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PREVENTION OF SEXUAL HARASSMENT

LESSON OBJECTIVES
LEVEL
MEASURE

A. Define and breakdown the elements of sexual harassment
Comprehension
Written

B. Discuss behaviors that constitute sexual harassment
Comprehension
Written

C. Analyze the effects of sexual harassment
Comprehension
Written

D. Discuss sexual harassment prevention strategies
Comprehension
Written

E. Discuss procedures to follow if an individual believes he/she is a victim of sexual harassment
Comprehension
Written

F. Explain EOA role in combating sexual harassment   
Knowledge
Written

G. Apply sexual harassment prevention strategies
Application 
ISDE

SUPPORT MATERIAL AND GUIDANCE

Lesson Focus 

Sexual harassment continues to be a hot topic throughout the Department of Defense (DoD) and corporate America.  This lesson is designed to provide students a greater understanding of the DoD's policy on sexual harassment, through the use of a Traffic Light behavioral zone concept to facilitate frank discussions on the differing degrees of behaviors that constitute sexual harassment.  Students will then analyze the impact of the varying degrees of sexual harassment on the victim, unit and mission.  Special emphasis will be placed on the process for resolving incidents believed to be sexual harassment and what the roles of the EOA regarding this topic.

Student Contributions

Take notes and ask questions to clarify material discussed in the lecture.  Demonstrate understanding of the material through participation in small group exercises and discussions.

Student Instructional Material

Notetaking Guide

Instructional Method

Lecture (3 Hrs) 

Practical Exercise (3.5 Hrs)
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NOTETAKING GUIDE
A. DEFINITION AND ELEMENTS OF SEXUAL HARASSMENT 

1. Definition of “Sexual Harassment”:   
a. “Sexual harassment is a form of sex discrimination that involves unwelcome sexual advances, request for sexual favors, and other verbal or physical conduct of a sexual nature when:

(1) Unwelcome: Webster’s Collegiate Dictionary defines this term as “not of a kind to be welcomed, desired, sought, wanted, and wished.”

(2) Sexual Nature: Susan L. Webb states in her book Step Forward, sexual nature means “behavior with some sort of sexual connotation to it.”

b. Submission to such conduct is made either explicitly or implicitly a term or condition of a person’s job, pay, or career, or

(1) Explicit: This is a full, precise expression in the form of verbal, nonverbal, or physical behavior(s).

(2) Implicit: Means implied or inferred behaviors that are not clearly expressed, but are understood.  These behaviors can also be verbal, nonverbal, or physical in nature. 

c. Submission to or rejection of such conduct by a person is used as a basis for career or employment decisions affecting that person, or

d. Such conduct interferes with an individual’s performance or creates an intimidating, hostile, or offensive environment.”

(1) Intimidating, hostile, or offensive environment: This involves the impact, or effect, behaviors have on an individual.  With this condition, the intent of the behavior is not necessarily an element of determining sexual harassment.  While the intent of the alleged offender is given consideration, the effect (impact) of that person’s behavior sometimes causes the intent to be irrelevant.

(a) This definition emphasizes that for workplace conduct to be interpreted as an abusive work environment, harassment need not result in concrete psychological harm to the victim.  The harassment need only be so severe or pervasive that a reasonable person would perceive, and the victim does perceive, the work environment as hostile or offensive.  (Workplace is an expansive term for military members and may include conduct on or off duty, 24 hours a day.”)

(b) Work environment - The workplace or any other place that is work-connected, as well as the conditions or atmosphere under which people are required to work.  Examples:

(c) Reasonable person standard - An objective test used to determine if behavior meets the legal test for sexual harassment.  The test requires a hypothetical exposure of a reasonable person to the same set of facts and circumstances; if the behavior is offensive, then the test is met.

