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I’m pleased that we’re able to publish this data to show universities’ progress 
delivering the culture change that is needed in institutions to tackle gender 
based violence, harassment and hate incidents. I hope this report will bring 
reassurance to students, staff and stakeholders that this necessary and 
important work is being done, but most particularly, I hope it will provide 
reassurance to anyone who has experienced gender based violence, a hate 
incident or harassment whilst at a university. A concerted mix of action, 
focused on both prevention and response, is happening in higher education 
in Scotland (and the UK) with the aim of preventing this happening to others. 

It’s clear from the data that there has been progress - there has been a 
significant volume of work by universities, working both individually and 
collaboratively to tackle gender based violence - but universities recognise 
there is much still to do and we are learning from past mistakes. 

I am encouraged that the survey results confirm senior leadership, 
commitment & buy-in. That is certainly my experience as Principal at 
Edinburgh Napier and also amongst my peers in the Principals’ Group at 
Universities Scotland. Clearly, this needs to be sustained and we need to 
pay close attention to the areas which the data suggest still need work; 
one of Universities UK’s most important recommendations for me is that 
universities should give equal priority status to the different issues of gender 
based violence, hate incidents and harassment.  

Alongside the data, it’s helpful to have a set of recommendations and actions 
from Universities UK which will help maintain momentum. 

Over 2019/20, Universities Scotland will lead work to review Universities 
UK’s 2016 Student Misconduct Guidance for the Scottish policy and legislative 
context, in light of three years of activity in higher education. There is much 
in the recommendations in this report that we can and will include in that 
project. I am grateful to Professor Pamela Gillies of Glasgow Caledonian 
University who will lead this work for Scottish institutions. I know that 
Professor Gillies intends to take the opportunity to set a new standard for 
institutions’ responses when student to student behaviour falls short of 
expectations and may also constitute a criminal offence.

Preface

Professor Andrea Nolan
Convener, Universities Scotland
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Universities strive to be inclusive, 
safe and respectful places for their 
students and staff. Sadly, as in the 
rest of society, that is not currently 
always the experience of everyone 
working or studying in higher 
education and that is a situation that 
universities want to address. 

In 2016 Universities UK’s 
Harassment Taskforce led an 
assessment of the evidence on 
the nature and scale of sexual 
misconduct, hate incidents and 
all forms of harassment across 
the higher education sector. That 
assessment was partnered with a 
series of recommended actions in a 
report, Changing the Culture, that 
aimed to ensure there is no place 
for gender based violence, no place 
for harassment of any kind, and 
no place for hate incidents in our 
universities. Changing the Culture 
focused on both prevention and 
response. 

Universities UK (UUK) has followed 
up on the Changing the Culture with 
additional resources for universities 
and an annual conference for 
practitioners. This report marks the 
first significant overview of the work 
led by universities to tackle gender 
based violence, hate incidents 
and other forms of harassment 
within the university community. 
Conducted as a survey, run by UUK 
between October 2018 and spring 
2019, its purpose was to track 
progress, get an understanding of 
the effective range of action taking 
place in individual institutions and 
to identify what challenges and 
barriers remain. Helpfully, the 
survey allowed a disaggregation 
of the data for Scottish higher 
education institutions so we now 
have the first, clear overview of 
Scotland’s progress and remaining 
challenges.  

This report should be understood 
as a companion report to UUK’s: 
Changing the Culture: Tackling 
gender based violence, harassment 
and hate crime: two years on.

We hope this data will be useful for 
both institutions themselves and for 
stakeholders. We publish this data 
very mindful that it reflects a work 
in progress to tackle harmful and 
intolerant behaviours where they 
exist in our universities. We know 
that the data report is not likely to 
indicate as much progress, across 
all areas, as quickly as everyone 
would like to see. Universities do 
not yet have all the answers nor is it 
possible to say that they are getting 
everything right but they are very 
alert to the issues and very aware of 
the deeply personal and damaging 
toll that incidents of this kind take 
on people’s lives. 

