question for this thesis was that how are the most common workplace 

sexual harassment cases and support activities differing between Finland and the United 

Kingdom? According to research and analysis done, workplace sexual harassment is a 

well-known and recognized issue in both countries, in Finland and in the United Kingdom. 

The biggest difference that the author found was the differences in the legal provision 

when it comes to workplace sexual harassment. Finland has already planned and 

implemented more accurate laws that are now live and tested among real life situations. 

At the same time, the United Kingdom is still planning more stricter and accurate laws 
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around the issue, but it is still unsure how and when the legal provision will be published 

fully and put into an action. Perhaps the situation in Finland is not ready yet either, 

because as long as the country keeps having sexual harassment cases at workplaces, the 

issue is still ongoing, and more actions are needed to take from all directions.  

 

The biggest similarity between the two welfare countries, Finland, and the United 

Kingdom, were that in both countries a majority of the workplace sexual harassment 

cases are invisible and unnoticed. In both countries only a minority of the cases will be 

reported forward. Without reporting the issues forward to management levels or human 

resource professionals, it is almost impossible for them to intervene and stop the 

harassment from happening. In both countries, also the cases of workplace sexual 

harassment were relatively similar and following the same rules. Sexually toned 

comments, suggestive looks and messages, and also even direct requests to sexual 

favors were happening among the respondents of the surveys that have been 

implemented earlier. May be that the similarities were found because both countries are 

located relatively close to each other, they are welfare countries and in both, the 

educational level is high? Could it be, that there would be more diversity in results 

between other countries, which share completely different cultural backgrounds or 

geographic locations? However, author still reminds, that not everyone from these 

countries were interviewed for the current sources on the internet and there may be a risk 

that the data has been published misleadingly earlier. 

 

According to research, the #Metoo movement has affected in both countries. The overall 

topic of sexual harassment has become more visible, and more attention has been paid to 

the issues also at workplaces after the #Metoo movement exploded four years ago. The 

timing for the #Metoo movement was right and it raised the awareness widely in both 

countries. As both countries became more aware of the issues that are happening at 

workplaces, maybe also the individuals working in organizations will create and build 

better atmosphere, as the severity and prevalence of the workplace sexual harassment is 

known and recognized. Most probably, the movement has also affected some people who 

never thought about the topic before. Maybe those are the people that are now 

encouraging and supporting victims and improving strategies in organizations. Could it 

also be, that open-minded professionals who have been always ready for changes took 

the movement better?  

 

Even though this thesis points out that most commonly sexual harassment cases at 

workplaces are done by men, that does not close out the fact and option that also women 

could behave in an inappropriate way. It is also crucial to remember that workplace sexual 
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harassment cases are not always done towards the opposite gender: the harasser or the 

victim may be a male, female, or someone who does not wish to locker their sexual 

identity as stated earlier in this thesis. 

 

The author finds the results relatively surprising, as the assumption the author had in mind 

in the beginning was that the workplace sexual harassment would be clearly less of a 

problem in Finland, mainly due to the country’s strong attitude towards the importance of 

the equality and overall well-being. However, the countries share many important and 

weighty similarities, as the two countries compared are both geographically located in the 

Europe, the countries are welfare states and, in both countries, education is implemented 

in a high-level. Also, the cultural backgrounds do share similarities. Finnish social 

democracy nor the social class system in the United Kingdom are enough to prevent 

sexual harassment from happening at workplaces. Finland has only 5.5 million inhabitants 

(Tilastokeskus 2021) and sexual harassment is still happening quite commonly at 

workplaces according to respondents in the surveys used in this thesis. The same number 

in the United Kingdom is over 68 million (Worldometer 2021), so even the size of a 

population in a country is not explaining the commonness and cases of workplace sexual 

harassment. The fact that Finland and the United Kingdom have several similarities and 

also several differences will not close the fact that workplace sexual harassment is still an 

occurring issue in both countries and more tools and ideas are continuously needed and 

implemented, in order to ensure safer workplaces for all.  

