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E X E C U T I V E  S U M M A R Y
Metta Space is a Deep Tech B2B

Platform that eradicates sexual

harassment from the workplace with

innovative, tech-driven solutions. 

Sexual harassment remains a prominent  

problem in all work spaces. Despite the

advancements of the #MeToo

movement, sexual harassment

continues to be perpetrated on a daily

basis, making workplaces less secure,

safe, and decent. 

In our last survey we found that

everyone perceives sexual harassment

differently. Based on this assumption,

we wanted to gain a better

understanding of experiences with

sexual harassment depending on

demographic, specifically gender and

age. We also wanted to measure how 

 harassment can be gendered.

We collected information from 617

respondents on gender and sexual

harassment, to understand how

different demographics react to and

perceive these types of harassments

differently. 
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K E Y  F I N D I N G S

However those who have been in the

workplace for longer have experienced

more sexual harassment.

3) Most individuals still struggle with

recognising certain types of actions as

sexual or gender harassment, when in

fact they are. This allowed us to see

that there is still a lack of awareness of

what is defined as sexual or gender

harassment. 

4) Sexual harassment is still incredibly

under-reported. There are various

reasons why individuals choose to stay

quiet with cases of sexual harassment

including fear of retaliation, fear of not

being believed or simply because they

did not realise it was harassment. With

our survey we found that the three

main reasons why people do not report

sexual harassment is because the

incident was not important or serious

enough to report; there is a lack of

knowledge on how to report and/or

proper reporting channels; individuals

considered it pointless to report

because they would not have been

believed. 

These findings are imperative to us,

because they give us a better picture of

how sexual harassment is experienced

nowadays by different demographics. 

They also show us why people are not

willing to report - giving us new

insights into understanding the

extremely low number of reporting in

instances of sexual harassment. 

1) Women and individuals who identify

as non-binary experience more sexual

and specifically gender harassment

than men

2) There was a minimal difference

between ages in they experience and

perceive sexual harassment.



ABOUT US //

ABOUT METTA SPACE
Metta Space is a Deep Tech B2B Platform that is on

a mission to eradicate sexual harassment from the

workplace through innovative deep tech solutions. 

Sexual harassment is still a prominent and present

problem in all work spaces. Despite the

advancement and awareness raising of the #MeToo

movement , sexual harassment continues to be

perpetrated on a daily basis , making workplaces less

secure , safe , and decent . 

SUSTAINABLE
DEVELOPMENT GOALS

create a fairer and more equal workspace for

women & girls who are currently the main

targets of sexual harassment and 

promote inclusive and sustainable working

environments in which all employees are treated

in a just manner

At Metta Space we believe that it is every person ’s

right to work or study in a safe and decent

environment , that treats them with dignity , respect

and value. This includes working and studying free

from sexual harassment . 

Therefore , we have linked our mission closely with

the United Nations ’ Sustainable Development Goals

5 (Gender Equality) and 8 (Decent Work & Economic

Growth), in order to show that sexual harassment is

a vital problem in workplace misconduct and needs

to be tackled to 

1.

2.
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E U R O P E A N
U N I O N

Currently, the European Union is

trying to tackle sexual harassment

and other workplace misconducts via

the EU Directive 2019/1937. This

directive aims to protect employees

who report breaches of European

Union law (aka whistleblowers), and

constructs a framework for the

security of such persons. 

This Directive makes companies

responsible for generating a system

that aids the reporting of such

workplace misconduct - including

sexual harassment. 

EU  DIRECTIVE  2019 / 1937 At Metta Space we are anticipating

the impact this Directive could

have on the eradication of sexual

harassment in EU workplaces.

However, we believe that until such

legal changes can be made, we

continue to have to be proactive,

and protect workers from sexual

harassment. Every employee

should feel content, invulnerable

and confident going into their

place of work every day, without

fear of harassment or reprisal. 

This goal is one of the reasons why

we decided to generate a survey,

which would help us forward that

mission.
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Sexual harassment is oftentimes misunderstood as mainly being

what we call “black and white” harassment . That includes physical

harassment , such as groping , sending explicit photos , or asking for

direct sexual favours in exchange for benefits . 

However , from our last survey , we know that there are many different

forms and facets to sexual harassment . There are many “grey" or

"ambiguous" areas that are not always categorised or perceived as

sexual harassment by many , but that nevertheless are so , both legally

and normatively . 