Whilst there is still more to do, 
universities are focused on tackling 
it. The results of the survey indicate 
there is a lot of activity underway 
in institutions and a rapid pace of 
change. Key aspects of the progress 
achieved include:

• Scotland is taking a strategic and holistic approach to tackling this issue 
with 92% respondents taking a whole institution response. 100% of 
Scottish responding institutions said change would be embedded in 
governance structures and/or policies and procedures. 

• Universities’ approach to tackling all forms of harassment has been 
very inclusive of students, staff, campus and students’ unions and third 
sector and local organisations such as Rape Crisis Scotland.

• There has been significant progress on mechanisms to support 
students to report incidents. 77% of universities have published 
clear information on how to report and 69% have developed new or 
improved reporting mechanisms. 62% have put additional support in 
place for reporting students.

At UK level, UUK has published a 
new set of recommendations that 
emerge from the survey findings. 
UUK intends to lead, or work in 
partnership to deliver many of them. 

Several of the recommendations 
provide valuable insight that 
Universities Scotland will use to 
inform the planned review of the 
UUK/Pinsent Mason Guidelines on 
Student Misconduct for Scottish 
HEIs, which is due to begin in 
autumn of 2019. The remit of 
that review mirrors that of UUK’s 
Changing the Culture and so will 
address all forms of harassment 
covered by this survey. You can find 
the full set of recommendations on 
page 14. The tables indicate which 
recommendations will be picked up 
and acted on as part of Universities 
Scotland’s review.

Introduction



It is helpful that we are able to 
publish this data in the second half 
of 2019, as it comes a year after the 
launch of the Equally Safe Toolkit 
for Higher Education, which aims to 
support universities with a strategic 
approach to the prevention of 
gender based violence (GBV). 

Whilst the Toolkit’s publication did 
not signal the start of prevention 
work in Scottish higher education, 
it has been a further stimulus and 
has supported greater levels of 
collaboration within the sector. 

The survey results indicate a high-
level of activity to tackle gender 
based violence in institutions 
and suggests that universities are 
active in their consideration of new 
approaches. 

It is fair to say that of all the issues 
covered by the survey, gender based 
violence has had the highest profile 
in the higher education sector in 
Scotland throughout 2018/2019 
and the period in which the survey 
ran. This partly reflects the sharp 
focus that the global #MeToo 
movement has brought to the issue 
in wider society and the need for 
universities to respond effectively 
to anyone empowered as a result 
of the movement to come forward 
and make a disclosure. It is also 
partly due to the emergence of 
the #EmilyTest campaign (now a 
registered charity) in Scotland and 
the sector’s engagement with its 
purpose. Whilst it is undoubtedly 
right for the sector to focus efforts 
on tackling gender based violence, 
other forms of harassment also 
have the potential to cause trauma 
and it is key that hate incidents 
and other forms of harassment are 
not overlooked. This is picked up in 
recommendation 2.

The context in which Scotland works 
to tackle some of the issues covered 
by the survey is different from other 
parts of the UK in terms of policy, 
funding and legislation as a result 
of devolution. So far, this is perhaps 
most notable in regards to issues of 
gender based violence. 

The survey from which the data is 
drawn was shaped and led by UUK 
and some questions reflect the 
English policy and funding context 
and terms used in England rather 
than Scotland. As an example, UUK’s 
work, and the survey questions, tend 
to focus in on ‘sexual misconduct’ 
rather than ‘gender based violence’ 
which is the term widely used by 
universities and policy makers in 
Scotland. 

UUK’s report sets out a number 
of recommendations and in many 
cases indicates how UUK will act 
to support institutions with those 
recommendations. Some of the 
planned actions refer to an English-
only context and where this is the 
case, this has been adapted in this 
supplementary report. As part of the 
UUK family, Universities Scotland will 
work closely with UUK to implement 
(and if, necessary adapt) the action 
taken to ensure they will also be of 
benefit to Scotland’s universities.

