EEOC HanaSSMENT Guruaxcn :
UpoluNG Por-,rcrns ANo TnanvNc
In 2015, as a result of the persistence and prevalence of harassment complaints received,

the Equal Employment Opportunity Commission (EEOC) embarked on an effort to
workplace harassment prevention efforts."

It

created

a Select Task Force for this

o'reboot

purpose

comprised of sixteen members from various backgrounds, including representatives of academia;

legal practitioners on both the plaintiff and defense side; employers, employee advocacy groups
and organized labor. From April, 2015 through June, 2016, the Select Task Force held a series

of meetings (some open to the public), received testimony from more than 30 witnesses

and

gathered public comments. The goal of the Select Task Force was to provide insight on how to
prevent harassment in the workplace.

In June 2016, the agency published the findings, conclusions and recommendations of the
Select Task Force in its Report of the Co-Chairs of the EEOC Select Task Force on the Study

of

Harassment in the Workplace in June of 2016 ("Task Force Report"). As noted, the Select Task
Force did not limit its charge to only looking at the legal definition of workplace harassment, but

"rather included the examination

of

conduct and behaviors which might not be legally

actionable, but left unchecked, ffizy set the stage for unlawful harassment.- (Task Force Report)

Key findings include the following:

(l) workplace harassment remains

a persistent problem; (2)

workplace harassment too often goes unreported; (3) there is a compelling business case for
stopping and preventing harassment; (4) leadership and accountability are critical; (5) training
must change; (6) new and diffbrent approaches to training should be explored; and

(7)

an

"it's

on us" campaign should be furthered to engage those in the workplace to be part of workplace
harassment prevention rather than being bystanders. With respect

to changes in training, the

findings of the Select Task Force conclude that too much training has focused on simply
avoiding legal liability and has been designed as a "one size fits all" program. The Task Force

Report comments: "We believe effective training can reduce workplace harassment, and
recognize that ineffective training can be unhealthful or even counterproductive. However, even
efTective training can occur in a vacuum

- it must be part of a holistic culture of non-harassment

that starts at the top. Similarly, one size does not frt

all: Training

must be effective when tailored

to the specific workforce and workplace, and to different cohorts of employees. Finally, when
trained correctly, middle-managers and first-line supervisors in particular can be an employer's

most valuable resource

in preventing and stopping

harassment." (See Task Force Report,

Executive Summary, p. V.)
Regarding new and different approaches that should be explored, the Select Task Force

highlights models of training based upon "bystander intervention training" which has been used
to combat sexual violence on school campuses. The training is designed to empower co-workers
and gives them tools to intervene when they witness harassing behavior. Fufther, the Select Task

Force suggests "civility training" that focused on promoting respect and civility in the workplace
as a means to eliminate unwelcome or ofTensive behavior.

The Task Force Report contains detailed recommendations and a number of tools to
assist in defining effective anti-harassment policies, developing training curricula, implementing

complaint reporting and investigation procedures, creating an organizational culture in which
harassment

is not

tolerated, ensuring employees are held accountable, and assessing and

responding to workplace "risk fbctors" for harassment.

The following discussion fbcuses on the recommendations of the Task Force regarding

the necessary components of a complaint reporting policy and system, critical response in
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handling reported complaints and changes an employer can make to the structure of its
compliance training program

in order to reduce identified risk factors that may give rise to

unlawful harassment in the workplace.

I.

Complaint Reporting

A.

Designing Proper Reporting Systems

It is essential to have an effective reporting system within any complaint procedure. The
Select Task Force emphasizes that an efTective policy should make clear that harassment on the
basis of any protected category characteristic

communicated on a regular basis.

will not be tolerated and the prohibition should

be

It is particularly important to communicate the information

about how to file a complaint and how to report harassment that an employee may observe in the
workplace.

