Employee Training on Addressing Sexual Harassment

Running Time:


1hour
Materials:



Flipchart and flipchart stand/chalkboard, markers;





Handout:
Written policy on sexual harassment, if the employer has one



  Target Audience:  To be used for awareness training for groups of employees

This session is best conducted after the sessions “What is Sexual Harassment?” and “Sexual Harassment Case Scenarios” have been presented.

Introduction

Facilitator:  Sexual harassment in the workplace is a form of violence against women, a violation of their human rights and an offense that is incompatible with human dignity.  Many countries recognize sexual harassment as a form of sex discrimination. It is important to understand that sexual harassment is a controversial topic wherever it is discussed. There is considerable confusion as to what behavior constitutes sexual harassment. During this session we will lean to identify sexual harassment and discuss options for addressing sexual harassment in the workplace.

Learning Objectives:

Facilitator:
At the end of this session, participants will be able to:

· Identify forms of sexual harassment.

· Encourage employees to report sexual harassment before it becomes severe or pervasive.

· Discuss options for addressing sexual harassment in the workplace.

Activity 1:  Identifying Sexual Harassment

1. Facilitator leads a brainstorming session to create a list of behaviors the participants believe constitute sexual harassment. Facilitator asks each of the participants to share their ideas randomly or in turn.  The ideas are not criticized or discussed; participants may build on ideas voiced by others.  The questions for brainstorming are:

· What types of behavior do you believe constitute sexual harassment?


· What types of behavior have you seen in the workplace that you believe to be sexual harassment?  [Facilitator:  It is important that participants only describe types of behavior without identifying any individuals.]

· Write down each answer as they are offered on a flipchart without any comments, notes or questions for 5-7 minutes.  After discussing the ideas, post the list on the wall so it is visible throughout the training workshop.

2. Facilitator summarizes the results of the brainstorming and highlights the elements of sexual harassment using the following ideas:

· Sexual harassment may be conduct that is sexual in nature or may relate to the sex of the target.  Laws prohibiting sexual harassment in the workplace have defined the term to include part or all of the following conduct:

· unwelcome or unwanted verbal, non-verbal, physical or visual conduct based on sex or of a sexual nature
· the acceptance or rejection of which affects an individual’s employment

· which occurs with the purpose or effect of violating the dignity of a person
· which reasonably interferes with an individual’s work performance

· which creates an intimidating, hostile, degrading, humiliating or offensive work environment, or
· which constitutes an abuse of authority.
· The EU uses a definition similar to the one above, and Directive 2006/54/EC proscribed both harassment related to sex and harassment of a sexual nature. The directive defines sexual harassment as where "any form of unwanted verbal, non-verbal or physical conduct of a sexual nature occurs, with the purpose or effect of violating the dignity of a person, in particular when creating an intimidating, hostile, degrading, humiliating or offensive environment."
· The following acts are examples of behavior which may, under certain circumstances, be considered sexual harassment:  sexual advances or propositions, offensive questions or comments about physical appearance or sex life, lewd comments, sexual jokes and insults, leering, the display of pornographic material designed to embarrass or intimidate an employee, condescending or paternalistic remarks, inappropriate touching, pinching or cornering, sexual assault and rape.  

· Although both women and men experience sexual harassment around the world, sexual harassment is a problem that particularly affects women. Sexual harassment can include:

· A woman harassing a man

· A woman harassing a woman

· A man harassing a man

· It can come from anyone: a supervisor, a professor, a coworker, a client, a vendor, or a contractor. 

· Sexual harassment is about power and intimidation and not sexual attraction.  It reinforces gender stereotypes and economic power over women in the workplace. 

· Sexual harassment is a human rights abuse and a form of sex discrimination. Sex discrimination in employment means that the terms and conditions of the target’s employment are not equal to that of other employees, simply because of the target’s sex. 


· If you have conducted  “What is Sexual Harassment?” and “Sexual Harassment Case Scenarios” sessions, Activity 1 can be shortened.  Focus will be on getting participants to discuss what they believe constitutes sexual harassment and to discuss types of behavior they have seen in the workplace. 
· If you have not conducted the “What is Sexual Harassment?” session, present the definitions of sexual harassment as explained in Activity 1, points 3 and 4 of that session and provide Handouts A and B from that session.
Activity 2: Addressing Sexual Harassment

1. Facilitator begins by noting that prevention is the best strategy for eliminating sexual harassment in the workplace.  Many legal systems encourage employers to take steps to prevent sexual harassment from occurring.  There are also actions that employees may take to try and put an end to the harassing behavior or to preserve their legal rights.  


2. Facilitator asks the participants whether their employer has a complaint process for addressing sexual harassment.


· If the employer has a formal complaint process, facilitator should lead a discussion about what actions should be taken when sexual harassment occurs.  The facilitator should also ask participants whether they feel any improvements to the policy could be made.  At end of discussion, facilitator should hand out copies of any formal, written policy.


· If the employer does not have a formal complaint process, facilitator should lead a discussion about what actions should be taken when sexual harassment occurs.

3. Facilitator summarizes the results of the brainstorming and notes that there are five principal steps governmental and non-governmental organizations suggest that employees take in response to sexually harassing behavior in the workplace:


(1)
Informing the harasser that the conduct is unwelcome and should cease,
(2)
Documenting the harassment,

(3)
Reporting the harassment to the employer using the available complaint or grievance system,

(4)
Cooperating with the investigation of the complaint, and

(5)
Consider making a claim with civil authorities
4.  Facilitator should note that EU Directives require Member States to encourage employers to institute preventative measures to protect against sexual harassment in the workplace and that EU Directives forbid Member States from capping compensation or reparation to victims of sexual harassment, with limited exception. (See EU Directive 2002/73/EC and EU Directive 2006/54/EC.)


5.  Facilitator should address concerns or fears that individuals may have with taking any of the above steps.  The questions for brainstorming are:

· What barriers do you think exist in your workplace that would discourage or prevent a target of sexual harassment from taking these steps?

· How can the employer, managers or co-workers address those barriers, and thereby promote the reporting of sexual harassment?

· If there is a written complaint procedure, facilitator should make sure participants are aware of any protections that would address the concerns raised (e.g., confidentiality or prohibition on retaliation).

6.   Facilitator should note that there other options available for reporting sexual harassment.  One such option is reporting the harassment to your trade union.


Summary and Closing:

Facilitator closes by reiterating that sexual harassment is unwelcome and unwanted conduct related to sex or of a sexual nature.  The submission to or rejection of this conduct may be used as a basis for making employment decisions concerning the target of the conduct, or Such conduct may interfere with an employee’s work performance or create an intimidating hostile or offensive work environment for the employee.  Prevention is the best strategy for eliminating sexual harassment in the workplace.  Employees are encouraged to report harassment before it becomes severe or pervasive.   
Questions and Comments:

Facilitator should end the session by asking if there are remaining questions or comments related to this material.  Keeping track of feedback will allow the facilitator to make useful changes to future presentations.
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