This data report focuses only on 
Scottish higher education institutions 
and draws no comparisons with the 
data at a UK level. We don’t believe 
that a superficial and data-based 
comparison of progress between 
different parts of the UK would be 
meaningful or helpful given the 
very different policy and funding 
environments in which institutions 
operate. We discourage anyone from 
drawing their own comparisons.

The Scottish context
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The survey was sent to all 
Universities UK members 
and members of Guild HE. Of 
Scotland’s 19 higher education 
institutions (including the Open 
University in Scotland) 16 were 
eligible to respond based on this 
circulation. The response rate from 
eligible Scottish higher education 
institutions was 81%. 

Institutions responded between 
October 2018 and the spring of 
2019. The survey focused around 
six pillars of Universities UK’s 
2016 Changing the Culture report. 
The questions were developed 
in consultation with Advance 
HE, AMOSSHE, which represents 
Student Support staff, the Academic 
Registrars Council and the 
Association of Heads of University 
Administration. Not all questions 
were relevant to institutions 
operating in a devolved higher 
education context where the policy 
and funding frameworks differ to 
England. Institutions responded to 
the survey on an anonymised basis 
and data can only be presented at 
the UK and Scottish sector level. 
Institutions had discretion over 
which staff member submitted the 
return but in practice the nature of 
the questions meant that input was 
most likely required from several 
individuals across an institution.

The quantitative responses from 
higher education institutions in 
Scotland have been analysed as 
a separate subset of the UK-wide 
report to give a picture of progress 
in Scotland. The same analysis 
was not applied to the qualitative 
responses to ensure we could deliver 
on the guarantee of anonymity 
when working with a much smaller 
sample of institutions.

Overall, this data is intended to 
support the exchange of knowledge 
and learning across the sector 
and indicate what further action 
and guidance is needed to ensure 
sustainability of this vital agenda. 

The report is made publicly available 
in the interests of transparency 
and with the hope that visibility of 
progress and the priority universities 
attach to these issues, whilst 
recognising there is still more to do, 
will bring some comfort to anyone 
who has been affected by gender 
based violence, hate incidents or 
harassment of any kind. 

MethodologyMethodology



Changing the Culture (2016) set 
out a range of recommendations 
for universities to support their 
prevention and response to gender 
based violence, hate incidents and 
harassment. 

A set of 19 recommendations 
fell into four broad pillars shown 
below. There was an additional 
recommendation to share 
best practice and two specific 
recommendations which were for 
UUK to lead on behalf of the sector.  
The four main pillars were:

1. the key role to be taken by the senior leadership team 
within higher education institutions

2. the criticality of a holistic institution-wide approach 

3. development of effective preventative strategies

4. development of effective responsive strategies

Key pillars
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institutions and the data in this 
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by the four pillars above. 
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The survey results point to close 
engagement and commitment 
to Changing the Culture amongst 
senior HE staff in Scotland. 
77% of responding institutions 
said that they responded to the 
publication of Changing the Culture 
in 2016 by securing buy-in from the 
senior management team. In the 
vast majority of institutions, it is a 
member of the senior team who has 
responsibility for driving this agenda 
within their institution allowing 
for higher prioritisation and more 
direction-setting. 

It was most commonly the case that 
the Director or Head of Student 
Services is accountable for leading 
delivery of an inclusive culture 
within the student population, with 
50% of respondents indicating this 
is the case. Universities’ executive 
teams, defined as the roles of 
Principal, Vice Principal and Registrar 
(or equivalent) were cited as leading 
this agenda at 41.7% of responding 
institutions. 

To effect culture change, Changing 
the Culture stated there must be 
buy-in at all levels within a university 
and that change must be embedded 
into university policy and practice. 
The survey returns indicate good 
progress on this front. 85% of 
Scotland’s universities said they had 
formed an interdisciplinary team 
or project within the institution to 
respond to the recommendations in 
Changing the Culture. 