The Select Task Force recommends that the policy clearly prohibits retaliation and
promises protection against retaliation

for

employees making complaints

or providing

infbrmation, witnesses and others that participate in the investigation. The policy should also
carefully outline a complaint process that provides multiple and accessible avenues of complaint,

providing assurance that the employer

will

protect the confidentiality

of the harassment

complaint to the extent possible. As well, the complaint process must assure that there will be a
prompt, thorough and impartial investigation once a report is made. The reporting process should
also provide an assurance that the employer

will take immediate

and appropriate proportionate

corrective action when it determines that harassment has occurred. The Select Task Force further
recommends that the policy should state that the employer

will respond to and prohibit behavior

that does not constitute legally actionable harassment but,

if

allowed to continue, could lead to

harassment.

J
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Typically, depending upon the size of the organization, an organization should identify
two or more individuals to whom complaints alleging harassment can be directed. If the size and
structure of the organization allows, instructing employees that they can direct complaints to

both a male and female charged with the responsibility of following up on the complaints is
advantageous. Depending upon the nature of the complaint, an individual of one gender may feel

most comfortable communicating that complaint to an individual of the same gender. Reporting
systems must be flexible and accessible. Requiring an employee to put any complaint in writing

befbre it will be investigated can impose a barrier to an individual that wants to bring forward a

complaint. Such requirements should be avoided so that all complaints can be received and
investigated.

Overall,

in

developing

a reporting procedure, it is

important that any employer

representatives listed to receive complaints take any reported complaint seriously and provide an
encouraging and supportive environment where individuals feel safe to report harassing behavior

to management. It is also important to the investigation process to appoint well-trained objective
and neutral investigators that

will timely respond and investigate

concerns which are brought

fbrward. There should also be systems to ensure that individuals alleged to have engaged in
harassment are not "presumed

guilty" and are not "punished" until the investigation is completed

and there is a determination that harassment has occurred. In addition, this reporting procedure
should involve the communication of the determination of the investigation to all parties. Where

appropriate, communication

of the sanction imposed

should take place

in a manner that

recognizes the privacy interests of those involved.
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B.

Ensuring Timely Responses

Once a complaint is communicated, an investigation should be launched as soon

possible.

It is generally

advisable to ensure the completion

as

of a thorough interview with

a

complaining or charging party within 24 to 48 hours after receiving the complaint, unless
circumstances arise that are outside the employer's control. Expediency in handling complaints
expresses the seriousness of the complaint and assures the charging party that the employer does

not condone such behavior. It also shows that the employer stands behind its investigation
process.

At the outset, if the investigation does not begin

as soon as possible,

it

sends a message to

employees (including the charging party) that these types of issues are not important andlor that
the employer does not stand behind its policy. In addition, evidence of undue delay may serve to

show the employer failed to take reasonable corrective action in response to harassment about

which it knew or should have known. This may lead to liability for a hostile work environment
where an employer was negligent by failing to take action to reasonably prevent harassment from

occurring. As part of its responsibility for taking reasonable conective action to prevent
unlawful conduct from continuing, an employer is expected to conduct a prompt and adequate
investigation. If an employer opens an investigation into a complaint one day after it is filed, it
has clearly acted promptly. See CrawJbrd

v. BNSF Ry. Co., 665 F.3d 978, 985 18th Cir. 2012)

(employer exercised reasonable care when it initiated an investigation upon receipt of complaint,
placed alleged off-ender on administrative leave within two days and terminated him within two

weeks); Pantoja v. Dept. of'Air Force, EEOC Appeal No. 01995176,2001 WL 1526459, at *1
(November 21,2001) (no liability found where agency immediately investigated allegations and

within one day moved alleged harasser to another building). It should be noted that the Seventh
5
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Circuit has found that where an employer waited two months it did not act promptly. EEOC

v.

Mgmt. Hospitality of Racine, Inc., 666 F.3d 422, 436 Qth Cir.2012). Timing of the investigation
may be fact sensitive and may depend upon other considerations as to the nature and severity of
the alleged harassment and the reasons for delay. For example, when allegations include physical

touching, an employer that waits two weeks before responding may be deemed to have not acted

promptly

if

there is no reasonable explanation for the delay. Roclqtmore v.

tlS. Postal Serv.,

EEOC Appeal No. 012010311,2012 WL 424237, at *5 (Jan. 31,2012).

il.

