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Definition of Sexual Harassment
Sexual harassment is an offensive behavior that involves using explicit or implicit sexual remarks, requests, or favors that may be inappropriate and unwelcoming. The law recognizes two forms of sexual harassment: “quid pro quo” and “hostile work environment” (Hersch, 2015). Quid pro quo involves making demands for sexual favors for some benefits in the workplace. For example, a supervisor demanding sexual favors from an employee to maintain him/her at work. A hostile work environment involves making a pervasive or severe speech that may be intimidating and may affect a person’s performance at work, for example, making sexual comments or jokes.
History of the Concept of Sexual Harassment
Sexual harassment in the workplace especially against women has a prolonged history in the US. During the early days, most of the slaves were exposed to sexual harassment and rape since they were not protected by the law. The women continued to suffer until 1964 when President Lyndon B. Johnson signed the Civil Rights Act that prohibits discrimination regarding color, race, sex, religion, and national origin. The US Equal Employment Opportunity Commission guided on sexual harassment issues to hold employers responsible for sexual harassment by supervisors.
State and federal laws that apply to sexual harassment in the workplace include the Civil Rights Act of 1964 (Title VII) that is enforced by the US Equal Employment Opportunity Commission (EEOC). The Civil Rights Act is a federal law that prohibits sexual harassment for employees regardless of gender, sex, or sexual orientation as provided in the Title VII of the Act (Basu, 2003).
Managers should take certain actions to prevent sexual harassment in the workplace. For example, he/she should enforce a zero-tolerance policy on sexual harassment in the organization. Managers should also deal with any sexual harassment concerns and allegations as soon as possible (Bularzik, 1981). Managers may also raise awareness on sexual harassment behaviors and include training on sexual harassment in the workplace.
If an employee believes that he/she has been sexually harassed, they should tell the harasser that the behavior was inappropriate or unwelcoming and should stop it. If the harasser continues with the behavior or if the employee is uncomfortable facing the harasser directly, then he/she should report the issue to the human resource director or his/her supervisor for investigations and taking suitable action. The employee may also provide written documentation on the date, nature of the event, time, and witnesses.
An employee who believes that they are being sexually harassed has legal rights provided in the Title VII of the Civil Rights Act that states that it is illegal for employers to tolerate sexual harassment in the workplace. The law allows the employee to sue the employer but not the person involved in the harassment.
A person that is accused of harassment has a legal right to a truthful and thorough investigation. The accused also have the right to obtain an attorney to represent them. In case the accused is fired but was innocent, then they have the right to take legal action against their employer. If the accused thinks that he is falsely accused, then they have the right to sue for defamation.
There are seven steps that a Human Resource Manager should undertake after receiving a sexual harassment complaint from an employee. First, the HR manager should attentively listen to the allegations to gather details of the allegation. The second step is taking prompt action awaiting investigation to prevent the occurrence of further harassment since the investigation may take some time. The HR manager should then engage in investigations on the harassment by hiring a neutral and qualified third party to help in the investigation.
Based on the investigation results, the HR manager should make reasonable and fair conclusions about the harassment. The HR manager should then inform both groups of the investigation results. The appropriate measures should be taken by the HR manager to protect the victim’s interests and enforce an anti-harassment policy. The final step is the reevaluation of the anti-harassment policy after responding to the complaint.
The first example of a sexual harassment case is the case of Anita Hill and Justice Clarence Thomas. Anita Hill had accused Thomas of using improper language and sexually harassing women at work. The claims of Anita Hill were never proved or disapproved and therefore Thomas rejected the allegations. The second example is Paula Jones and President Bill Clinton. Paula Jones accused Clinton of asking for oral sex. Paula was a state employee in Arkansas where Clinton was the Governor. Clinton opposed the allegation and the lawsuit was dismissed. During the appealing process, an agreement was attained whereby Jones received $850,000 to drop the case although she never got acceptance of guilt or apology. These allegations facilitated the investigation of the sex life of Clinton which unveiled the Monica Lewinsky scandal and his impeachment 
It was right for Anita’s claims to be neither proved nor disapproved because they were not part of the legal action. I think Jone’s lawsuit should have been given time for investigation instead of paying her to drop the case. The right procedure should have been followed. However, it was right to investigate the sex life of Clinton after Jone’s case.  The lesson that can be learned from the first case is that claims can fail to be proved or disapproved especially if they were not part of the lawsuit. The lesson from the second case is that no one is above the law because the president’s sex life was investigated resulting in his impeachment.
People thought that sexual harassment or abusive behavior was acceptable because this behavior was not prohibited under employment law. Sexual harassment was not considered illegal by the law and therefore people were free to engage in such related behaviors believing that they were acceptable since there were no federal, state, or workplace laws and policies that prohibit sexual harassment in the workplace (Hunt et al. 2010). Therefore, people knew that no legal action could be taken against them even if they got involved in sexual harassment cases.
People accused of sexual harassment in the workplace should first be investigated to ascertain the claims before holding their guilt. During the investigations, the HR manager may stop them from reporting to work to wait for the investigation findings. If the results of the investigations provide that they are guilt, then legal actions are taken against them such as taking them in a court of law. Disciplinary actions may also be taken against the accused persons as provided in the workplace policies.
Victims of sexual harassment now feel safe to bring their cases forward because they feel protected by the law unlike in the past when there were no laws regarding sexual harassment. The Title VII of the Civil Rights Act has given people the power to report any form of sexual harassment. Companies and organizations have also provided zero-tolerance policies on sexual harassment as well as reporting procedures for sexual harassment cases.  I will feel safe to bring forward this type of concern because I am protected by federal laws and workplace policies on sexual harassment.
An employer may make employees feel more comfortable to bring forward sensitive personal experiences by encouraging open communication, proper handling of such cases, and providing reporting procedures for such cases. This current trend will change the professional workplace because people will be free to report any sexual harassment cases and the appropriate actions will be taken against the accused persons hence minimizing similar cases in the workplace.
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