There was unanimity across all 
respondents that new initiatives to 
tackle harassment, hate incidents 
and gender based violence will be 
embedded into existing institutional 
governance systems, policies and 
procedures to ensure they are 
sustainable (figure 2).

92% of institutions also said that 
the projects and working groups 
leading this work or responsible 
for implementation would be 
embedded within the formal 
governance and reporting structures 
within the university (figure 2).

1. The key role to be taken by the 
senior leadership team

Figure 1: Most senior leader accountable for leading delivery of this 
area of activity:

Percentage of respondents (%)

Director/Head of 
Student Support

Executive team

Other

50%

41.7%

8.3%



Universities UK identified all of 
these practices as important to 
building momentum of change 
and sustaining it. Universities are 
complex organisations and academic 
and professional services structures 
can operate with high levels of 
autonomy. Having clear and direct 
links back to governance structures 
and institutional policies helps to 
achieve consistency throughout 
the organisation and transparency 
and confidence to those who find 
themselves in need of the policies as 
well as supporting the sustainability 
of initiatives.

Whilst 77% of institutions said 
they regularly reviewed progress 
(figure 2), there is scope for closer 
connections and oversight by 
universities’ governing bodies. Only 
a small majority, 54% said that they 
had updated the governing body 
or Court on progress to address 
harassment, hate incidents and 
gender based violence. 

A further 31% indicated that 
they hadn’t yet planned for 
this. Governing bodies have 
responsibilities to meet in regards 
to equality and diversity, student 
welfare and risk management. It 
would be entirely appropriate for 
governing bodies to both monitor 
and hold the executive management 
to account on progress. This is 
addressed in recommendation 4.

Percentage of respondents (%)
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Ensure any changes are embedded into 
governance systems, 

policies & procedures

Make temporary structures (working groups 
and/or projects) permanent

Regularly review progress

Ensure working groups and projects are 
embedded within reporting & governance 

systems

Figure 2: How will your institution ensure sustainability of initiatives to address harassment?

Percentage of respondents (%)
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92% of Scottish respondents said 
that their institution had taken an 
institution-wide approach to achieve 
culture change.

Changing the Culture encouraged 
partnerships as it believed this 
would be fundamental to getting 
the right expertise built in to an 
institution’s strategic response. The 
data shows that this has been a key 
element of the approach taken by 
universities. A wide range of internal 
and external stakeholders have been 
integral. Students’ unions, student 
guilds and staff have been at the 
centre of this inclusive approach in 
92% of institution’s responses (figure 
3).

Almost all respondents have also 
included external partners, and 
specialist organisations, as key to 
their approach. 85% of respondents 
indicated this. Police Scotland, the 
NHS and regional rape crisis centres 
were most frequently cited as key 
external partners.

An area for further development 
in the policy approach taken by 
universities, is to explore options 
for being more inclusive of the 
perspective of survivors of gender 
based violence and other forms of 
harassment as policy is developed. 
Currently only 31% of responding 
institutions said they had involved 
such students in developing their 
strategies. 

The data does not allow us 
to drill down to understand 
whether this response applies 
as equally to students reporting 
gender based violence as those 
reporting hate incidents or other 
forms of harassment. Clearly, the 
involvement of survivors of any form 
of harassment is more challenging 
to achieve and requires sensitivity 
where trauma is a factor, but there 
are good examples of this happening 
across the sector and best practice 
in doing so that can and is being 
shared between institutions. 
This is a practice that specialist 
organisations are likely to be able to 
help facilitate. This is addressed in 
recommendation 8. 

2. The criticality of a holistic 
institution-wide approach

0 20 40 60 80 100

Figure 3: Which of the following groups have been involved in 
developing your institution’s strategic response to the Taskforce’s 
recommendations?