ANTI.HARASSMENT COMPLIANCE TRAINING: KEY INGREDIENTS
The Task Force Report is unequivocal in requiring employers to undertake a holistic

harassment prevention effort which includes

a strong policy combined with

employee and

supervisor training on employer's policies, reporting systems and investigation procedures. It
identifies three basic components of this system: (1) the structural principles; (2) the content of
compliance training for all employees; and (3) the content of compliance training for managers

and first-line supervisors. The fbllowing discussion summarizes Task Force guidance on
required components in these three areas.

A.

Structural Principles

The Task Force suggests key structural components that should underlie all antiharassment training. Most significantly, the harassment prevention effort must be supported at
the highest levels of the organization. This can be reflected by statements of those at the highest

level of the organization.

It

may also be demonstrated by participation in, and endorsement

befbre, during and after the compliance training. Efforts should include repeated and reinforced

training on a regular basis. Additionally, this training and education should be provided to all
employees at every level of the organization.

6
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The repeated trainings should be interactive and conducted in-person by qualified
trainers. The Task Force suggests that

if live, in-person training

is not feasible, the prevention

program should be designed to include active engagement by the participants. As well, the

training should be routinely evaluated and modified as necessary as the goal for

such

programmatic training should be the education and understanding of all employees.

B.

Content of Compliance Training for all Employees

With respect to the content of the training to be communicated to all employees,
harassment training should describe illegal harassment as prohibited under the

policy.

the

In

addition, the policy should address how inappropriate conduct might rise to the level of illegal
harassment and should prohibit such conduct as violating the policy. Examples should be tailored

for the specific workplace and for the specific workforce. This training policy should
employees about their rights to complain and their responsibilities

educate

if they experience or observe

conduct that is not acceptable in the workplace. With respect to the reporting procedure, this

should be described

in

simple terms.

All

employees participating

in the training should

understand what the reporting procedure is in the event that any harassment is experienced or
observed in the workplace. In addition, the content of all compliance training for employees must

explain the consequences of the conduct.

All employees must understand that there will be

consequences for engaging in unacceptable conduct violative of the policies, up to and including

discharge from employment.

C.

Content of Compliance Training for Managers and First-Line Supervisors

Because the overall goal

of compliance training is to prevent harassment from occuring

in the workplace, training for managers and first-line supervisors must be tailored to ensure that
managers and supervisors know what

to do when they observe, or have reported to them,
7
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conduct that may violate the harassment policy. Training should provide easy-to-understand and

realistic methods for dealing with any inappropriate conduct or harassment that they observe,
that is reported to them, or of which they have knowledge or information. This may include a

description

of

sanctions

for failing to use such methods. The policy should state that it

expected that managers and first-line supervisors

In

addition, training

fbr

will

is

act in accord with the policy.

managers and first-line supervisors should provide clear

instruction on how to report harassing behavior up the chain of command. Again, to reinforce the
importance of making sure the reports are brought fbrward to the appropriate personnel, the
training can include a description of the sanctions for failing to report this type of behavior.

The Task Force also recommends that compliance training for managers and first-line
supervisors include situational awareness. Providing examples of expected behavior with respect

to managers and supervisors is important as it emphasizes their responsibility to respond. The
compliance training should encourage managers and supervisors to assess workforces within

their scope of responsibility for risk factors of harassment and to act according to the policy to
reduce the risk of employees engaging in behaviors that violate employer policy.

CONCLUSION
Employers seeking to evaluate and "reboot" their policies and procedures are encouraged

to review the Task Force Report and to consider using the checklists contained within the Task
Force Reporl issued in June of 2016. Those checklists are attached.

