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SECTION A
Introduction
In the modern world, the most significant concept in many organizations is employee’s sexual harassment. In most cases, the female employees are victims of sexual harassment due to a gradual increase in their number in companies across the United States of America. The purpose of the sexual harassment policy is to evaluate how victims suffer and the most appropriate correctional procedures.[footnoteRef:1] There are various forms of sexual harassment, and they include unwanted physical touching of a female, behavioral harassment as well as sexual abuse by an employee female by her seniors for favors. [1:  Williams, Christine L. "Sexual harassment in organizations: A critique of current research and policy." In Sexual Harassment and Sexual Consent, pp. 20-43. Routledge, 2018.] 

 In the united states of America, workplace sexual harassment can be cited back in the 17th century. During the period mentioned above, the slave trade was more significant in the American continent. Based on this aspect, male and female slaves were forced to work in the plantations where their masters were Americans. The masters felt they had every right over the slaves, and this aspect resulted in sexual harassment.[footnoteRef:2] The female slaves were sexually harassed by their masters, and this tradition continued even after the abolition of slavery in the civil war between 1861-1865. During the civil war, President Abraham Lincoln led the fight for human rights outlining that all human beings were equal and no form of harassment was necessary regardless of an individual's race. [2:  Basile, Kathleen C., Michele C. Black, Matthew Joseph Breiding, Jieru Chen, Melissa T. Merrick, Sharon G. Smith, Mark R. Stevens, and Mikel L. Walters. "National intimate partner and sexual violence survey; 2010 summary report." (2011). https://www.cdc.gov/violenceprevention/pdf/NISVS_Report2010-a.pdf] 

However, workplace harassment has gradually increased in the United States of America with a tremendous increase in population. In 2019, the total number of female employees was 76,852,000, a percentage of 57.4. However, we cannot shy away from the fact that male employees are also victims of sexual harassment, although on rare occasions. The ratio of sexually harassed males in the united stated is 1 in 100 employees.[footnoteRef:3] Through a closer examination of the whole concept of sexual harassment, a review of theories related to the concept, sexual harassment analysis, and the most suitable actions to be put in place, we understand how sexual harassment has impacted the employment sector in the united states of America.  [3:  Serena Does, Seval Gundemir, and Margaret Shih. "Research: How Sexual Harassment Affects a Company's Public Image." Harvard Business Review, 13 June, 2018, hbr.org/2018/06/research-how-sexual-harassment-affects-a-companys-public-image. ] 

SECTION B
Literature review
This literature review is discussing workplace sexual harassment and how to outline procedures for filing complaints, investigating sexual harassment claims, and issuing appropriate disciplinary measures in the case of violations. What is sexual harassment? According to The U.S. Gov. website, "Certain behaviors, such as conditioning promotions, awards, training or other job benefits upon acceptance of unwelcome actions of a sexual nature, are always wrong. Unwelcome actions such as the following are inappropriate and, depending on the circumstances, may in and of themselves meet the definition of sexual harassment or contribute to a hostile work environment” (state.gov 2019).[footnoteRef:4] [4:  Sexual Harassment Policy - United States Department of State.” U.S. Department of State, U.S. Department of State, 29 Jan. 2019, www.state.gov/key-topics-office-of-civil-rights/sexual- harassment-policy/. ] 

According to the conflict theory, there is a significant correlation between the increasing number of female employees to a number of sexual harassment cases in various companies Across the United States of America. Conflict theory outlines that a conflict of interest arises with the increasing number of female employees. Their male counterparts feel threatened by the number of females, and they have to act by sexually harassing them to remain the dominant species in a workplace setup. The increasing number of female employees is directly proportional to the female population in the United States of America, that is, 160 million compared to males, who are 150 million.[footnoteRef:5] The number of female employees gradually increases despite the increasing reported cases of sexual harassment. [5:  Williams, Christine L. "Sexual harassment in organizations: A critique of current research and policy." In Sexual Harassment and Sexual Consent, pp. 20-43. Routledge, 2018.] 