 

The author strongly believes that this upper-level research regarding the phenomenon of 

a workplace sexual harassment will give better understanding and different viewpoints for 

operating organizations. The two countries compared will widen the viewpoints and also 

the comparison was possible to do, in order to point out clearer similarities and differences 

between the countries. By learning and understanding other country’s themes around the 

phenomenon, it is possible to re-evaluate own organization’s processes and procedures 

more critically, in order to provide more equal opportunities and safer workplace for the 

employees. As stated earlier, workplace sexual harassment does also affect the 

organization’s success and therefore is an important factor to be viewed.  

 

5.2 Trustworthiness and ethicality of the research done 

The research in this thesis was done by using high-quality sources. A lot can be found 

from the internet, but not nearly all sources are valid. A validity of the sources was in 

every situation carefully viewed. This was done by reading the source with attention, 

finding the author and publishing year, and eventually critically analysing the found data, if 
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it can be used as a source in this research-based and theory-driven thesis. Sources 

needed to be up-to-date, and it was crucial that the text written in sources was well-

written, without mistakes, as that signals trustworthiness.  

 

In this case, qualitative research with desktop research and literature review was chosen 

as by critically viewing the sources both from the internet and also from the books, it is 

possible to find several different viewpoints and opinions regarding workplace sexual 

harassment and discrimination. The list of references is wide and that clearly illustrates, 

that the data was searched critically from several different places and the materials were 

combined together, in order to build an informative theory and research part. The 

selection of sources available was broad around the phenomenon. Having too narrow list 

of references would signal that the research would have been done by only collecting data 

from couple of places, instead of focusing more on the big picture and several viewpoints.  

 

The author did not believe that a survey or questionnaire for companies in Finland and in 

the United Kingdom would have been the right direction. The workplace sexual 

harassment and discrimination cases are something that organizations possibly wish to 

keep internal, and that would have created a major risk that the organizations would have 

not given their honest responses. As mentioned earlier in this thesis, public image, in 

addition to employer branding, may change in people’s eyes after the sexual harassment 

case becomes visible.  

 

The research done follows the ethicality by not discriminating anyone. The material 

viewed when writing this thesis is supporting everyone equally, and none of the minorities 

were left behind in the used sources. In addition, no personal data was collected at any 

point from anyone, so there are no risks that personally collected data would spread 

unintentionally for external parties for misuse. 

 

5.3 Research in the future 

This thesis focused on comparing the two target countries, Finland and the United 

Kingdom, and their ways of complying and handling the sexual harassment cases, mostly 

from the organization point of view. This thesis researched the larger phenomenon around 

the themes and therefore research that would review and investigate the differences and 

similarities between these two countries, from the employee or, for example, job applicant 

point of view, and then analyse, would possibly benefit organizations more to recognize 

and see the possible sexual harassment cases that there may be occurring at workplaces.  
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Additionally, research that views the differences and similarities in the area of workplace 

sexual harassment and discrimination between the locals and immigrants would be 

interesting and valuable. Even though several countries are working continuously in order 

to provide more equal working atmosphere for all, there may be some variations on how 

the local employees or immigrants are facing and experiencing sexual harassment at 

work. The results regarding gender discrimination between locals and immigrants might 

vary, and further research could possibly find cases and prevalence from that, too. This 

could also affect immigrants’ job satisfaction if there would be potentially discriminatory 

activities found and extinguished. 

 

This research could be also repeated after 5, 10, or 20 years to see if changes are still 

happening, and what are the changes that has already happened. Upcoming years may 

bring new movements that affect the visibility and attention the topic gets, or new legal 

provision may guide employees and employers differently. Also, the individuals’ thoughts, 

opinions, and overall attitudes may vary, change, and develop during the upcoming times. 

The way how sexual harassment cases at workplaces are handled and taken care of now, 

are already completely different than, for example, 30 years ago. There might be 

enormous changes towards safer and more equal working atmospheres and cultures 

during the upcoming years. Therefore, the changes and results later may show 

differences when compared to this thesis, and that may create new space and need for 

again further research. The research could also focus into some specific field and their 

professionals, such as construction, medical, or aviation field and companies operating in 

those areas.  