8
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EEOC SELECT TASK FORCE ON THE STUDY OF HARASSMENT IN THE WORKPLACE

APPEI\DIX B
CHECKLISTS FOR EMPLOYERS

78

REPORT OF THE CO.CHAIRS OF THE

EEOC SEI-BCT TASK FORCE ON THE STUDY OF HARASSMENT IN THE WORKPLACE

Checklist One: Leadershin and Accountabilitv
The ftrst step for creating a holistic harassment prevention program is for the leadership of an
organization to establish a culture of respect in which harassment is not tolerated. Check the box if the
leadership of your organization has taken thefollowing steps:

tr

Leadership has allocated sufficient resources for a harassment prevention effort

tr

Leadership has allocated sufficient staff time for a harassment prevention effort

tr

Leadership has assessed harassment riskfactors and has taken steps to minimize those risks

Based on the commitment
components in place:

E

of leadership,

check the box

if your

otganization has the following

A harassment prevention policy that is easy-to-understand and that is regularly communicated to
all employees

tr A harassment

reporting system that employees lcnow about and is
accepts reports ofharassment experienced and harassment observed

J

fully

resourced and which

Imposition of discipline that is prompt, consistent, and proportionate to the severity

of

the

harassment, if harassment is determined to have occurred

J

Accountability for mid-level managers and frontline supervisors to prevent andlor respond to
workplace harassment

tr

Regular compliance trainings

tr

Regular compliance trainings for mid-level managers and front-line supervisors so they know
how to prevent and/or respond to workplace harassment

employees so they can recognize prohibited forms
reporting
system
conduct and know how to use the

Bonus points

tr

for all

ifyoa can check

of

these boxes:

The organization conducts climate surveys on a regular basis to assess the extent to which
harassment is experienced as a problem in the workplace

tr

The organization has implemented metrics for harassment response and prevention in supervisory
employees' performance reviews

tr

The organization conducts workplace civility training and bystander intervention training

tr

The organizationhas partnered with researchers to evaluate the organization's holistic workplace
harassment prevention effort

meant to be a useful tool in thinking about and taking steps to prcvent
harassment in the workplace, and responding to harassment when it occurs. It is not meant to convey legal
sdvice or to set forth legal rcquirements relating to harassment. Checking all of the boxes does not necessarily
mean an employer is in legal complinnce; conversely, the failure to check any particular box does not mean an
employer is not in compliance.

A reminder that this checklist is
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Checklist Two: An Anti-Harassment Policv

An anti-harassment policy is a key component of a holistic

harassment prevention
Check the box below if your anti-harassment policy contains thefollowing elements:

tr

effirt.

An unequivocal statement that harassment based on any protected characteristic will not
be tolerated

tr

An easy-to-understand description of prohibited conduct, including examples

E

A description of a reporting system - available to employees who experience harassment
as well as those who observe harassment - that provides multiple avenues to report, in a
manner easily accessible to employees

E A statement that the reporting system will provide a prompt, thorough, and impartial
investigation

E A statement that the identity

of an individual who submits a report, a witness who
provides information regarding a report, and the target of the complaint, will be kept
confidential to the extent possible consistent with a thorough and impartial investigation

E A statement that any information

gathered as part of an investigation will be kept
confidential to the extent possible consistent with a thorough and impartial investigation

if

tr

An assurance that the employer will take immediate and proportionate corrective action
it determines that harassment has occurred

tr

An assurance that an individual who submits a report (either of harassment experienced

E

A statement that any employee who retaliates against any individual who submits a report
or provides information regarding a report will be disciplined appropriately

E

Is written in clear, simple words, in all languages commonly used by members of the
workforce

or observed) or a witness who provides information regarding a report will be protected
from retaliation from co-workers and supervisors

A reminder that this checklist is meant to be a useful tool in thinking about and taking steps to prevent
harassment in the workplace, and responding to harassment when it occurs. It is not meant to convey
legal advice or to set forth legal requirements relating to harossment. Checking all of the boxes does
not necessarily mean an employer is in legal compliance; conversely, the failure to check any
particular box does not mean an employer is not in compliance,
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Checklist Three: A Harassment Reportins Svstem and Investisations