Furthermore, the conflict theory also outlines that sexual harassment cases are contributed by the increasing number of female employees due to their dressing code. In many organizations across America, females have to dress in a specific way, which is in accordance with working policy. However, men feel intimidated that females look more pleasant while in their working uniform. This aspect raises a conflict of interest where males are prompted to sexually harass females to make them feel intimidated. In some companies, employees are allowed to dress according to their choice. This aspect also explains the primary cause of conflict where females have a variety of dressing codes compared to their male colleagues who have to stick to trousers and a shirt. To compensate for their intimidation be females dress males intentionally sexually harass the females to lower their self-esteem and make them feel inferior to males. 
The (Oxford academic 2019) discusses how sexual harassment against women is usually caused by an employee or employer attempting to show dominance to undermine a woman’s power.[footnoteRef:6] The system protection board conveyed a survey among the federal civilian workforce to test the predictions about how an employee position exposes them to sexual harassment. In the results, women in higher leadership positions experience more sexual harassment than women without leadership positions. Studies also showed that sexual harassment is more likely to occur in an agency that is less proactive with addressing social inequity. The studies' results proved that sexual harassment against women is a dominant strategy used against women to undermine their power.[footnoteRef:7] The workplaces that are assertive at mitigating abuses of power are more likely to not experience sexual harassment. [6:  Tinkler, Justine E, and Jun Zhao. “Sexual Harassment of Federal Employees: Gender, Leadership Status, and Organizational Tolerance for Abuses of Power.” OUP Academic, Oxford University Press, 9 Nov. 2019, academic.oup.com/jpart/article/30/3/349/5618607.]  [7:  Williams, Christine L. "Sexual harassment in organizations: A critique of current research and policy." In Sexual Harassment and Sexual Consent, pp. 20-43. Routledge, 2018.] 

When filing a sexual harassment complaint, the procedure is to notify the H.R. Following that, the H.R. director will determine if an in-house investigation will be conducted or if a third party will be contracted to complete the investigation according to (Shrm.org). "Employees who violate this policy are subject to appropriate discipline. If an investigation results in a finding that this policy has been violated, the mandatory minimum discipline is a written reprimand. The discipline for very serious or repeat violations is termination of employment. Persons who violate this policy may also be subject to civil damages or criminal penalties.” 
Sexual harassment is difficult to define, measure, and monitor. Since sexual harassment is so reported, it makes it hard for workplaces to put policies in to prohibit it. Most policies depend on employees reporting it to discourage harassment. A lot of employees choose not to report sexual harassment for fear of retaliation. Sexual harassment can happen to both women and men but is more likely to occur amongst women. Sexual harassment can have a large effect on an employee as well as the organization. According to (World of labor 2015), more than 75 countries have legislation prohibiting workplace sexual harassment.[footnoteRef:8] There are policies put in place for employees who are at risk of sexual harassment to receive a paid premium. [8:  Serena Does, Seval Gundemir, and Margaret Shih. "Research: How Sexual Harassment Affects a Company's Public Image." Harvard Business Review, 13 June, 2018, hbr.org/2018/06/research-how-sexual-harassment-affects-a-companys-public-image. ] 

According to (Bendixen et al., 2018), non-physical sexual harassment in workplaces plays a critical role in impacting patients' mental well-being. Some of the most common signs that individual mental well-being is affected by non-physical sexual harassment include anxiety and cases of depression. Scholars can build on the idea, as mentioned above by determining the specific forms of non-physical sexual harassment in the workplace and the degree to such practices. Some of the most common non-physical sexual harassment are sending erotic and lewd messages to females employees, sharing sexual images, drawing lewd pictures in their female employee's desks, and suggestive rubbing when close to female employees.[footnoteRef:9] Moreover, the study suggested that many victims of non-physical harassment in the workplace are not aware of whether their male counterparts did it on purpose or not. This concept makes the situation hard for them to solve. [9:  Tinkler, Justine E, and Jun Zhao. “Sexual Harassment of Federal Employees: Gender, Leadership Status, and Organizational Tolerance for Abuses of Power.” OUP Academic, Oxford University Press, 9 Nov. 2019, academic.oup.com/jpart/article/30/3/349/5618607.] 