Through our latest research we know that every person perceives

sexual harassment differently based on their previous experience

with it or their demographic . As such , we want to follow this

knowledge in all of our work , including in how we shape and create

the Metta Space platform . Therefore , we always take great care not to

impose our own bias onto the definition of sexual harassment . 

One of the ways in which we can prevent this , is by collecting mass

amounts of data on what other people think and believe sexual

harassment to be . In this way , we can gain a more holistic and

comprehensive understanding of sexual harassment , in order to start

planning and strategising on how best to defeat and combat it .

R&D DEPARTMENT //

The Research & Development department at Metta Space

aims to understand sexual harassment in order to

eradicate it thoroughly

RESEARCH & DEVELOPMENT
the department to further our understanding of
sexual harassment
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Unwelcome touching

Suggestive comments or jokes

Sexually explicit pictures or posters

Unwanted invitations to go out on dates

Asking for sexual favours in return for something

Intrusive questions about a person ’s private life or body

Insults or taunts based on sex or gender

Sexually explicit emails or text messages

Telling lies or spreading rumours about a person ’s personal sex life

Sexual harassment does not always have to be specifically targeted at

one person or be concentrated around sexual behaviour . It can also

revolve around sexist comments directed towards a specific group or

gender , and be general workplace conduct of an employee .

 

Sexual harassment can be perpetrated by any employee , and

targeted towards one other employee , a group , or be general

behaviour . There does not need to be a specific relationship

(supervisory , colleague , etc .) with another employee for the behaviour

to count towards sexual harassment .

 

Workplace sexual harassment can occur in any type of work or

learning environment . There can be many different scenarios we can

consider as sexual harassment . It is especially important to

remember that it can also occur in non-office settings , outside of

working hours , or outside of work-related communications platforms .

Some forms or types of workplace sexual harassment include :

R&D DEPARTMENT //

Any form or type of harassment perceived as having explicit

or implicit sexual overtones, or unwelcome behaviour that’s

sexual, offensive, humiliating or intimidating

SEXUAL HARASSMENT
a definition from metta space
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O U R  S U R V E Y

Metta Space thoroughly believes

in putting people and employees

at the centre and forefront of

their solution. Because sexual

harassment is not just a

professional issue, it is a personal

one too. And through all the data

and statistics we can often forget

how traumatising and agonising

workplace sexual harassment can

be for an employee. 

Therefore, we continuously want

to ask our network to understand

how they experience sexual

harassment, how they report

sexual harassment, how they

perceive sexual harassment. This

way we can understand sexual

harassment better, and find more

comprehensive and holistic

solutions for its eradication. 

In order to have a holistic and

comprehensive understanding of

sexual harassment and how it

affects employees and

companies, we wanted to ask our

network about their personal

experiences. 

In this survey, we wanted to gain

a better understanding of the

experiences of sexual harassment

depending on their demographic

- specifically gender and age. We

also wanted to measure the way

in which sexual harassment can

be gendered.

We therefore collected data both

on gender and sexual harassment,

to understand how different

demographics react and perceive

these types of harassments

differently.  

By collecting more data on these

factors, we believe that we can

gain a better comprehension of

how different demographics

understand and experience both

gender and sexual harassment

differently.

Lastly, we anticipate that by

collecting qualitative data, we will

be able to discern more concrete

reasons as to why individuals

choose not to report - and how

this differs between genders.
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SURVEY SUMMARY //

BACKGROUND
We want to push this data to the forefront of our work and use what

we learn about sexual harassment to include it into our reporting

app for employees , our algorithm and our future research.

PURPOSE
At Metta Space , we always aim to be as transparent with our data as

possible. This is for two reasons. 

Firstly, there is already a lack of published , open-sourced data on

sexual harassment. The reasons for this dearth ranges from an

absence of interest in the topic , to difficulties in measuring or

reluctance of publishing it.

We believe that in order to combat sexual harassment , we have to

be open about it and raise awareness. We understand that sexual

harassment can be traumatising , often filled with shame and guilt

and we want to help those affected gain courage and strength. 

By publishing our data , we contribute to a greater source of

statistics and facts on sexual harassment , which other companies ,

researchers or individuals can use for their own knowledge. 

Secondly, we want our customers and clients to know why it is

important to speak about sexual harassment to try to combat it.

Our numbers are often shocking to many because they reflect high

numbers of sexual harassment , low numbers of sexual harassment

reporting , and severe psychological consequences for those

affected. 

