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If you have watched the news, you have seen the
massive outpouring of support from the commu-
nity for sexual harassment victims. It has become
a serious area of concern. Those who felt they
were immune to charges are now being brought
into the public eye and must live up to the acts ~ _
they have committed. While it is fantastic that
victims are standing up and letting the world

know this behavior will not be tolerated, it’s =
alarming to see their staggering numbers as they

line up to state their claims.

=

This isn’t just a problem in Hollywood. No work
environment is immune. In fact, anywhere be-
tween 25 and 85 percent of women report being
sexually harassed in their workplace. Given the
wide range of reporting, it is also easy to see that
some are fearful of the backlash.

Considering these recent events, it is imperative
that as a leader, you do all you can to prevent

How to Prevent Sexual Harassment

Tips for Managers

through emails or texts

Online harassment, including social media,
direct texting and other forms of communica-
tion.

Using an ultimatum of sexual favors to keep
a job
Stating demeaning comments about

someone’s sex

Unwanted touches or physically blocking
someone’s path in an intimidating manner

Who Can Be a Victim of Sexual Harassment?

sexual harassment in your workplace and take

proper steps if it occurs. It is important to note that while most victims of
sexual harassment are women, anyone can be

What Is Sexual Harassment?

The Equal Employment Opportunity Commis-
sion states that it is unlawful to harass someone
because of that person’s sex. This can include
“unwelcome sexual advances, requests for sexual
favors, and other verbal or physical harassment
of a sexual nature.” The harassment does not
have to be inherently sexual in nature and can
include comments or statements based on the
person's gender. Examples of sexual harassment
can vary, but common cases involve:

= Sexually explicit jokes

= Distribution of inappropriate material

harassed. In 2015, 17.1 percent of all sexual har-
assment claims reported to the EEOC were filed
by males. Harassment can take place among all
ranks in the workplace and can even come from
customers and clients. The harasser can also be
male or female, regardless of the sex of the vic-
tim. Some men may not report because they feel
their claims will not be taken seriously, so it is
important to keep in mind that men can and do
fall victim to harassment.

RACE, RELIGION, SEX, GENDER, OR DISABILITY



https://www.eeoc.gov/eeoc/task_force/harassment/upload/report.pdf
https://www.eeoc.gov/laws/types/sexual_harassment.cfm
https://www.eeoc.gov/laws/types/sexual_harassment.cfm
https://www.eeoc.gov/eeoc/statistics/enforcement/sexual_harassment_new.cfm
https://www.eeoc.gov/eeoc/statistics/enforcement/sexual_harassment_new.cfm

How to Handle Claims

First and foremost, CCLA has a sexual harass-
ment policy that clearly outlines the expectations
of behavior. Employees should have a complete
understanding of what is and is not appropriate
conduct and know their consequences if the pol-
icy is broken. What qualifies as sexual harass-
ment is outlined extensively in our policy. Em-
ployees should know that it does not discrimi-
nate based on gender or rank in the company.

Educate employees

When hiring a new employee, the sexual harass-
ment policy is covered and explained thoroughly
through the new hire orientation period so they
are aware of what is expected of them and of
what is inappropriate behavior from others. Peri-
odically, you should provide continuing and re-
freshing education so that the policy is not for-
gotten.

Investigate Claims as they are made
Once one of your employees states they have
been harassed, further investigation into the mat-
ter should occur. Talk privately with all parties
involved and with anyone who may have wit-
nessed the events. Document all conversations,
and tread lightly with comments made. You do
not want the victim to feel as if reporting did not
matter, or even worse, they will have negative
reactions from you or other employees. Make
sure the person who is being accused is aware
and understands that retaliation is not accepta-
ble. Remember that the accused could be inno-
cent, so they need to be treated with respect
throughout and after the investigation. The in-
vestigation will be conducted by the Human Re-
sources Department and proper guidance will be
provided. Once a decision is made based on the
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investigation, an adjustment of the workplace
may be made accordingly. Moving employees to
different departments or even termination may
be necessary.

Prevention is Key, and Action is
Important.

CCLA will continue to run a tight ship with a
zero-tolerance harassment policy is our first step
in operating a safe and harassment-free work-
place. Allowing staff the freedom to report un-
acceptable behaviors without the fear of repri-
mand, will give them confidence in your leader-
ship abilities to continue to provide a protected
place of employment. If harassment takes place
in spite of the prevention tactics you have imple-
mented, remember to always follow through
with the actions stated in your harassment poli-
cy. Consistency and education will keep you and
your staff on the same page and, hopefully,
avoid a harassment situation all together.

Please always consult with The Human Re-
sources Department for guidance when neces-
sary.

A new law effective January 1, 2018 requires
covered employers to include a discussion on
harassment based on gender identity, gender ex-
pression and sexual orientation.
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