The students union/
guild

Staff

Third sector &/or 
local specialist 

agencies

Students from 
different identities

Reporting/
responding 

students

Percentage of respondents (%)

92%

92%

85%

46%

31%



The data show that universities are 
actively engaged in a wide range of 
preventative activities. The nature 
of the survey responses suggest that 
many of these initiatives are likely to 
be running in tandem in institutions 
with at least some institutions 
working on primary, secondary and 
tertiary prevention in parallel. 

A key theme in the responses is 
the extent to which universities are 
looking to raise awareness within 
the student and staff community of 
what constitutes harassment, so that 
behaviour is not tolerated and it can 
be addressed. Bystander training 
and consent training were the most 
frequently cited means of supporting 
and empowering students (and 
staff) to be part of prevention, 
with 62% and 69% of respondents 
indicating they had implemented 
this training respectively (figure 4). 
Given the size of the student body in 
universities and the extent to which 
incidents are likely to occur outwith 
formal learning situations, this is 
always likely to be a key part of an 
intervention agenda. 

Universities make their expectations 
of student behaviour and their 
policies relating to sanctions clearly 
accessible to students in a variety of 
means. Making policies accessible 
online and/or in print was the 
most common response, with 85% 
of institutions indicting this. 77% 
of respondents have made use of 
campaigns to target these messages 
more directly or through a more 
engaging manner (figure 4).

3. Development of effective 
preventative strategies

Percentage of respondents (%)

Figure 4: What preventative activities has your institution 
implemented or tested?
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Percentage of respondents (%)
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Updating discipline 
procedures
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research to 
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intervention & what 
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Conducting 
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campaigns

Revising the student 
code of conduct

Adopting a zero 
tolerance culture 

across institutional 

Student-led 
activities (different 
to those specified 

Student bystander 
training

Student consent 
training
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From the responses, it is clear that 
many universities invest time in 
communicating their expectations 
of student behaviour from the 
outset of their learning with almost 
half making this clear in pre-arrival 
information given to students and 
more than two-fifths making this 
part of induction talks (figure 5). 
This would be an interesting area for 
institutions to share experience and 
evaluation of what works. 

Institutions need to find a good 
solution to make behavioural 
expectations relevant to students 
from the outset of their time at 
university, particularly when these 
messages have to cut through 
the wider context of enrolment 
which typically brings an avalanche 
of new information which could 
easily see such messages tuned 
out or overlooked entirely. This is 
addressed in recommendation 6.

0 20 40 60 80 100

Official policies (in 
print and/or online)

Preventative 
campaigns

Signed document/
contract

Student handbook

Induction talk

Pre-arrival 
information

Social media

Websites

Figure 5: How are behavioural expectations and sanctions made 
clear to students for incidents of sexual misconduct or violence, 
harassment and hate crime?

Percentage of respondents (%)
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50%

46%

42%
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A key aspect of tackling all forms 
of harassment is creating an 
environment where those who have 
experienced harassment have the 
confidence to come forward, make 
a disclosure and consider making 
a report knowing that it will be 
acted upon. The responses from 
universities suggest they have been 
very active on this front with more 
than three quarters spending time 
improving the visibility and clarity 
of information on how to report, 
more than two-thirds developing 
or improving their mechanisms for 
reporting and more than two-thirds 
investing time and resource into 
staff training (figure 6).

If in the short-term that leads to 
spikes in recorded numbers of 
incidents in higher education that 
should be seen as a welcome, 
important and necessary part of 
the journey to a more successful 
approach.

Clearly, staff training is a rolling 
requirement and this poses 
challenges for institutions. The 
challenge of delivering bystander 
and consent training to the student 
community is even more acute given 
the highly transient nature of higher 
education students although student 
unions can play a strong part in 
enhancing continuity. Universities 
identified their ability to roll out 
training to students and staff as the 
single biggest obstacle to achieving 
more progress with Changing the 
Culture in their institution. 69% of 
respondents identified this as a 
challenge or barrier. 

4. Development of effective 
response strategies

Figure 6: What response activities has your institution 
implemented?