Nevertheless , we want to bring these numbers to the forefront , as

we believe that only this way can we continue showing how

relevant and imperative the work that we do at Metta Space is.
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METHODOLOGY

For this survey we wanted to reach as many people as

possible. We therefore shared the survey in our own

personal networks , as well as posting it on different social

media platforms , such as Instagram or LinkedIn. 

We also asked our 52 Metta Space Ambassadors to share it

within their network and post about it on their social

media. As they range 28 different nationalities we hoped

to attain a better global grasp on sexual and gender

harassment in different cultures and countries. 

We knew that the main demographic that we would target

were younger individuals currently studying at university ,

as this was the main demographic of our ambassadors at

the time. Yet we believe this allows us to see how the next

generation entering the workforce sees , perceives and

understands sexual harassment. However , we have also

taken care this time to share our survey within older age

groups and different genders to be able to have a more

balanced representation within respondents.

We also want to highlight that all our data collection was

completely anonymous. We do not know who ended up

taking the survey , as we did not collect any personal

information , including names or contact information.

Once we collected the data and closed the survey , we

worked on R Studio in order to clean the data. This

updated dataset was then analysed through Microsoft

Excel and statistics were calculated in this manner .

SURVEY SUMMARY //

our research methodology to collect
and analyse our data
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Part 1: We collected information on the

demographics of our respondents. This

included their age , gender , sexual

orientation and their current profession -

whether they are working or studying.

Part 2: We asked respondents to answer

whether they had ever experienced any

action that we listed. These were split in

two ways : jokes and/or comments and

incidents. We did not reveal whether any of

these actions were sexual and/or gender

harassment to gain unbiased responses. 

Part 3: We collected data on whether the

respondents had experienced gender or

sexual harassment and then compared that

to how this response differed to their

response in Part 2.

Part 4: We asked our respondents whether

they had reported said sexual or gender

harassment asked about in Part 3 and if

they did not , what their reasons were for

not reporting.

SURVEY RESULTS //

SURVEY RESULTS

our survey was structured in four ways
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Overall, 617 people responded to our survey.

In order to not force individuals to categorise their gender identity, we wanted to

leave them the choice to tell us how they identify. Then, we cleaned the data

depending on the majority of responses. We found that there were three main

categories: Women, men and non-binary individuals.
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SURVEY RESULTS //

PART 1: SURVEY
DEMOGRAPHICS

77.8% of respondents identified as women, 20.4% identified as men, 1.6%

identified as non-binary and 0.2% preferred not to say. 

This number already showed us that we reached far more women than other

genders. It could be that more women are in our network, but it is also likely that

more women, especially rather than men, felt compelled to answer this survey.

This can be for reasons of larger experience with sexual harassment, or simply

because they feel more affected by the topic in general.



These results gave us a good overview of

the type of people we target in our

network. This way we know who we

should target on more in our next survey. 

Secondly, through data cleaning, we are

able to understand which response is

linked to which demographic. 

We can understand how a gender in one

age range views sexual harassment. And

that gives us a lot of insight on how to

target sexual harassment differently with

different demographics. Because that is

at the core of Metta Space: not bringing

our own bias into sexual harassment.
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SURVEY RESULTS

PROFESSION

AGE

We then asked the respondents’ ages.

9.1% were under the age of 20, 61.3%

were between 20-25 years old, 21.89%

between 26 and 35, 4.4% between 36

and 50 and 3.4% over 50 years old.

We also wanted to know how many

respondents were working or studying.

46.5% are  working. 29.5% are studying,

23.5% are doing both, and 0.5% said they

are doing neither. 

Although we also asked about their

sexual orientation, we wanted to create a

separate survey analysing this data, as

we believe it merits its own investigation.



After collecting initial data on our participants , we looked

at different situations , which we consider to be sexual or

gender harassment . Our purpose was not to disclose

whether these proposed situations (incidents , jokes ,

comments) are classified as sexual or gender harassment ,

as we wanted to understand how our respondents

themselves defined sexual or gender harassment. 

The proposed situations or actions were divided into

jokes/comments and incidents. 

Jokes or comments referred to verbal actions that attempt

to target one ’s capacities , body expressions or ways of

dressing , relating them to the person ’s gender or sexual

orientation without taking into consideration their

personal decisions about their own selves. 

Incidents refer to a higher level of harassment , which

included actions that attempt to hurt one ’s integrity and

dignity , degrading the target to a lower or minor position

with respect to the harasser . 