A reporting system that allows employees to jile a report of harassment they have experienced
or observed, and a process for undertaking investigations, ure essential components of a
holistic harassment prevention elfort.
Check the box below

tr

if your anti-harassment effort contains thefollowing elements:

A fully-resourced reporting process that allows the organization to respond promptly

and

thoroughly to reports ofharassment that have been experienced or observed

[J

Employer representatives who take reports seriously

tr A supportive environment where individuals feel safe to report harassing behavior to
management

E

Well-trained, objective, and neutral investigators

tr

Timely responses and investigations

E

Investigators who document all steps taken from the point
prepare a written report using guidelines to weigh credibility

tr

An investigation that protects the privacy of individuals who file complaints or reports,

of first contact and who

individuals who provide information during the investigation, and the person(s) alleged to
have engaged in harassment, to the greatest extent possible

E

Mechanisms to determine whether individuals who file reports or provide information
during an investigation experience retribution, and authority to impose sanctions on those
who engage in retaliation

E

During the pendency of an investigation, systems to ensure individuals alleged to have
engaged in harassment are not "presumed guilty" and are not "punished" unless and until
a complete investigation determines that harassment has occurred

E A communication
appropriate,
occurred

of the determination of the investigation to all parties and, where
a communication of the sanction imposed if harassment was found to have

A reminder that this checklist is meant to be a useful tool in thinking about and taking steps to prevent
harussment in the workplace, and responding to harussment when it occurs, It is not meant to convey
legal advice or to setforth legal requirements relating to harassment. Checking all of the boxes does
not necessarily mean an employer is in legal complinnce; conversely, thefailure to check any
particular box does not mean an employer is not in compliance.
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Checklist Four: Comnliance Training

A holistic harassment prevention effort provides training to employees regarding an employer's policy,
reporting systems and investigations. Check the box f your organization's compliance training is
based on thefollowing structural principles and includes thefollowing content:

.

.

StructuralPrinciples

tr

Supported at the highest levels

tr

Repeated and reinforced on a regular basis

tr

Provided to all employees at every level of the organization

tr

Conducted by qualified, live, and interactive trainers

tr

If live training is not feasible, designed to include active engagement by participants

tr

Routinely evaluated and modified as necessary

Content of Compliance Training for

tl

All Employees

Describes illegal harassment, and conduct that,

if left unchecked, might rise to the level of illegal

harassment

.

tr

Includes examples thatare tailored to the specific workplace and the specific workforce

tr

Educates employees about their rights and responsibilities
acceptable in the workplace

tr

Describes, in simple terms, the process for reporting harassment that is experienced or observed

tr

Explains the consequences of engaging in conduct unacceptable in the workplace

if they experience

conduct that is not

Content of Compliance Training for Managers and FirstJine Supervisors

tr

Provides easy-to-understand and realistic methods for dealing with harassment that they observe,
that is reported to them, or of which they have knowledge or information, including description of
sanctions for failing to use such methods

tr

Provides clear instructions on how

[1

Encourages managers and supervisors to practice "situational awareness" and assess the
workforces within their responsibility for risk factors of harassment

to report harassing behavior up the chain
including description of sanctions for failing to report

of command,

A reminder that this checklist is meant to be a useful tool in thinking about and taking steps to
prevent harussmant in the workplace, and responding to harassment when it occurs. It is not meant
to conve! legal advice or to set forth legal requirements relating to harassment. Checking all of the
boxes does not necessarily mean an employer is in legal compliance; conversely, the failure to check
any particular box does not mean an employer is not in compliance.
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Risk Factor

Risk Factor Indicia

Why This is a Risk
Factor for Harassment

Risk Factor-Specific
Strategies to Reduce
Harassment*

Homogenous

Historic lack of diversity
in the workplace

Curently only one

Employees in the minority
can feel isolated and may
actually be, or at least
appear to be, vulnerable to

Increase diversity at all

workforce

with parti cular attention
to work goups with low

minority in a work group

pressure from others.

diversity.