Clear information for 
students on how to 

report

Improved support for 
responding/reported 

student

Improved the 
recording of data on 

incidents

Improved support for 
reporting students

Partnerships with local 
specialist services 

to enhance referral 
pathways

Training for staff

Developed or improved 
online resources or tools

Developed new or 
improved reporting 

mechanisms

This figure was more than twice as 
high as the next most significant 
obstacle, which was lack of 
resources as identified by 31% of 
respondents.
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Reporting mechanisms

The vast majority of responding 
institutions, 75%, advised that 
they have systems in place for the 
collection and recording of data 
relating to incidents of gender 
based violence, harassment and 
hate incidents. One respondent 
indicated that they do not yet have 
those systems in place and a further 
17% of respondents did not answer 
or gave an unclear response to 
this question. It will be important 
for any institution which does not 
yet have a system in place for the 
collection and recording of incidents 
to move quickly to a robust system. 
Recommendations 10 and 13 should 
help to support this.

Reassuringly, those institutions 
who responded affirmatively to 
the question on data collection 
apply this approach to all forms of 
harassment including student-to-
student gender based violence, staff-
to-student gender based violence, all 
forms of hate incidents and online 
bullying and harassment. 
Institutions make multiple channels 
for disclosures available to students 
which is consistent with good 
practice as it recognises that 
different people will feel more 
comfortable with some channels 
over others.

The survey indicates that the 
channels available for reporting a 
disclosure remain broadly similar 
across all forms of harassment. 
Options that support someone to 
make a disclosure in person are the 
most commonly cited channel by 
institutions, with 85% of institutions 
making this route available to 
students who have experienced 
gender based violence from another 
student or from a staff member, and 
to students who have experienced 
a hate incidents and to those who 

The data from Scotland suggests 
that the recommendation to 
operate a centralised system is 
an active work in progress for 
many institutions. 23% of Scottish 
institutions reported that they 
currently operate centralised 
reporting systems. A further 30% 
of respondents are either in the 
process of implementing, testing or 
considering a centralised system, 
with one of these institutions 
currently considering this for the 
reporting of gender based violence 
only. If those institutions which are 
currently in a development and/or 
testing stage go on to implement a 
centralised system, we can expect 
this figure to quickly move to 53% in 
the near future. 

Student to 
student GBV

Staff to 
Student 

GBV

Hate crime Online 
bullying & 

harassment

In person 85% 85% 85% 85%

Telephone 62% 62% 62% 62%
Website/
online 54% 54% 54% 54%
Dedicated 
reporting 
tool 31% 31% 23% 23%

Other 23% 23% 23% 23%

Mobile app 8% 8% 8% 8%

Table 1: How are behavioural expectations and sanctions made 
clear to students for incidents of sexual misconduct or violence, 
harassment and hate crime?

have experienced online bullying 
and harassment (table 1).

A higher percentage of institutions 
have invested in a dedicated 
reporting tool for incidents of 
gender based violence, at 31% of 
respondents compared to 23% of 
institutions which have done the 
same for hate incidents and online 
forms of harassment.

Changing the Culture recommended 
that universities consider one 
single, centralised system within 
their institution for the collection, 
recording and storing of incidents 
of gender based violence, hate 
incidents and harassment, received 
from whichever mechanism of 
reporting. This was not widely the 
norm prior to the 2016 report. 
A centralised reporting system 
is recommended as it requires 
a consistent approach across an 
institution which in turn helps to 
develops more robust and rigorous 
data that can be reported to 
leadership teams (and governing 
bodies) to inform strategy, resource 
allocation and training.



The next set of priorities

The survey asked universities to 
indicate where they could benefit 
from further guidance and support. 
Figure 7 shows the top five 
responses from Scottish universities.

Many of these development needs 
are factored into Universities UK’s 
ongoing programme of work under 
Changing the Culture. These findings 
will be shared with the Equally Safe 
team in Scotland and other partners 
to inform their ongoing work.