This part of the survey was conducted as follows : an open

question was formulated and bullet points with actions

were presented to respondents. The respondent needed to

choose from the actions provided , answering the question

whether they had experienced these situations or actions. 

SURVEY RESULTS //

PART 2: JOKES AND INCIDENTS

Have any of these jokes, comments or incidents
ever been made to you at work or university?
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On average , 40.9% of respondents experienced any of the

presented actions in a place of work or study.

SURVEY RESULTS //

PART 2: JOKES AND INCIDENTS

Have any of these jokes or comments ever been
made to you at work or university?

P A G E  1 5M E T T A  S P A C E ,  S L .

The most commonly repeated action that respondents said

to have experienced are comments made to their clothes

or working attire , with over half of them answering with a

positive response. 

We believe that these type of comments are made at a

place of work or study due to certain norms that formulate

especially around the female body , in which types of

clothing are deemed a threat to other ’s concentration or

attention. As a result , those who do not follow these norms

are pointed out by their colleagues as wrongdoers. 



The total of respondents that reported having experienced

any type of incident at work or university is an average of

35.1%. This number however might be reflecting the

problem of identifying the situation experienced or the

ability to categorise it on to the statements provided. 

SURVEY RESULTS //

PART 2: JOKES AND INCIDENTS

Have any of these incidents ever occurred to
you at work or university?
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The situation which most respondents (52%) had

experienced is inappropriate compliments. Around 30% of

respondents agreed to having experienced degrading

conversations about their gender ’s ability to lead , gender

derogatory slurs , less favourable treatment due to their

gender or comments made about the tone of their voice.
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SURVEY RESULTS //

P2, BASED ON GENDER

We split responses by gender, to see how
different genders were affected differently
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1) Sexual comment about your body 2) Comment/Joke about your sexual
orientation 3) Inappropriate compliments 4) Comment about your

clothes/working attire

1) Degrading conversation about your gender’s ability to lead 2) Gender
derogatory slurs 3) Less favourable treatment due to your gender 

4) Comment made about your tone of voice 5) Inappropriate compliments

JOKES/
COMMENTS

INCIDENTS



SURVEY RESULTS //

P2, JOKES BY GENDER
Women and non-binary individuals
account for a higher percentage than men

Individuals who identify as non-binary have the highest

percentages for all five presented actions. The reason for

this could be because they are a specifically targeted

group , but we also did not have a statistically

significantly large enough respondent group to make

that assumption yet.

In many cases , over half of female respondents stated

that they had faced a certain type of joke or comment.

This was especially the case in jokes revolving around

gender (e.g. joke or comment made about your

intellectual capacity based on your gender) or those 

 including physical scenarios (e.g. comment made about

your clothes or working attire).

Male respondents scored higher than women when

asked about jokes or comments made about the body

targeted at their gender , accounting for 51 .6% of all men

surveyed versus 44% of women. Although many men

might experience these types of jokes or comments , we

are also aware that we gave an example that was

targeted at men ’s genitals : “grow some balls”. This might

have caused male respondents to identify with this

statement in general more than women , or more than

with other statements. 

Rather than taking this as a limitation however , we

hypothesise that men are actually less aware of being

sexually harassed unless provided with specific

examples that appeal to them - something we are

interested in researching further .
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SURVEY RESULTS //

P2, INCIDENTS BY GENDER

The trend was similar to the data gathered from
the jokes and comments section

Non-binary individuals scored the highest percentages

when asked about any type of gender or sexual

harassment incident. The response which scored the

highest in this category was whether they had

experienced any form of inappropriate compliments.

In general , there was a higher percentage of women to

men experiencing the named incidents. Although the

points are lower compared to the ones obtained for

jokes and comments , it is significantly important to

consider that these types of gender and sexual

harassments are far more serious than jokes or

comments.

The only incident in which men accounted for more

percentage of targets was for having experienced

"gender derogatory slurs". We hypothesise that this is

because society has tended to teach men to be “strong”

or “emotionally stable” and that a "problem" in terms of

societal norms arises when they do not portray

themselves in that way. 