(2) Quid Pro Quo:  This term simply means "this for that."  If you do this for me, I'll do that for you.  Something of value for something of value.  Usually involves supervisor and subordinate.

e. “Any person in a supervisory or command position who uses or condones implicit or explicit sexual behavior to control, influence, or affect the career, pay, or job of a military member or civilian employee is engaging in sexual harassment.  Similarly, any military member or civilian employee who makes deliberate or repeated unwelcome verbal comments, gestures, or physical contact of a sexual nature is also engaging in sexual harassment.”
B. BEHAVIORS THAT CONSTITUTE SEXUAL HARASSMENT

1. Traffic light behavioral zones. To further help in determining whether behavior is unacceptable, think of a Traffic Light.  Behavior can fall into three different zones, just like the red, yellow, and green of the traffic light.  Determining whether a specific behavior is red, yellow, or green will help you determine what action, if any, should be taken to reach resolution.
a. Green means, "Go, it's all right!"  Green zone behavior is acceptable and includes acceptable professional behaviors and friendly conversation.

b. Red means "Stop don't do it!"  Red zone behavior is always unacceptable.  Behaviors in this zone include all incidents of Quid Pro Quo sexual harassment.  The most severe forms of red zone behavior are clearly criminal, like rape and sexual assaults.

c. Yellow means "Use caution, prepare for red!" Most people regard yellow zone behavior as inappropriate.  Just as a traffic light changes form yellow to red, if yellow zone behaviors are repeated, especially after being told it is not appropriate, it becomes red zone behavior.  How yellow behavior is perceived depends on the situation and the individuals involved.

2. Verbal forms of sexual harassment:

a.   Pressure, no matter how slight, for sexual activity.

b.   Turning work discussions into sexual topics.

c.   Telling jokes or stories and making comments with sexual connotations.

d.   Making sexual comments about a person’s clothing, body, or sexual activities.

e.   Asking questions about a person’s sexual life, fantasies, preferences or history.

f.   Whistling or making catcalls at someone.

g.   Sexual connotations or innuendoes while referring to someone as honey, baby, hunk, stud, darling, etc.

h.   Telling lies or spreading rumors about a person’s sex life.

3. Nonverbal forms of sexual harassment:

a.   Paying unwanted attention to someone.

b.   Displaying sexually suggestive visuals.

c.   Displaying other items depicting sexual parts of the anatomy through actuality or innuendo.

d.   Sexually oriented entertainment in organizations, base facilities, or officially sanctioned functions.

e.   Making sexually suggestive gestures with hands or through body movement (blowing kisses, licking lips, winking, grabbing crotch, lowering pants, raising skirts, etc.)

4. Physical forms of sexual harassment:

a.   Hanging around, standing close to or brushing against a person.

b.   Touching a person’s clothing, hair, or body. 

c.   Hugging, kissing, patting, or stroking.

d.   Touching, pinching, bumping, or cornering.

e.   Blocking a passageway.

C. IMPACT OF SEXUAL HARASSMENT

1. Work-related effects of sexual harassment significantly impact the organization and the individual victim.
a. Job ramifications:

(1) Individual.  Negative job ramifications for individual victims of sexual harassment include: 

· Decreased job satisfaction

· Declines in job performance

· Decreased motivation

· Interrupted careers

· Decreased morale

· Increased absenteeism

· Lowered productivity

· Impaired relationships between co-workers

(2) Organizational.  Two types of organizational withdrawal.

· “Work withdrawal” includes: avoidance by an individual of work duties.

· “Job withdrawal” encompasses: job turnover, retirement, etc.

b. Economic effects.  It has been estimated that the monetary cost of sexual harassment per company, excluding costs of litigation, averages $6.7 million annually.  These costs are attributed to declines in morale and productivity, increased medical claims for missed work, and job turnover.

2. Individual/victim effects.  Sexual harassment may significantly impact the individual victim.
a. Psychological effects.  A majority of the research suggests that victims of sexual harassment experience a wide variety of symptoms including:

(1) Decrease in self-esteem and self-confidence

(2) Difficulties with trust

(3) Depression

(4) Anxiety

(5) Fear of rape

(6) Increased fear of crime in general

(7) Seemingly “contradictory” emotional responses to the harassment

b. Health-related effects.  In addition to the psychological abnormalities caused by sexual harassment, victims may experience a variety of physical health complaints.  Common physical complaints included:

(1) Headaches, neck, and back pain

(2) Gastrointestinal disturbances

(3) Tiredness/fatigue

(4) Sleep disturbance

(5) Weight loss and loss of appetite

(6) Dental related problems

3. Ways individual/victim may cope with sexual harassment.

a. Detachment – A victim may attempt to minimize the situation by treating it like a job or deciding that the incident was not really important.

b. Denial – This means pretending the situations not happening or trying not to notice that sexual harassing behaviors are taking place.  Denial may also take the form of a victim trying to forget about the situation or incident and putting it behind him/her.

c. Relabeling – Involves the victim offering excuses for the harasser or interpreting the behavior as flattering.

d. Avoidance – Quitting a job, frequent leave, appointments, sick call.