Employees in the majority
might feel threatened by
those they perceive as
"different" or "other," or

Pay attention to relations
among and within work
groups.

g., team, department,
location)

levels of the workforce,

(e.

might simply be
uncomfortable around
others who are not like
them.

Workplaces where

"Rough and tumble" or

some employees

single-sex-dominated
workplace cultures

do not conform to
workplace norms

Employees may be viewed
as weak or susceptible to
abuse.

Proactively and
intentionally createa
culture of civility and
respect with the

Remarks, jokes, or

banter that are crude,

"raunchyr" or
demeaning

Abusive remarks or humor
may promote workplace
noffns that devalue certain
types of individuals.

involvement of the
highest levels
leadership.

of

Pay attention to relations
among and within work
groups.

Cultural and
language
differences in the

Anival of new
employees with different
cultures or nationalities

workplace
Segregation of
employees with different
cultures or nationalities

Different cultural
backgrounds may make
employees less aware of
laws and workplace
norlns.
Employees who do not
speak English may not
know their rights and may
be more subject to

exploitation.
Language and linguistic
characteristics can play a

Ensure that culturally
diverse employees
understand laws,
workplace norms, and
policies.
Increase diversity in
culturally segregated

workforces.
Pay attention to relations
among and within work
gloups.

role in harassment.
The strategies outlined in Purt Three of this rcport (e.g., exercising leadership, holding people accountablefor
their actions, developing und enforcing effective policies and procedures, and conducting training) will help
address all the riskfactors listed in this chart. The strategies outlined in the last column of this chart are
designed to address speciftc risk factors.
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Risk Factor

Risk Factor Indicia

Why This is a Risk
Factor for Harassment

Risk Factor-Specific
Strategies to Reduce
Harassment*

Coarsened Social
Discourse Outside
the Workplace

Increasingly heated
discussion of current
events occurring outside
the workplace

Coarsened social discourse
that is happening outside a
workplace may make
harassment inside the
workplace more likely or
perceived as more
acceptable.

Proactively identify

Young workforces

Significant number

of

teenage and young adult

employees

Employees in their first or
second jobs may be less
aware of laws and
workplace norms.

current events-national
and local-that are

likely to be discussed in
the workplace.
Remind the workforce
ofthe types ofconduct
lhat are unacceptable in
the workplace.

Provide targeted
outreach about
harassment in high
schools and colleges.

Young employees may

Provide orientation to all

lack the self-confidence to
resist unwelcome
overtures or challenge
conduct that makes them

new employees with

uncomfortable.
Young employees may be
more susceptible to being
taken advantage ofby
coworkers or superiors,

particularly those who
may be older and more
established in their
positions.

emphasis on the
employer's desire to
hear about all
complaints of
unwelcome conduct.
Provide training on how
to be a good supervisor
when youth are
promoted to supervisory
positions.

Young employees may be
more likely to engage in
harassment because they
lack the maturity to
understand or care about
consequences.

The strategies outlined in Part Three of this rcpott (e.9., erercising leadership, holding people accountablefor
their actions, developing and enforcing effictive policies and procedures, and conducting truining) will help
address all the fiskfactors listed in this charl The strategies outlined in the lust column of this chaft are
designed to address specific riskfactors,
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Risk Factor

Risk Factor Indicia

Why This is a Risk
Factor for Harassment

Risk Factor-Specific
Strategies to Reduce
Harassment*

Workplaces with

Executives or senior

"high value"

managers

Management is often
reluctant to jeopardize
high value employee's
economic value to the
employer.

Apply workplace rules
uniformly, regardless of

employees
Employees with high
value (actual or
perceived) to the

If

employer, e.g.,Ihe

High value employees

"rainmaking" partner or

may perceive themselves
as exempt from workplace
rules or immune from

the prized, grant-

winning researcher

rank or value to the
employer.

consequences

oftheir

a high-value employee
is discharged for
misconduct, consider

publicizing thatfact
(unless there is a good
reason not to).

misconduct.

