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	Sexual harassment is a serious national issue in public and private workplaces. There is a rising profile of allegations of sexual harassment in the government, companies, social movements, and the government (MacKinnon, 2017). The main concern is that sexual harassment at the workplace is not well addressed and that the employers are not taking it seriously. Sexual harassment affects the business because it consists of men who are in power, and they believe that they are entitled to act by their own rules, such as treating women as sex objects and not as fellow employees. Power corrupts, and this has left most employees afraid and confused about what they can do to stop sexual harassment.
	In Mike, Bill, and Monica's case, the employers should step back and learn lessons of the # MeToo movement and its trick by adopting the balanced approach to address the sexual harassment claims. This approach should include a collaborative effort to find out the truth in the allegation, compassion for the victims, and respect for the rights of the accused then take corrective measures if needed (Petrocelli & Repa, 2018).  
The action plans to resolve Monica's allegation of sexual harassment. 
           One should follow the promising practices that are listed in the EEOC's 2017 on unlawful harassment, which involve commitment, demonstrated accountability and consistent, engaged leadership, comprehensive and robust policies on harassment. Accessible and Trusted complaint procedures as well as interactive training regularly designed for the company and the audience. 
           Secondly, the management should set the right tone at the top even though the employees do not pay attention to what the administration is trying to signal. Besides, since sexual harassment like rape is based on the abuse of power. Therefore, each employer needs to consider adjustment of the imbalance of the power, which exists in the management team by hiring more women decision-makers. The manager should not tolerate policies that cover all forms of harassment as well as bullying and explain to the employees what they are expected to do and the severe penalties that will be given ones one violates the standard of conduct (MacKinnon, 2017).  
           The manager should ensure that everybody in the organization is given an anti-harassment policy copy and signs it and a copy to be kept in the employee's personnel file. The employees should be trained regularly what is unlawful harassment and how everybody involved must take personal responsibility for their actions by conducting their cost-benefit analysis. The manager should take the complaint seriously and use a balanced approach to do an investigation that shows empathy for the victim, collaborative strategies, and respect for the rights of the accused (Lightle & Doucet, 2015).   Thorough research should be conducted and documented by doing the following 
	Get the accuser's complete story, witness, and refer to relevant people and documents. Ask the accuser to write down and sign the statement.  Secondly, confront the accused with the allegations against him or her and get the story from the accused, witnesses as well as documents. Let the accuser write down and sign against it. Thirdly, warn the accuser and the accused not to be involved in any retaliation.
           Then carry out interviews with the accuser and the accused, then identify the relevant issues that need to be investigated and plan the investigation into the matter. Give investigation time as well as resources required to do it and minimize any disruptions in the workplace. The manager should interview all the witnesses identified by the accused and the accuser and make a credible judgment (Petrocelli & Repa, 2018). Besides, be ready to handle other evidence that emerges during the investigation period. Inform the accused and the accuser that the information was given will be kept confidential. The manager should explain why, at times, they might have to disclose, and all the parties will be kept updated.  
           Moreover, complete the investigation and make an objective assessment of the evidence given. The case goes down based on the investigator's credibility, and that is very challenging. The evaluation should also be found on the actual evidence but not on the speculations and personal feelings (Lightle & Doucet, 2015).   The team leader has to explain why the evidence is sufficient, reliable, and relevant. The investigator should then deal with the case openly and transparently and explain why the evidence given might be rejected. Tell the accused and the accuser about the results found from the investigation. Based on the review of the evidence presented to make the recommendations on the possible corrective measures that should be given and the disciplinary actions. Check on how the case has been handled in the past to avoid disparate treatment claims. If possible, implement the approved disciplinary action and right documentation for the disciplined employee's file.
           Finally, the best response to a sexual harassment case is to treat the matter seriously, talk to the complainant, and provide the results to the grievances. Should not try to assume the case, or downplay the concerns as well as do not discuss the issue with anyone who does need to know 
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