However , in reality these slurs should be seen as

damaging , since the consistent norm of being "strong"

and not "emotional" contributes to a factor of toxic

masculinity increasing hostile working environments -

not only for men , but for everyone.   
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SURVEY RESULTS //

P2, BASED ON AGE
We split responses by age, to see how
different ages were affected differently
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1) Sexual comment about your body 2) Comment/Joke about your sexual
orientation 3) Inappropriate compliments 4) Comment about your

clothes/working attire

JOKES/
COMMENTS

INCIDENTS

1) Degrading conversation about your gender’s ability to lead 2) Gender
derogatory slurs, 3) Less favourable treatment due to your gender 

4) Comment made about your tone of voice 5) Inappropriate compliments



SURVEY RESULTS //

P2, JOKES BY AGE
When the results were separated by age, all
responses were even across all ages

The percentages were lowest for "joke or comment

made  about your sexual orientation". The age group

that responded having faced this situation most was 

 younger (under 20 and 20-25). As the respondent age

group becomes older , positive responses decreased.

This trend could be due to younger generations tending

to be more open nowadays with having different sexual

orientation to the "norm" (heterosexuality). In today 's

society being part of the LGBTQIA community tends to

be more accepted. 

On the one hand , the larger amount of responses to this

question might thus correlate with younger generations.

However , it could also translate as more people being

vulnerable towards vilification of their sexual

orientation , creating more scenarios for these jokes. 

It could also be that society still considers those with

different sexual orientations to heterosexuality as a

minority and might not realise that they are actually

making inappropriate comments or jokes.

Regarding the "joke or comment made about clothes or

working attire", the percentage across age groups

increases towards older respondents. This may relate to

the fact that older respondents have spent more time in

the workforce compared to younger ones , therefore , 

 having had more occasions in which they could have

been confronted with these types of comments.
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SURVEY RESULTS //

P2, INCIDENTS BY AGE

When the results were separated by age, all
responses were even across all ages

However , we especially found similarities among all

ages experiencing degrading conversation around their

gender ’s ability to lead and comments about the tone of

their voice.

There is a spike at the under 20 ’s for gender derogatory

slurs. We hypothesise that the spike implies that new

generations are either more aware about certain words

or rhetorics that are gender derogatory slurs , or that , in

contrast , these types of slurs are used more frequently

than before. 

The age group that experienced inappropriate

compliments the most are respondents between 26 and

35 years. Age groups related to this incident scored

higher compared to those referring to other incidents.

We believe this is due to the fact that it is easier to

recognise having experienced such disproportionate

comments or improper compliments.

With regard to "less favourable treatment due to your

gender", it seemed to be increasing in number of

percentage along the age range. The age group from 26

to 35 years old peaked at almost 50% of respondents

having suffered the proposed situation. We suppose it is

related to norms in the workforce , but from the people

surveyed , it did seem to be a coincidence that those

who have spent more time at work are the ones who

suffered more from it .    
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It is clear that in most cases , the majority of individuals who

experience these types of comments , jokes or incidents are still

women - disproportionately so . 

However , that is not to say that men do not experience these

types of situations . We must remember that any number is too

high for an individual of any gender to experience . Yet we

believe that oftentimes men might not be as privy to realising

they are being sexually harassed . 

Non-binary individuals revealed the highest percentages in

terms of sexual and gender harassment experiences of all

types . It could be that they are a gender that experiences more

harassment than usual . However , it could also be due to the

limitation of gathering less data from this group . We therefore

need to push more research on this front in order to assure

that we understand how all types of genders experience sexual

harassment .

SURVEY RESULTS //

P2, CONCLUSION

Almost half of respondents experienced different
types of harassment in the form of jokes,
comments or incidents
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39.9% of all respondents said that they had experienced

sexual harassment , while 16.5% said that they were not

sure if they had.

That latter number is alarming to us , as it shows that

many people might not even be sure what exactly

categorises as sexual harassment , have tried to forget

about it or are not aware when sexual harassment is

being perpetrated on them. 

P A G E  0 3

SURVEY RESULTS //

PART 3: QUESTION 1

Have you ever experienced sexual harassment
at work or university?
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41 .3% of all respondents said that they had experienced

gender harassment , while 26.1% said that they were not

sure if they had.

This number is slightly higher than for the first question

on sexual harassment. On the one hand it could be that

more individuals experience gender harassment rather

than sexual harassment. But on the other hand , it is also

possible that more people have more facility in

recognising gender rather than sexual harassment.

SURVEY RESULTS //

PART 3: QUESTION 2

Have you ever experienced gender harassment
at work or university?
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When we broke down this question based on gender , 46.3% of

women and 50% of non-binary individuals said they had

experienced sexual harassment , versus 15.9% of men. 

