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Sexual Harassment
1. How is sexual harassment defined under Title Seven?  Does it always include hugging in the workplace?
Sexual harassment based under Title VII of the Civil Rights Act of 1964 which is a federal law that prohibits employers from discriminating against their employees based on race, sex, color, or national origin. Title VII’s prohibition by the Act against sexual discrimination involves both pregnancy discrimination and sexual harassment. Sexual harassment is not specifically mentioned in Title VII but it violates it and constitutes sexual discrimination. In the context of employee interactions, sexual harassment can refer to sexual advances that are unwelcomed often imposed on them by someone who has authority. Among the advances that can be termed as sexual harassment include repeated offensive looks or comments, all forms of sexual jokes, indecent propositions, intentional body contact, or forced sexual relations (Morgan, 2020). Concerning hugging in the workplace, it may be appropriate in some contexts but it can be seen as sexual harassment to other employees. Employees may perceive the action as contributing to a hostile work environment if given at work and some of them might consider pressing charges.
2. What specific actions of Sheriff Prieto were the basis of Zetwick’s lawsuit? How were the charges of sexual harassment defended by the county as non-threating, harmless issues?
Among the specific actions that formed the basis of Zetwick’s lawsuit include unwanted kisses and hugs. In the lawsuit, Zetwick estimated that Sheriff Prieto had hugged her more than 100 times and in each case, it was unsolicited, awkward, and unwelcome (Morgan, 2020). According to Zetwick, the unwanted hugs and kisses had persisted for over14 years while she was working with the Sheriff’s Department. Each time, the advancements were initiated by the Sheriff and although hugs were not accompanied regular kisses in the neck, the hugs persisted. The county defended the charges and termed them as non-threatening and harmless issues in the workplace. Sheriff Prieto’s attorney denied the allegations and called the hugs “platonic” since they were not different from those that one might receive from a friend or grandma. In 2014, the Grand Jury report stated that the Sheriff’s office resembled ‘the wild, wild west’ and concluded that the years spent by Zetwick in his office full of nepotism, harassment, and intimidation.  

3. On what legal basis did the appeal court overturn the first district court’s decision? How could infrequent hugs be seen as pervasive behavior?
The Appeal Court overturned and dismissed the decision by the first court when they found that Zetwick had not put forth sufficient facts to support her claim. The first court had dismissed the case and scheduled it for later trial but this decision was reversed by the Appeal Court by a three-judge panel of the 9th U.S. Circuit Court of Appeals (Morgan, 2020). The Appeal Court did not agree with the jury’s decision not having sufficient evidence to support Zetwick’s accusations. The Court of Appeal disagreed and declared that a reasonable jury could be in a position to find that the conducts by Prieto especially the alleged number of unwelcomed hugs and kisses were sufficient to create an abusive or hostile work environment. The infrequent hugs, based on this case, can be seen as a pervasive behavior and this can be reflected in Zetwick’s case. The Appeal Court argued that the power and authority by supervisors can invest their harassing conduct with a character that is threatening. 
4. How was the employee damaged? Did the sheriff’s behavior with other department employees (including males) contribute to the court’s final decision?
Zetwick’s case with Sheriff Prieto was based on sexual discrimination as Zetwick claimed that Prieto had forced her into unwanted hugs and kisses in the workplace. The employee claimed that the advancements resulted in a hostile work environment and this went on for several years (Morgan, 2020).Zetwick claimed that she ended up being anxious and stressed and this made it hard for her to concentrate and she regularly took medications to sleep. Consequently, the employee was damaged after the case was filed and this included her resigning from the job and parting ways with the Sheriff’s office. This was because she received negative treatments from Sheriff Prieto and other supervisors. Before that, Sheriff Prieto had earlier on been accused of sexual harassment by one of the employees, Robin Gonzalez who had worked for more than 11 years as his deputy. Moreover, another male employee, Darrel Johnson had accused Sheriff Prieto of vile and reprehensible racial slurs by calling him “the dark one” during a meeting. Both behaviors were not considered by the court. The court mostly made its decisions basing on Zitweck’s allegations.
5. What duties are assigned to all supervisors in preventing workplace sexual harassment? Should supervisors or bosses never hug any employee—defend your opinion in regard to Title 7 restrictions.
Among the roles by supervisors or bosses in preventing sexual harassment include following their agency’s policies regarding conduct standards that are acceptable. Supervisors should also take action by addressing inappropriate behavior or conduct as it happens. Bosses and supervisors are also expected to show respect towards their employees and encourage them to treat each other with respect. Moreover, bosses and supervisors are required to immediately address behaviors that are unacceptable including offensive texts, use of language that is sexually-oriented, and use of sexual-oriented jokes. 
[bookmark: _GoBack]Supervisors or bosses can hug their employees appropriately and it should not be persistent without the employee’s consent. Under Title VII of the federal law, illegal sexual harassment includes any sexual advancements that are unwelcomed, sexual jokes, requests for sexual favors, or slurs that go on frequently to the extent of creating an offensive or hostile work environment for the employees. On the basis, hugging can be termed as sexual harassment if it occurs more often hence making the victims uncomfortable. Therefore, supervisors and bosses are allowed to hug their employees under appropriate conditions and this should not be persistent. 
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