Universities Scotland’s planned 
review of the UUK/Pinsent Masons 
Student Misconduct Guidance  
over 2019/20 will address good 
practice on risk management, 
running internal investigations and 
information sharing as part of the 
project.
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Figure 7: Institutions were asked to identify the top five areas 
needing further guidance and support.
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Universities UK has set out 19 recommendations based on the survey 
findings at UK level. UUK intends to lead delivery of many of the 
recommendations, either working alone or with partners. 

Universities Scotland believes that many of these recommendations can 
usefully inform the planned review of the UUK/Pinsent Mason Student 
Misconduct Guidance, as indicated in the table below. We welcome the 
opportunity to do this and to have the evidence-base from the sector to 
reinforce the need to give this proper consideration during the review.

Universities UK’s 
recommendations based on the 
data

Rec Responsibility 
sits with

Recommendation Planned action  where 
UUK/US has a role

Pillar 1: Ensuring senior leadership role and resources
1 Senior leaders Where universities do not already do so, they 

should move sponsorship and accountability for 
tackling harassment and hate incidents to the 
senior management team/executive level.  

UUK will develop a briefing/
checklist for members.  

2 Senior leaders Senior leaders should ensure priority status, 
consistency in principles and dedicate appropriate 
resources to address all forms of gender based 
violence, harassment and hate incidents. 

This will be supported by 
UUK’s guidance to address 
both staff to student sexual 
misconduct and racial 
harassment.



Ref Responsibility 
sits with

Recommendation Planned action  where 
UUK/US has a role

Pillar 2: Taking a holistic institution-wide approach

3 Senior leaders Any university that does not do so already, 
should identify clear and transparent operational 
responsibility for delivering and monitoring 
performance, including who holds authority in 
decision-making and where delegation is required.

UUK will build this into the 
briefing for members.

4 Senior leaders and 
governing bodies/

To support good governance and ensure oversight 
of institutional progress, universities should 
provide regular reports on progress to address 
gender based violence, harassment and hate 
incidents to governing bodies such as university 
courts.

UUK will build this into the 
briefing for members.

5 university courts Universities should improve their institution-
wide shared understanding of risks relating to 
the management of gender based violence, 
harassment and hate incidents, irrespective of 
whether the institution or police are responding 
to an incident. To support this, regard should be 
paid to the nature of the risk, what risk is, the 
recording of risk, how information is passed on 
and who has responsibility for the management of 
risk, together with the actions required to address 
these points.

Universities Scotland will build 
this into the 2019/20 review 
of the Student Misconduct 
Guidelines.

A customisable assessment 
tool is being developed by 
Lime Culture, with input from 
UUK, and is expected winter 
2019/20. 
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Ref Responsibility 
sits with

Recommendation Planned action  where 
UUK/US has a role

Pillar 3: Ensuring effective prevention strategies

6 Academic 
Registrars/Directors 
of Student Services

Universities which do not do so already, should 
consider ensuring that students are aware 
of behavioural expectations both offline and 
online and the sanctions if these expectations 
are breached, prior to arriving at university and 
throughout the student journey.

7 Senior lead for 
teaching and 
learning/ student 
experience 

Universities, if not already done so, should 
consider adopting the NSS safety questions to roll 
out to all students every year while at university. 

8 Directors of Student 
Services, Directors 
of HR/Students’ 
Unions/ local and 
regional partners

Universities that do not already do so, should 
consider developing strategic and sustained 
partnerships within and between institutions for 
knowledge-exchange on effective ways to scale up 
and roll out students and staff training.

In Scotland, there are 
a number of existing 
mechanisms for this including 
the community of Practice 
being developed by the 
Equally Safe in Higher 
Education, the Fearless 
Edinburgh initiative (& 
other Fearless regional 
partnerships).

9 UUK/
AMOSSHE/
NUS and others

UUK should provide guidance on definitions 
of terms to support the sector in developing a 
common approach in relation to terminology 
and language. This will also help prevent any 
misunderstanding by students and other 
stakeholders in terms of what constitutes gender 
based violence or harassment. This will be 
developed in partnership with the sector, NUS and 
drawing on external expertise. 