Meanwhile , 17.3% of women and 20% of non-binary individuals

were not sure whether they had experienced sexual

harassment , versus 14.3% of men. 

This shows us that over double the amount of women and non-

binary individuals to men experience or have experienced

sexual harassment at work or university. In contrast to men ,

more women and non-binary individuals were also clearer on

whether they had experienced it. 

SURVEY RESULTS //

P3: Q1,  BASED ON GENDER

Have you ever experienced sexual harassment at
work or university?
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When we broke down gender harassment based on gender ,

43.8% of women and 50% of non-binary individuals said they

had experienced sexual harassment , versus 15.9% of men. 

Meanwhile , 28.3% of women and 20% of non-binary individuals

were not sure whether they had experienced sexual

harassment , versus 18.3% of men. 

Although over double the amount of women and non-binary

individuals to men experience or have experienced sexual

harassment at work or university , more respondents have also

in general experienced it to sexual harassment. 

An especially interesting number though is that double the

male respondents said they had experienced gender versus

sexual harassment . 

SURVEY RESULTS //

P3: Q2, BASED ON GENDER
Have you ever experienced gender harassment at work
or university?
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We can be quick to conclude that older individuals are larger

targets of sexual harassment , but we must remember that they

have been in the workforce for longer . Therefore , there is a higher

likelihood of having experienced any type of workplace misconduct ,

simply for the amount of years that they have been working in

comparison to under-20 year olds. 

Despite not having been at university yet , or in the workplace for

long (young people  attending university for 3-5 years), the numbers

are extremely high. There is an almost 30% probability that a 20-25

year old will experience sexual harassment in their first 5 years of

joining the workforce (assuming they start working at 20 years old). 

In general , older age groups are surer whether they have

experienced sexual harassment. While 26.8% of under 20 year-olds

do not know whether they experienced harassment , only 7.4% of

36-50 year-olds were not sure. This shows that possibly , they have

been educated on the topic , have more awareness of it , or have

experienced it more profoundly , and are thus able to recognise it . 

P A G E  0 3

SURVEY RESULTS //

P3: Q1,  BASED ON AGE 
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Have you ever experienced sexual harassment at work
or university?



On average , all age groups experienced more gender to sexual

harassment. While only 3.6% of under 20-year olds responded that

they had experienced sexual harassment , 14.3% said they

experienced gender harassment. 

Similarly as with sexual harassment , there is a trend towards having

older respondents experience more gender harassment than

younger ones.
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SURVEY RESULTS //

P3: Q2, BASED ON AGE 
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Have you ever experienced gender harassment at work
or university?



SURVEY RESULTS //

P3: DATA ANALYSIS
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Having asked respondents what jokes , comments or

incidents they had experienced , we understand how

this correlated to their response of having

experienced gender or sexual harassment.

We wanted to ensure that we did not place our own

bias and perceptions on what we think gender or

sexual harassment is. Therefore we did not define

neither gender or sexual harassment in the survey.

The purpose of this decision , is that we wanted to

analyse and correlate the data both to Part II and to

Part III . We wanted to know how many people said

yes to having experienced a comment or joke

outlined in Part II (actions which are actually

defined as gender or sexual harassment), but said no

to having experienced gender or sexual harassment. 

This is important to us , because it shows us that

many respondents still do not identify themselves as

having experienced harassment (when asked at

point blank), but do respond positively when

detailed actions or behaviours are outlined. 

This means that we still have a long way to go to

raise awareness on what constitutes as sexual and

gender harassment , so that when these incidents do

occur , targets will be able to flag this behaviour and

report it . 



SURVEY RESULTS //

P3: DATA ANALYSIS
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Respondents saying "yes" to these actions but "no" to having
experienced sexual  harassment

Respondents saying "yes" to these actions but "no" to having
experienced gender  harassment



This number was higher for women and non-binary

individuals than for men. 48.3% of women said they had not

experienced sexual harassment , but did say they had

experienced an inappropriate compliment. 

Similarly , 40.4% of women said they had not experienced

sexual harassment , but had experienced a sexual comment

made about their body - this number was significantly lower

(25.9%) for men. 

The only criteria in which men had a higher percentage than

women , was in the category of "a joke made about their

sexual orientation", while saying "no" to having experienced

sexual harassment . We can hypothesise this in different

ways , but one theory could be that jokes about being "gay"

or "homo" are unfortunately very frequent , yet might not be

perceived as sexual harassment - despite it being so.