D. SEXUAL HARASSMENT PREVENTION STRATEGIES

1. Principles to manage by when both sexes are at work.  The following principles provide a basic framework for managers, supervisors and employees to discuss for determining acceptable and unacceptable social behaviors at work.  Each principle should be examined in terms of:
· Is the statement a "true" generalization?

· To what degree is the statement true in our work unit? -- in our organization?

· Should the principle be a guiding principle for our work unit? -- for our organization?

a. Principle I: Employees desire to be in a work environment that is free from repeated and unwanted sexual intimacies; and desire to be free from inappropriate and illegal sexual, social behaviors at any time.

b. Principle II: All employees, supervisors and managers are hired for their work skills.

c. Principle III: Managers and supervisors are legally responsible for insuring that all employees may work in an environment free of repeated and unwanted intimacies.

d. Principle IV: Individual men and women can and do make personal choices on the job about their own social, sexual behaviors.

e. Principle V: Social behaviors at work must not interfere with getting work done.

f. Principle VI: Managers and supervisors do not represent an elite in the organization which must be protected from the employees.

g. Principle VII: Managers and supervisors are legally and morally responsible for the organization's performance in affirmative action, equal employment opportunity, and human relations.  How well they handle these responsibilities is an index of organizational health and sincerity.

h. Principle VIII: Getting work done must be that essential issue in relations between the sexes at work.

i. Principle IX: Double standards of measuring performance must be recognized and removed.

j. Principle X: Each organization and each work unit must develop explicit, public standards for acceptable and unacceptable social behavior at work.

2. Proactive strategies

a.  Address/stop sexist behaviors that may create an atmosphere conducive to sexual harassment.

b.  Insure organizational policy letters are up-to-date.  Policy should outline procedures on what to do in the event sexual harassment occurs.  

c.  Use bulletin boards for passing on information concerning sexual harassment.  Most important, be familiar with regulations and policies on sexual harassment.

d.  Conduct sexual harassment prevention training ( i.e., workshop, seminars, guest speakers, symposium, etc.).

· During workshops have individuals role-play in situations.

· Use short films during workshops.

e.  Periodically conduct a unit climate assessment.

3. Reactive strategies

a.  Insure all actions/complaints are dealt with in a timely manner

b.  Conduct appropriate follow-up actions and check for retribution

E. PROCEDURES TO FOLLOW IF AN INDIVIDUAL BELIEVES THEY ARE A VICTIM OF SEXUAL HARASSMENT 

1. Confront the harasser with particular behaviors that are not appreciated.  Be specific.  In other words, confront the harasser.  Tell the harasser you will notify the supervisor if the behavior continues. 
2. Document every incident.  Write down the date, time, witnesses, and their responses.
3. Contact the Supervisor if the harassment continues.  At the meeting, present a written letter signed and dated (The letter or memo becomes a valuable tool to refer to during this meeting).  Ask for help.  Ask the supervisor what he/she is going to do about the situation 
4. Contact the Commander.  When we talk about contact the commander, we include the chain of command. 
5. Additional sources for assistance:

a. Contact EO Officer or Representative/CMEO Manager. 

b. Go to the IG if you feel your complaint is not being handled appropriately or the unsolicited and unwelcome behavior is continuing.

F. EOA ROLE IN COMBATING SEXUAL HARASSMENT

1. Advisor - Involves informing, recommending, or counseling.
2. Trainer/Educator - Conducts classes/seminars.
3. Technical Specialist - Has expert power (listening, observation, and feedback).
4. Assessor - Identifies problems, practices, and procedures that may adversely affect the mission and assigned personnel.
5. Process Specialist - Is process and “how” oriented.
6. Change Agent - Helps to plan, implement, and monitor EO program; turning recommendations into actions.
“IF YOU DO NOTHING, MOST LIKELY NOTHING WILL BE DONE.  THE SYSTEM IS FOR YOU - MANY CHANCES TO HELP - USE THE SYSTEM.”
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