
Sexual Harassment



Harassment

• Harassment by definition is to 

irritate or torment persistently or to 

wear out and exhaust.



Sexual Harassment

• Unwelcome sexual advances, requests for 

sexual favors, and other verbal or physical 

conduct of a sexual nature constitute sexual 

harassment when

– submission to or rejection of this conduct 

explicitly or implicitly affects an individual’s 

employment,

– unreasonably interferes with an individual’s 

work performance, or 

– creates an intimidating, hostile or offensive 

work environment.



Sexual Harassment facts

The victim as well as the harasser may be a 
woman or a man.

The harasser can be the victim’s supervisor, 
an agent of the employer, a supervisor in 
another area, a co-worker, or a non-employee.

The victim does not have to be the person 
harassed but could be anyone affected by the 
offensive conduct.

The harasser’s conduct must be unwelcome.

An employer is always liable for harassment by 
a supervisor that results in tangible 
employment action.



Types of sexual Harassment

1) QUID PRO QUO Harassment 

– A This for A That

2) Hostile Environment Harassment



QUID PRO QUO Harassment – A This for A That

Quid pro quo harassment involves an uneven power 
relationship. 

OCCURS WHEN:
an individual’s submission to or rejections of unwelcome 

sexual conduct.

 is used as a basis for employment decisions affecting 
the individual.

SUCH AS:

 hiring, firing, promotions, awards, transfers, or 
disciplinary action.



Quid Pro quo

TYPICAL EXAMPLES:

1) a supervisor coerces an employee into 

sexual relationship and then rewards the 

employee with a promotion;

2) a supervisor takes disciplinary action or 

denies a promotion to an employee because 

he or she rejected sexual advance from the 

supervisor.



Hostile Environment Harassment

• Occurs when unwelcome sexual conduct 
unreasonably interferes with an individual’s job 
performance or creates an intimidating, hostile, 
or offensive working environment.

• This form of harassment, whether engaged in 
by a manager or an employee can constitute 
discrimination, even if there are no tangible 
economic job consequences.



Hostile Environment

TYPICAL EXAMPLES of misconduct which may

constitute evidence of a hostile environment are: 

displaying “pinup” calendars or sexually 

demeaning pictures;

making sexually oriented jokes or offensive 

remarks; or

subjecting another employee to unwelcome 

sexual advances or touching.



Hostile environment

Anyone in the workplace may create a hostile 

work environment.

Supervisor

Co-worker

Non-employee



• Sexual harassment can take 

place from male to female, 

female to male or same sex to 

same sex.  

• Whether verbal, visual, or 

physical conduct rises to the 

level of sexual harassment is 

determined on a case-by-case 

basis.



SEXUAL HARASSMENT IS NOT YOUR FAULT.

SEXUAL HARASSMENT IN NOT ABOUT SEX.

It is about... 

POWER!



Remember

Intentions do not matter if a person feels 

harassed or humiliated.

Different people have different reactions to the 

same behavior and different interpretations



Prevention

Prevention is the best tool to eliminate 

sexual harassment in the workplace.



Three stages to responding to Harassment

1. Understanding what is going on

a) What are you going through 

b) Collect info about possible action and defining 

your options

2. Choose what actions to take

a) Informal approach- i) Personal action, ii)mediation 

by 3rd party iii) mediation by Ombudsman

b) Formal approach-

3. Follow up- To ensure behavior stops and 

does not resume





Examples of sexual harassment scenarios

17

1. An employee asks another employee out on a 

date.  After being rejected, the employee 

continues to ask the other employee out on more 

dates and tries to engage in personal 

conversations.

2. A group frequently call another names and refer to 

her private parts.

3. An employee has the habit of massaging the 

neck or shoulders of other employees while 

talking to them.

4. A supervisor suggests that an employee’s 

evaluation or assignment will be affected if the 

employee does not go on a date or engage in a 

relationship with the supervisor. 17





Prevention



Prevention tools

Anti-Harassment Policy

Educate and Train Employees

Monitor enforcement of anti-harassment policy

Investigate allegations of sexual harassment



Prevention

Protect individuals confidentiality 

Protect individuals against retaliation

Take a corrective action IMMEDIATLEY 



Examples of sexual harassment

• Unwanted touching; Blocking or impeding passage

• Hugging, kissing, grabbing, groping, massaging, etc.

• Sexually-oriented remarks, derogatory comments, 

innuendo. 

• Obscene or offensive sexually-oriented jokes, sexual 

gestures, signs, tongue movements, etc. 

• Sexually-oriented materials, Obscene or offensive 

sexual cartoons, pornography, 

email, etc. 

• Crude pictures, photos, pinups

• Repeated unwanted gifts or social invitations or 

stalking

• Discussing sexual activities; Nudity and/or variations of 

it, etc



Response



1 b) Understanding what is going on

• Identify the harassing behavior

• Reflect on your behavior

• Understand your reactions



1a) Considering your options and resources

• Think about solutions

• Find the resources available

• The role of the manager



2. Choosing an approach

• Informal Approach

– Personal action

– Involving a third party

– Mediation

• Formal approach



2 b) Formal approach - Steps

When and How to file a complaint-soonest(within 6 

months) to ED or Director of OIA, cc DHR via email or letter

• Assessment of the complaint

• The investigation

• Duration of formal approach

• Confidentiality of the process

• Conclusion of the investigation

– Allegation not found- evidence refutes- closed

– Allegation not found- insufficient evidence-

managerial action may be taken

– Allegations well founded- disciplinary measures

• The disciplinary process- depends on the 

seriousness of the case 



Disciplinary measures

Depend on the seriousness of the case. They 

may include one or more of the following forms: 

• A written or oral reprimand, recovery of monies owed 

to the organization and administrative leave with or 

without pay pursuant to Staff Rule 10.4. are not 

considered disciplinary measures.

• Written censure;
• Loss of one or more steps-in-

grade;
• Deferment, for a specified 

period, of eligibility for a within-
grade salary increment;

• Suspension without pay;
• A fine

• Deferment, for a specified period, 
of eligibility for consideration for 
promotion;

• Demotion with deferment, for a 
specified period, of eligibility for 
consideration for promotion;

• Separation from service, with 
notice, or compensation in lieu of 
notice; or

• Dismissal.



Follow up-

• Harassment and dealing with harassment may 

sometimes create tension in an office or a 

team. 

• Its everyone's right to work in a harassment-

free environment. 

• Managers obligation-

• What if the harassment stopped only 

temporarily or took another form? Retaliation? 

-contact either OIA or the Ethics Office

• The Ombudsman and Staff Well-Being Unit 

remain available for advice at all times.