Workplaces with
significant power
disparities

Low-ranking employees
in organizational
hierarchy

Supervisors feel
emboldened to exploit
low-ranking employees.

Employees holding
positions usually subject
to the direction of
others, e.g.,
administrative support
staff, nurses, j anitors,

Low-ranking employees
are less likely to
understand complaint
channels (language or
education/training
insufficiencies).

Apply workplace rules
uniformly, regardless

of

rank or value to the
employer.
Pay attention to relations
among and within work

goups with significant
power disparities.

etc.

Gendered power
disparities (e.g., most of
the low-ranking
employees are female)

Workplaces that
rely on customer
service or client
satisfaction

Compensation directly
tied to customer
satisfaction or client
service

Undocumented workers
may be especially
vulnerable to exploitation
or the fear ofretaliation.

Fear of losing a sale or tip
may compel employees to
tolerate inappropriate or
harassing behavior.

Be wary of a "customer
is always right"
mentality in terms of
application to
unwelcome conduct.

The strategies outlined in Part Three ofthis report (e.g., exercising leadership, holding people accountablefor
their actions, developing and enforcing effective policies and procedures, and conducting training) will help
address all the fiskfactors listed in this chart. The strategies outlined in the lqst column of this chail are
designed to address specific riskfactors.
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Risk Factor

Risk Factor Indicia

Why This is a Risk
Factor for Harassmenf

Risk Factor-Specific
Strategies to Reduce
Harassment*

Workplaces where
work is
monotonous or
tasks are lowintensity

Employees are not

Harassing behavior may
become a way to vent
frustration or avoid
boredom.

Consider varying or
restructuring job duties
or workload to reduce
monotony or boredom.

actively engaged or
"have time on their
hands"

Pay attention to relations
among and within work

Repetitive work

groups with monotonous

or low-intensity tasks.

Isolated
workplaces

Physically isolated
workplaces
Employees work alone
or have few
opportunities to interact
with others

Harassers have easy access
to their targets.

There are no witnesses.

Consider restructuring

work environments and
schedules to eliminate
isolated conditions.
Ensure that workers in
isolated work
environments
understand complaint
procedures.

Create opportunities for
isolated workers to
connect with each other
(e. g., inperson, on line)

to share concerns.
The strutegies outlined in Part Three of this report (e.g., exercising leadership, holding people accountablefor
their actions, developing and enforcing effective policies and procedures, and conducting training) will help
address all the riskfactors listed in this charl The strategies outlined in the last column of this chart are
designed to address specific riskfactors.
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Risk Factor

Risk Factor Indicia

Why This is a Risk
Factor for Harassment

Risk Factor-Specific
Strategies to Reduce
Harassment*

Workplaces that
tolerate or

Alcohol consumption
during and around work

Alcohol reduces social

Train co-workers to
intervene appropriately

encourage alcohol

hours.

inhibitions and impairs
judgment.

if they observe alcoholinduced misconduct.

consumption

Remind managers about

their responsibility if
they see harassment,
including at events
where alcohol is
consumed.
Intervene promptly
when customers or
clients who have
consumed too much
alcohol act

inappropriately.

Decentralized

workplaces

Corporate offices far
removed physically
andl or organizationally

from front-line
employees or first-line
supervisors

Managers may feel (or
may actually be)
unaccountable for their
behavior and may act
outside the bounds of
workplace rules.

Ensure that compliance

training reaches all
levels of the
organization, regardless
ofhow geographically
dispersed workplaces
may be.

Managers may be unaware

ofhow to address
harassment issues and may
be reluctant to call
headquarters for direction.

Ensure that compliance

training for area
managers includes their
responsibility for sites

under their jurisdiction

Develop systems for
employees in

geographically diverse
locations to connect and
communicate.

The strategies outlined in Part Three of this rcpoft (e.g., acercising leadership, holding people accountublefor
theb actions, developing and enforcing effective policies and procedures, and conducting truining) will help
address all the riskfactors listed in this chaft The sfiategies outlined in the last column of this chart are
designetl to address specijlc risk factors,
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