UUK will explore how this 
can be taken forward with 
AMOSSHE, NUS and sector 
bodies.

Universities Scotland will liaise 
closely to determine where 
there’s a value to a cross-
UK approach and where the 
devolved context necessitates 
difference.



Ref Responsibility 
sits with

Recommendation Planned action  where 
UUK/US has a role

Pillar 4: Ensuring effective response strategies

10 UUK/other sector 
bodies

To support universities to offer anonymous 
reporting, further guidance is required on the 
use, storage and recording of anonymised data 
to ensure compliance with data protection 
legislation.  

UUK will engage with the 
Information Commissioner’s 
Office.

11 Professional 
services staff

Universities to increase their engagement with 
reporting and responding students and bystanders 
to ensure that students have a voice in the 
development of more effective responses. It’s 
hoped this will increase students’ confidence in 
coming forward to make a disclosure and report.

UUK will showcase examples 
of effective practice through 
workshops and conferences.

Universities Scotland will build 
this into the 2019/20 review 
of the Student Misconduct 
Guidelines.

12 UUK/
AMOSSHE

Further guidance on how to support the 
responding student is required. This would be 
particularly useful where complex needs are 
demonstrated.  

Universities Scotland will build 
this into the 2019/20 review 
of the Student Misconduct 
Guidelines.

UUK will explore this with 
AMOSHE and other sector 
bodies.

13 Professional 
Services staff

Equality monitoring is embedded into reporting 
mechanisms/systems to enable an institution 
to analyse data for key trends particularly 
around protected characteristics and to support 
intersectional analysis. This will also allow an 
institution to be aware if some student groups are 
less likely to come forward and to consider the 
actions required to address this.

14 Senior leaders/
professional 
services staff

Universities should, if they have not done so 
already, consider inter-disciplinary working groups 
combining academic staff and professional support 
service staff to develop a robust evidence-base. 
This will support further research, determine what 
works and allow interventions to be adapted to 
support students’ needs.  

15 UUK/NUS/
other sector bodies 

Working with the sector and building on external 
expertise, UUK should provide guidance on 
measuring and evaluating impact. 

UUK is working with 
universities, NUS and an 
expert organisation Against 
Violence and Abuse (AVA) 
to develop an impact 
framework.  



Ref Responsibility 
sits with

Recommendation Planned action  where 
UUK/US has a role

Pillar 5: Implementing guidance where student offences may be criminal

16 Professional 
services staff

To support the management of complex cases that 
could also be criminal, universities should adopt a 
case-management approach, which can involve a 
range of processes and multiple people inside (and 
potentially outside the university).

Universities Scotland will build 
this into the 2019/20 review 
of the Student Misconduct 
Guidelines.

UUK is also working with 
Coventry University to 
develop a case management 
system for harassment/hate 
incidents.

17 Academic 
Registrars, Directors 
of Information 
Services and 
Directors of HR

Universities review UUK’s guidance on addressing 
online harassment to enhance existing practice.     

UUK launched Tackling Online 
Harassment & Promoting 
Online Wellbeing in 
September 2019

UUK to continue to promote 
the online guidance and case-
studies.

Pillar 6: Sharing and learning from good practice

18 Academic 
Registrars, Directors 
of Information 
Services and 
Directors of HR

Universities review UUK’s guidance on addressing 
online harassment to enhance existing practice.     

UUK launched Tackling Online 
Harassment & Promoting 
Online Wellbeing in 
September 2019

UUK to continue to promote 
the online guidance and case-
studies.

19 UUK UUK should carry out a survey every two years 
to review sector-progress towards Changing 
the Culture recommendations. This would help 
contribute towards a sector-standard as well as 
provide learning and sharing opportunity for 
institutions.

UUK will carry out a survey in 
2021.
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