The study employs the inequality theory, which explains various forms of discrimination in a community. According to the inequality theory, one gender in society makes an effort to prove that they are superior through their actions regardless of whether their actions are hurting others or not. In the case of sexual harassment, men try to prove to females that they are superior by sexually harassing them without considering that their actions adversely affect the females.[footnoteRef:10] In America, the males feel intimated by a large number of females, and most males engage in sexual harassment for superiority battle.  [10:  Sexual Harassment Policy - United States Department of State.” U.S. Department of State, U.S. Department of State, 29 Jan. 2019, www.state.gov/key-topics-office-of-civil-rights/sexual- harassment-policy/. ] 

SECTION C
Analysis
[bookmark: _Hlk56535529]	According to the National Violence Resource Center (NSVR), the primary metric method used by the government organization to measure sexual harassment in America is through the use of a five-point precise Linkert scale. The scale measures three common types of sexual harassment in workplaces, which are physical, non-physical, and emotional.[footnoteRef:11] According to the points provided for in the Linkert scale, victims are interviewed, where the NSVR officials carry out an analysis afterward.   [11:  Basile, Kathleen C., Michele C. Black, Matthew Joseph Breiding, Jieru Chen, Melissa T. Merrick, Sharon G. Smith, Mark R. Stevens, and Mikel L. Walters. "National intimate partner and sexual violence survey; 2010 summary report." (2011). https://www.cdc.gov/violenceprevention/pdf/NISVS_Report2010-a.pdf] 

	Another significant metric used in the measurement of the degree of cases of sexual harassment cases in the U. S is through the use of the gender harassment scale. Despite the overall name of the scale being gender-based, it is suited for testing females' degree of sexual harassment. However, there are special gender harassment scales, where government and health officials use when they feel the case links to sexual harassment. For effective testing of the rate of sexual harassment in women, the gender harassment scale does not only focus on the sex-related question but also has lifestyle and general questions that help determine whether they are sexually harassed or not. An appropriate example of general questions in the gender harassment scales is whether the female employees’ employer or fellow employee made sexists compliments or displayed sexist instruments or materials. The highest score of the scale that shows an individual is a victim of sexual harassment is 90, whereas the lowest nark is 10.
 	Sexual harassment-related authorities such as NSVR uses the unwanted sexual attention scale as a metric measure for sexual harassment. As mentioned above, the scale functions differently from other sexual harassment determination scales, where it focuses on the overt sexual aspect.[footnoteRef:12] The scale directly tackles the subject of sexual harassment, and an individual is required to answer the questions asked accurately and without fear. Some of the primary information in the unwanted sexual attention scale are leering of fellow employees or supervisors, staring in a suggestive manner, ogling, and several stroking attempts. Additionally, the unwanted sexual attention scale is closely linked with the sexual coercion scale, which also directly focuses on deeper statements made on a female employee indicating sexual harassment. Some of the statements on the sexual coercion scale are being bribed for sexual favors and being punished for rejecting sexual offers by the employer or fellow employees.[footnoteRef:13] The highest score for the sexual coercion scale is 97.   [12:  Chen, Jieru, Mikel L. Walters, Leah K. Gilbert, and Nimesh Patel. "Sexual violence, stalking, and intimate partner violence by sexual orientation, United States." Psychology of Violence 10, no. 1 (2020): 110.]  [13:  Basile, Kathleen C., Michele C. Black, Matthew Joseph Breiding, Jieru Chen, Melissa T. Merrick, Sharon G. Smith, Mark R. Stevens, and Mikel L. Walters. "National intimate partner and sexual violence survey; 2010 summary report." (2011). https://www.cdc.gov/violenceprevention/pdf/NISVS_Report2010-a.pdf] 