SURVEY RESULTS //

P3: DATA ANALYSIS,
BASED ON GENDER
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SEXUAL
HARASSMENT



SURVEY RESULTS //

P3: DATA ANALYSIS,
BASED ON GENDER
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These statistics were not much different when analysing

gender harassment . Again , in general , women and non-

binary individuals had a higher response to saying they had

not experienced gender harassment , but saying they had

experienced certain actions or behaviours. 

For example , 39.3% of women responded "no" to gender

harassment , but had actually experienced jokes about their

intellectual capacity based on their gender .

The only criteria in which men had a higher percentage than

women , was in the category of "a joke made about their

body targeted at their gender", while saying "no" to having

experienced gender harassment.

GENDER
HARASSMENT

1) Joke/Comment made about your intellectual capacity based on your
gender 2) Joke/Comment made about the body targeted at your gender 3)

Degrading conversation about your gender's ability to lead 4) Gender
derogatory slurs 5) Less favourable treatment due to your gender



Seeing the numbers , we can conclude that there are still large

amounts of people who experience , or have experienced , sexual

and/or gender harassment . In general , this number tends to be

higher in women and non-binary individuals. 

Furthermore , despite large amounts of people having

experienced both gender and sexual harassment in a place of

work or study , there is a large disparity in how many actually

recognise that they have been harassed. 

Oftentimes , the idea of having been "harassed" seems too

"dramatic" to point out when asked directly. However , when

asked in more discrete terms but with concrete examples , there

is less of an "intense" association with answering this question.

Yet , in order to properly eradicate sexual or gender harassment ,

it is imperative that targets become aware of just that - that they

are being targeted. In this way , proper intervention (in the form

of reporting or just calling the behaviour out) can be

implemented , thus changing workplace culture and environment

from the root up.

SURVEY RESULTS //

P3, CONCLUSION

this data demonstrated to us the severe disconnect
between being harassed and realising this harassment
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We already know that many targets of sexual harassment

choose not to report their incidents. We believed this lack in

reporting to be due to a variety of reasons , such as lack of

knowledge on what actually constitutes as sexual harassment ,

fear of consequences or retaliation or lack of trust in reporting

processes. Regardless of the reason , the fact still remains that

targets of sexual harassment rarely report the incident . 

Therefore , we wanted to dig deeper and understand how

many people do not report and why they choose not to do so. 

SURVEY RESULTS //

PART 4: QUESTION 1

Did you report the case of sexual/gender
harassment?
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We found that in total , only 19.61% of those who experienced

sexual or gender harassment reported it , whilst 80.4% did not.

This number was similar across all genders and ages with the

majority saying that they had not reported instances of sexual

or gender harassment . 



SURVEY RESULTS //

PART 4: QUESTION 1
Did you report the case of sexual/gender
harassment?
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Not reporting harassment is an obstacle towards its

eradication , as it promotes impunity towards these actions.

Perpetrators do not face consequences to their actions and

thus continue to harass. Moreover , it takes power away from 

 targets , further diminishing their integrity and control . 

We wanted to know why respondents who had experienced

sexual harassment decided not to report , to better

understand how we , at Metta Space , could support them.



The incident was not "important" or "serious"

enough to report : 18.8%

Lack of knowledge on how to report and/or proper

reporting channels : 16.7%

It was pointless to report because they would not

be believed : 12.9%

The data showed that the three main reasons for not 

 reporting instances of sexual harassment are : 

SURVEY RESULTS //

PART 4: QUESTION 2

If you have experienced harassment, but did
not report it, what were your reasons?
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We split the data by gender to understand whether there were

any relevant differences. It is important to note that overall

more women participated in this part of the survey. This could

be seen as a limitation as it sways the data. Yet we see it as

interesting that more women seemed to identify with having

experienced sexual harassment , but did not report it. 

We found that most people who provided a reason to the

question "why did you not report your case of sexual

harassment?" were women. The data we gathered showed that

most women felt that it was pointless to report cases of sexual

harassment because nothing would change ; fear of being

labelled and it affecting their reputation ; lack of evidence or

proof ; sexual harassment has been too normalised to report . 

