
 
 
 
 
 
 
 
 
 

3 December 2021 

To: Dr Anna Bull 

       Dr Adrija Dey  

 

By email 

 

Dear Dr Bull and Dr Dey, 

 

Response to The 1752 Group Open Letter for new guidance for group/multiple 

complaints of sexual harassment in higher education   

 

Thank you for your letter requesting guidance on group/multiple complaints of sexual 

harassment in higher education. Although your letter did not directly call on UUK to 

develop such guidance, we have important work in train which has direct relevance 

to the vital issue you raise and your request for further guidance to be developed by 

relevant parties. 

Any form of harassment is unacceptable, either in higher education or elsewhere, and 

tackling this agenda remains a priority for Universities UK (UUK). Universities are 

places that value tolerance, dignity and respect and our members are firmly 

committed to ensuring the safety of all members of the university community. 

We acknowledge, from our own research and the findings of others including the 

NUS, The 1752 Group and the EHRC, that there is a need for further sector guidance 

to support institutions in responding effectively to a number of aspects relating to the 

handling of complaints in higher education.  

Alongside this, UUK has been working with professional services staff, academics, 

NUS, trade union representatives and other relevant organisations including The 

1752 Group to develop guidance on:  

• addressing staff-to-student sexual misconduct; and    

• sharing data in cases of harassment.  

Although the advice set out in both of these documents (due for publication in early 

2022) covers a broad range of dimensions when managing complaints, reference is 
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also made to the specific scenario of managing multiple complaints against the same 

responding party. This is considered important:  

(a) given some reporting parties may be more likely to come forward with reports 

or agree to participate in disciplinary proceedings if they were aware of other 

similar complaints against the same responding party, and  

(b) given the potential for serial harassers, it is important for universities to be 

able to identify potential patterns of behaviour when more than one 

complaint is made about a student or staff member           

However, as the letter rightly acknowledges, situations like this are difficult. There are 

several dimensions to responding effectively to this concern. In view of this, UUK has 

sought legal advice on a number of important points such as ensuring privacy 

considerations for all parties including sharing of information between those making 

a report; dealing with the movement of responding parties between universities; 

dealing with cases where the responding party resigns before an investigation, or the 

process is completed; and the use of confidentiality clauses in settlement 

agreements/ Non-Disclosure-Agreements.  Reference to handling these scenarios is 

set out in the guidance. Alongside this, further information will be available for the 

sector in a legal briefing by Eversheds-Sutherland.  

The guidance will also acknowledge that complaints processes should recognise that 

where several students and/or staff may be involved or impacted by the behaviour, 

mechanisms for remedy may also need to have a collective dimension rather than a 

purely individual focus.  

Our recent guidance on tackling racial harassment also refers to ensuring procedures 

for managing racial harassment complaints are fit for purpose and includes actions 

for enhancing institutional processes and procedures for managing the complaints 

process from end-to-end. This principle-based approach can also be applied to other 

types of complaint.  

The guidance to address racial harassment also acknowledges the important point in 

the open letter that any action should be considered as part of an institution’s wider 

cultural and policy reform to establish a culture of trust. This recognises the 

sensitivities and difficulties for many victim-survivors, either in higher education or 

wider society in coming forward to make a report/compliant.          

https://www.universitiesuk.ac.uk/what-we-do/policy-and-research/publications/tackling-racial-harassment-higher
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UUK’s forthcoming guidance to address staff-to-student sexual misconduct guidance 

and guidance on sharing data in harassment cases will be ‘living’ documents. 

Following discussions with AMOSSHE, and the organisation, Universities Human 

Resources (UHR), we agree that UUK will work with the sector to understand how the 

frameworks have been used and implemented and this will include a specific 

reference to how universities are managing multiple complaints about the same 

individual.   

 

Given the important role of HR professional staff and those working directly with 

student complaints, UUK will also engage with the Universities and Colleges 

Employers Association (UCEA), the Academic Registrars Council, and the Office for 

the Independent Adjudicator.  We are also keen to liaise with the NUS and The 1752 

Group for information from the perspective of the reporting party. This engagement 

will provide an opportunity to consider if further guidance or support is required to 

address the issue. If it is clear that additional guidance is needed, UUK will engage 

with all relevant parties including the NUS and the 1752 Group to determine the most 

effective way to take this forward.       

 

Yours sincerely,  

 

 
 

Alistair Jarvis 

Chief Executive 

 