 According to the data collected using all the metrics scales, as mentioned above by NSVR, the sexual harassment trend was as shown below.  [image: ]
 	The data showed that one out of five women were sexually harassed in their workplace and aspect, which was majorly contributed by their high number in workplaces. The 1:5 ratio represented 18.3%. On the other hand, 1 out of 71 males was sexually harassed in their workplaces. The ratio, as outlined above, represented 1.4%, which was very low compared to the ratio of females. The data by NSVR covered the period between 2018-2019. The most common sexual harassment practices that the victims faced were forced penetration, drug-facilitated penetration, and attempted penetration.
	The data presented by NSVR also completely changed the meaning of sexual harassment by introducing the concept of intimate partners' sexual harassment.[footnoteRef:14] In America, 51.1% of females out of the total female population of America have been sexually harassed by their intimate partners away from their working places. This ratio was high compared to the ratio of sexual harassment at workplaces by strangers, which was 15.1%. Among the sexually harassed females, 79.6% were sexually harassed in the workplace or at home while they were above eighteen years, while 21.4% represented victims sexually harassed while they were below eighteen years.[footnoteRef:15]  [14:  Smith, Sharon G., Xinjian Zhang, Kathleen C. Basile, Meintimate national Jing Wang, Marcie-jo Kresnow, and Jieru Chen. "The national intimate partner and sexual violence survey: 2015 data brief–updated release." (2018).]  [15:  Williams, Christine L. "Sexual harassment in organizations: A critique of current research and policy." In Sexual Harassment and Sexual Consent, pp. 20-43. Routledge, 2018. ] 

 	The performance of the American government may be viewed in two distinct ways. Using a cross-section study of the trend of sexual harassment before September 2016 and after the formulation of various policies in September 2018. According to NSVR data of sexual harassment after in President Trump’s administration, sexual harassment activities have drastically reduced in some states in America by 10%, for example, New York City and Chicago. The people are afraid of implications that they may experience due to the involvement in sexual harassment in workplaces.[footnoteRef:16] The employers and male employees are the main targets of newly implemented policies to control sexual harassment since they are majorly associated with sexually harassing their female colleagues due to their high population. [16:  Chen, Jieru, Mikel L. Walters, Leah K. Gilbert, and Nimesh Patel. "Sexual violence, stalking, and intimate partner violence by sexual orientation, United States." Psychology of Violence 10, no. 1 (2020): 110.

] 

	According to NSVR, 95% of organizations and companies had implemented various sexual harassment regulation policies by the end of 2019. Some of the crucial policies formulated by various organizations across the united states of America are termination of the employee contract regardless of gender who is found guilty of sexually harassing his/he colleagues, the establishment of a complaint sections where the employees were to raise any sexual harassment claims by their superiors and establishment of workplace ethics document that every employee was required to follow to prevent any form of physical, non-physical or emotional harassment.   
 The termination of the employment contract of employees found guilty was an effective policy that was proposed by the federal government to all American organizations. The policy was to enable employees to be more cautious in their work and respecting other people's privacy and personal space. However, the policy provided a clear prosecution procedure for any employee accused of sexual harassment, and this aspect helped in ensuring a fair prosecution process. Additionally, the policy of introducing forums where employees were to air their grievances regarding sexual harassment by their employees was effective since it created a chance for the employees to be heard.[footnoteRef:17] However, according to NSVR, the policy is rarely effective since many employees are afraid of their superiors and think that by reporting them, they may end up losing their jobs. For the policy to be effective, the organizations, federal government, as well as state governments should work together in ensuring that employees are protected from the supervisors and employers they reported.  [17:  Smith, Sharon G., Xinjian Zhang, Kathleen C. Basile, Melissa T. Merrick, Jing Wang, Marcie-jo Kresnow, and Jieru Chen. "The national intimate partner and sexual violence survey: 2015 data brief–updated release." (2018).] 