SURVEY RESULTS //

PART 4: QUESTION 2, 
BASED ON GENDER
If you have experienced harassment, but did
not report, what were your reasons?
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1) Not realising it was sexual harassment 2) Pointless to report - nothing
would change 3) Incident was not important or serious enough 4) Fear of

being labelled 5) Negative consequences and/or retaliation 6) Lack of
knowledge on how to report 7) Pointless to report because they would not
be believed 8) Lack of evidence or proof 9) Harasser was a supervisor 10)

Feelings of shame 11) Sexual harassment is too normalised



We believe that there has been a normalisation of sexual

harassment which has been extremely harmful for the

willingness of targets to report instances of sexual harassment .

The data has shown that there is a need for adequate education

and awareness raising outside and within the workplace to

combat this lack of reporting and to highlight what sexual

harassment actually is . 

Furthermore , we have also seen that a lack of knowledge and of

safe reporting channels also limit a target 's willingness to report

such instances . Metta Space will greatly help in the ramification

of this issue , as we provide the necessary reporting channels to

companies in order to ensure that there is a safe and healthy

working environment , free of sexual harassment . 

SURVEY RESULTS //

P4: CONCLUSION

the data clearly shows that there is an issue regarding
the reporting of sexual harassment, especially for women
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OUTCOMES //

OUTCOMES
following the data analysis we gathered through this
survey, we found several conclusions worth highlighting

Firstly, as expected , we found that women

experience more sexual and specifically gender

harassment than men ; together with individuals who

identify as non-binary , who also experience more

harassment than men. 

Secondly, there was no huge difference between

ages in terms of how sexual harassment is

experienced , however those who had been in the

workplace for longer have experienced more sexual

harassment in relativity.

Thirdly, we found that individuals still fail to

recognise certain types of actions as sexual or gender

harassment , when in fact they are. This allowed us to

see that there is still a lack of awareness of what

constitutes , or is defined as , sexual or gender

harassment , which needs to be addressed in order to

tackle the problem effectively. 

Lastly, sexual harassment is still incredibly under-

reported. There are various reasons why individuals

choose to stay quiet with sexual harassment including

fear of retaliation , fear of not being believed or simply

because they did not realise it was harassment. With

our survey we have found that the three main reasons

why people are unwilling to report sexual harassment

are that the incident was not "important" or "serious"

enough to report ; there is a lack of knowledge on how

to report and/or proper reporting channels ; and 

 individuals considering it pointless to report because

they would not be believed. 
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RECOMMENDATIONS &
FUTURE RESEARCH

//

RECOMMENDATIONS 
we encourage other researchers in this field to
continue collecting data on sexual harassment

Create a committee dedicated exclusively to the issue

of sexual harassment , which is protected by a sexual

harassment policy , whose aim is to communicate and

raise awareness of the message to all levels of the

organisation. 

Contract an anonymous reporting system within the

company. Metta Space is willing to provide tech-

based solutions to help those who have experienced

sexual harassment by giving them the support they

may need post-incident and create a sense of

community so that no one has to feel alone. 

Support and believe targets of sexual harassment if

they step out and report. Sometimes the need for

proof or evidence hinders them from reporting and

can reinforce a negative or culpability feeling. 

Speak up about these conversations surrounding

sexual harassment , so that stereotypes and prejudices

can be eliminated , thus creating a safer working

environment and culture. 

We at Metta Space work towards tackling sexual

harassment. If you or your company aims to do the same ,

we wanted to outline some recommendations and advice

that we have learnt through our own research.

1.

2.

3.

4.
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RECOMMENDATIONS &
FUTURE RESEARCH

//

FUTURE RESEARCH 
as a result of this survey, we have enlarged our
knowledge on gender and sexual harassment

We have been able to collect more in-detail data and

allow for more open-ended questions to be answered.

This will help us further prevent bias and

misunderstandings about sexual harassment. 

Sexual harassment is still a gendered issue , meaning it

affects women and non-binary individuals at a larger rate

compared to men.

In order to conduct surveys and gather data , we

recommend gaining information from as many people as

possible. This fosters inclusivity and diversity and gives

visibility to under-represented groups , such as non-binary

individuals , different ages , backgrounds or regions. Such

D&I gives a broader , more comprehensive and diverse

definition of sexual harassment attaining more

wholesome , inclusive and holistic data.

For future research , we propose collecting data about

how sexual harassment differs for individuals of different

sexual orientations. In fact , this is something that we

hope to research and publish ourselves next month. 

It would also be of interest to investigate how inclusivity

and the gender makeup of the workforce affects the

point of view and rate of repetition of sexual harassment .

By researching sexual harassment further and in more

detail , we will collectively be able to understand the

issue more thoroughly and eradicate it efficiently.
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