


It makes good legal sense. 

o Preventive strategy. 

o Forcing a “think like a supervisor” mentality. 

o Affirmative defense in harassment lawsuits. 

It makes good practical sense. 

o Reputational harm. 

o Cultural harm. 

o Talent exodus. 

For no other reason – it’s the right thing to do. 
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In 2015, the EEOC received 27,893 allegations of harassment. 

Employees recovered $125.5 million through pre-litigation stages 

of harassment claims. 

Sexual harassment constituted just 45% of harassment 

complaints. 

o That means 55% of harassment complaints involved another protected 

category, such as race, disability, age, national origin or religion. 

Since 2010, employees have recovered $698.7 million through 

the EEOC’s administrative process for harassment claims. 

 

o Source: U.S. EEOC, Select Task Force on the Study of Harassment in the Workplace (June 

2016). 
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In June 2016, the co-chairs of the EEOC Select Task 

Force on the Study of Harassment in the Workplace 

released a report after 18 months of analyzing issues 

associated with workplace harassment. 

The report used individual instances of workplace 

harassment, as well as statistical evidence, to support its 

conclusion that harassment continues to plague 

American workplaces. 

Focused on causes and prevention.  But, we need to 

look at prevention differently. 



Why does harassment in the workplace persist?  Some 

reasons to consider: 

o Reluctance to report. 

o Lack of focus on the true business benefits of 

prevention. 

o Lack of buy-in from the top; lip-service culture. 

o Training is ineffective. 



It is estimated that 3 out of 4 employees who experience 

harassment never report.  Why? 

o Ignorance of the law. 

o Embarrassed and confused. 

o Uncomfortable with conflict. 

o Fear of not being believed. 

o Fear of humiliation, ostracism. 

o Fear.  

Lack of confidence in supervisor, human resources. 
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Where is your business focus for preventing 

harassment? 

o Legal costs – reactive. 

o Healthier workplace – proactive. 

• Increased turnover. 

• Decreased productivity. 

• Reputational harm. 

As an HR professional, how are you leading in this 

area? 
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Do your executives take harassment prevention 

seriously?   

Do they buy-in? 

Do they participate? 

Do they set the tone? 

Do they hold all employees accountable? 

Do they create culture or does culture create them? 
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Training efforts generally center on the legal issues. 

Training is focused too much on responding to 

harassment as opposed to preventing it. 

Training is seen as a “check-in-the-box” as opposed to 

daily expectations on workplace conduct. 

Training is stale.   
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GOLDEN OPPORTUNITY FOR HR 

PROFESSIONALS TO LEAD. 

 
 

 



Bystander training. 

o Create awareness and a sense of collective responsibility.  

o Only through the cooperation of all employees can harassment 

be eliminated. 

Encourages all employees to speak out against harassment 

or discrimination they witness in the workplace. 

o Even if the harassment or discrimination is not aimed at you, you 

have the right to enjoy a workplace free of such destructive 

behavior. 

Bystanders may use same reporting methods. 
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Top management must assist in translating training into 

culture. 

Buy-in from top is essential.  

o Key to overall company success. 

o High-level executive introduce the training to 

employees. 

o Holding all people accountable. 

 

 



Bystander intervention training. 

Incorporate diversity and inclusion.  

Encourage an inclusive atmosphere where employees’ differences are 

not merely tolerated but promoted. 

Incorporate workplace civility. 

o Prevent all forms of harassment, whether actionable or not. 

o Establish expectations of civility and respect. 

o Discuss workplace norms – what’s appropriate/inappropriate.  

o Explore interpersonal, skills-based training, conflict resolution 

and effective supervisor techniques. 
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Effect on the employer:  a reduction in productivity and morale. 

Workplace violence 

o Medical and workers’ compensation claims (e.g., heart, blood 

pressure). 

Psychological-emotional injuries 

o Debilitating anxiety, panic attacks. 

o Clinical depression: new or exacerbated. 

o PTSD. 

Forced to quit or transfer from a job:  Known as “constructive 

discharge.” 
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Employers should be careful when using the term “zero 

tolerance.” While the intentions may be good, use of 

such a term may be counterintuitive and may actually 

discourage harassment reporting. 

Anti-harassment policies should create multiple points of 

contact, with supervisors identified in various company 

departments. 

Consider creation of a workplace bullying policy.  

Live by it . . .  