	Currently, the federal agencies addressing the issue of sexual harassment have established training sessions for the recognition, prevention, reporting, and handling of sexual harassment by employees. The training sessions are decentralized, where specific organizations have a well-stipulated plan that ensures their newly recruited employees undergo the training sessions. However, the training modules use the same training module, which is developed in the headquarters of sexual harassment governing agencies. 87% of supervisors were willing to participate in the training, 77% of non-supervisors were interested in the training, and 88% of the total employees across a third of American organizations were interested in attending the training at an interval of two years.[footnoteRef:18] [18:  Jagsi, Reshma. "Sexual harassment in medicine-# MeToo." N Engl J Med 378, no. 3 (2018): 209-211.] 

	The Equal Employment Opportunity Commission (EEOC) has played a critical in working together with the U.S. sexual harassment and sex discrimination department in the successful prosecution of everyone involved in sexual harassment regardless of their age, race, or socio-economic class. The guidelines EEOC follows to prosecute people are "Title VII of the 1964 civil rights acts." Despite the act being formulated by Congress in 1964, several amendments have been carried out on the law to make it more effective and in line with the evolving world. Moreover, the guidelines outline various practices that must be considered for an action to be referred to as sexual harassment. EEOC guidelines are rated to have a 90% success rate. 
SECTION D
Recommendations and Conclusion
Recommendations 
	The most suitable concept to improve control of sexual harassment in workplaces in America is through ensuring that the three policies established by the federal government or effectively enacted by the legal justice system. The three crucial policies are termination of employees contracts of employees and supervisors who have been found to engage in sexual harassment activities, the establishment of a complaints department where employees can report cases of sexual harassment by their employers, and establishing an ethical document where every employee are supposed to adhere to prevent any form of sexual harassment. For the three policies to work more effectively, all the stakeholders should work together in ensuring the achievement of better results.[footnoteRef:19] The key stakeholders that determine the effectiveness of the policies are the federal government, state governments, legal justice system, employers as well as employees. [19:  Jagsi, Reshma. "Sexual harassment in medicine-# MeToo." N Engl J Med 378, no. 3 (2018): 209-211.] 

	Moreover, managers of workplaces where female employees are sexually harassed by their male colleagues due to their high population should establish proper channels where the victims report harassment cases. Step two of how managers should control workplace sexual harassment is through inviting private investigators to investigate the matter, and the third and final step is the prosecution of the accused person using the available evidence. Through carrying out the three key steps in various organizations, the managers will use the culprits to serve as an example to other employees hence reducing cases of sexual harassment.
	Moreover, government agencies should major their focus on the known effective control measures for sexual harassment. In the U.S., cases of sexual harassment have gradually increased regardless of the strict measure formulated by the agencies responsible for sexual harassment. This aspect raises several concerns, which are, what is the major weakness in the policies that makes them less effective? What needs to be done to reduce the cases of sexual harassment? Based on the above concerns, the agencies dealing with sexual harassment are focusing on new control methods instead of capitalizing on the know control measures. The NSVRC data have indicated that agencies have been productive, but a lot needs to be done to control sexual harassment in workplaces and homes.
Conclusion
The concept of sexual harassment can be sited way back in the 17th century during slavery and the slave trade. African American slaves were the first major group to be affected by sexual harassment. The concept of sexual harassment has affected various generation and increases gradually with time. The employment sector has been a major sector of interest regarding the whole concept of sexual harassment. In the United States of America, females are the major victims of sexual harassment, where 1:100 females are sexually harassed, according to NSVRC data. The conflict theory best explains the conflict in a workplace with an increasing number of female employees, which contributes to sexual harassment. The Oxford study carried out in 209 has helped to outline the main causes of sexual harassment, which is closely linked to conflict theory. NSVR agency established by the federal government has been a reliable data source regarding the trends of sexual harassment in America. 
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