 

This wide topic of a workplace sexual harassment is still relatively unspoken and raising 

the awareness of the workplace sexual harassment cases is still needed in order to lower 

the gap between the genders. Harassment and discrimination cases are affecting both 

individuals and companies, and as long as the business world keeps having sexual 

harassment cases at workplaces, there is space for further research around the subject. 

However, the research can be done from countless point of views and most probably 

there will be some kind of value added after each research in the future.  

 
5.4 Recommendations  

Even though the sexual harassment as a topic is widely investigated and researched, 

even more attention could be focused on research about workplace sexual harassment. 

The number of hours an individual spends working is high, and if the working atmosphere 
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is not supporting good health, wider and more permanent health issues may possibly 

occur.  

 

More attention could be given to research between countries. As this thesis was 

comparing Finland and the United Kingdom, those are only two countries from the whole 

world. Two European welfare countries are having relatively similar viewpoints to the 

issue at hand, and differences are probably wider between some other countries. People 

are not moving only across the Europe as the possibilities to travel and explore the whole 

globe are increasing. The author finds it fascinating to see, if the workplace sexual 

harassment cases and human resource management actions are varying enormously 

between countries in Europe, South Africa, Asia, or for example South America. Would be 

interesting to compare two countries, when the other one would be considered to be a 

welfare country and the other one would not. The guidelines, processes, and overall 

thinking could possibly vary massively. As already earlier was mentioned, there are 

probably as many ways of harassing sexually at workplace than there are people.  

 

The author also recommends that everyone who is reading this thesis would review his or 

her own thoughts around this subject. Organizations are built from individuals and every 

individual could take actions towards safer and better working atmosphere without 

discrimination and harassment. It is not only that human resource professionals are 

improving the methods on how to intervene and stop workplace sexual harassment, but 

anyone may come up with more additional ideas on how the organization could build more 

equal working atmosphere and culture. Everyone may question whether the own 

workplace’s guidelines, rules, and actions are efficient and effective enough, in order to 

prevent the sexual harassment cases from occurring over the time. 

 

5.5 Reflection of learning through thesis process 

Planning and then finally writing the thesis during the pandemic and increased home time 

is not too easy. Accelerated speed at school overall is always heavy but choosing an 

intriguing and broad topic to the thesis was the way to go. Many topics are interesting, but 

for some reason, workplace sexual harassment and discrimination is something that 

captured the author’s mind and thoughts.  

 

The topic was indeed wide, and narrowing was not the easiest thing to do. Before the 

planning and writing process started, the author did not have a clear idea of how much of 

a time the brainstorming and thinking would actually take. However, everything that was 

learned from the topic and its themes by planning, brainstorming, and writing this thesis is 
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something unbelievable. The theoretical framework behind the whole topic opened the 

author’s eyes and a lot of theory and knowledge can be transferred into the future career 

and continuously growing professionalism. Starting and going in without a commissioning 

company was the right decision for the author at this moment, and a lot of benefits were 

gained to the author’s thinking towards future career and overall plans. This thesis will 

also create benefit for organizations and every individual reading this.  

 

The workplace sexual harassment and discrimination as a topic is part of business world. 

The subject is topical and timely globally, but it also goes together with the author’s 

specialization studies, human resource management. By studying, investigating, 

researching, and finally analyzing this kind of a difficult topic shows, that the author is able 

to handle all upcoming cases during her career considerably and with respect. Not only 

the knowledge and learned aspects that came with this thesis process, but also time and 

project management skills and efficiency with accuracy are skills that will definitely be 

transferred to the career path and overall personal development.  

 

This whole process was instructive for the author and as the topic still feels extremely 

intriguing, there is a great opportunity that this topic will be researched and analyzed more 

during the author’s master’s studies thesis, as soon as possible after the bachelor’s 

degree. A sincere thank you for everyone who supported the author during the intense 

planning and writing process.   
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Appendices 

Appendix 1. The notification document for the employer about workplace sexual 
harassment (Finland) (Työsuojeluhallinto 2021b, 1). 
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The notification document for the employer about workplace sexual harassment 
(Finland) (Työsuojeluhallinto 2021b, 2). 
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