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ABSTRACT

The location where workplace sexual harassment occurs points to the importance of workplace
structures and practices for the precipitation of sexual harassment. In fact, some of the current
theoreticalexplanationsofsexualharassmentfocusprimarilyonorganizationalfeaturesthatmay
facilitatesexualharassment,suchashierarchiesandorganizationalcultures.Organizationalliterature
suggests that in recent decades there has been a trend toward increased use of organizational
practicesthatmightempowerworkers,makeorganizationsmoreinclusive,andconstructivelychange
organizational cultures through interventions. Assumptions about men and women contained in
hegemonicgenderbeliefscanbecomeembeddedinorganizationalstructures,authoritylines,job
classifications,institutionalrules,andemployeeinteractions.Thispaperexploresthesenotionsthrough
acasestudyofanorganizationalinterventionandacontentanalysisoftheliterature.
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INTROdUCTION

TheU.S.EqualEmploymentOpportunityCommission(EEOC)providesaclearexplanationofwhat
toreportaboutactsofsexualharassment(EqualEmploymentOpportunity,2019).Accordingtothe
EEOC(2019),itisunlawfultoharassaperson(anapplicantoremployee)becauseofthatperson’s
sex.Harassmentcaninclude“sexualharassment”orunwelcomesexualadvances,requestsforsexual
favors,andotherverbalorphysicalharassmentofasexualnature(EEOC,2019).Harassmentdoes
nothavetobeofasexualnature,however,andcanincludeoffensiveremarksaboutaperson’ssex.
Forexample,itisillegaltoharassawomanbymakingoffensivecommentsaboutwomeningeneral
(EEOC,2019).Sexualharassmentandsex-basedclaimsareavariationof typesofunacceptable
behaviors.Itisamisconceptionthatthemajorityofsexualandsex-basedharassmentisaggressive,
forceful,andactsofviolentbehavior.Manyoftheseclaimsareinappropriateverbaloccurrences
ofname-callingorwrittenstatementsoractionsthatmaybephysicallythreatening(Blum,2019).

Organizationshaveseenalarmingstatisticsinsexualharassmentandsex-basedEEOCclaims.In
2017,approximately27,000workplaceharassmentclaimsfiledwiththeEEOC.Withthoseworkplace
harassmentclaims,overhalfweresex-basedclaimsandapproximately,6,800weresexualharassment
cases(U.S.EEOC,2018).Themajorityofsexualharassmentandsex-basedclaimsarefromwomen.
Nonetheless,malesmakeup20%ofsexualharassmentandsex-basedclaims(U.S.EEOC,2018).
AlarmingstatisticsdepictAfricanAmericanwomenfilingthemajorityofsexualharassmentclaims
(15.3chargesper100,000workers),and1in17sexualharassmentchargesfiledwiththeEEOCalso
allegedracialdiscrimination(Rossie,Tucker,andPatrick2018).Theseallegationsarefromvictims
thatweredeterminedtoreporttheirexperienceofabuse,illtreatment,andoffensebasedontheir
genderorweresexuallyvictimized.Understandably,thesecasesaddressedwereabletomoveinto
EEOCinvestigations.Theaggregatenumberofclaimsfiled thatdroppedormediatedoutsideof
EEOCguidelinescannotbedetermined.Inarguably,U.SEEOCadvisedthatwiththeunsurmountable
claimsthatareprocessedannually,approximately,75%ofvictimsstilldonotcomeforthtofilea
complaint(Patel,2018).Mostvictimsfindthatfilingaclaimorcomplaintwillresultinretaliation,
hostileworkenvironment,furtherharassmentfromtheiraccuserorembarrassmentandhumiliation
from peers (Patel, 2018). Unfortunately, there are negative consequences associated with filing
sexualharassmentorsex-basedclaimsthatmostvictimsprefertoavoidbringinglighttotheincident.
Moreover,havingsuchexperiencesdoesnotquitegounnoticed.Mostvictimsfindthemselveslosing
focusattheirjob,experiencinglackofmotivationortryingtotransitionintoanotherpositionor
company(Patel,2018).Quidproquoandahostileworkenvironmentarelegaldefinitionsofsexual
harassment(Boyer,2018).Quidproquoreferstobehaviorsbyasuperiorwhopromotesordemotes
anemployeecontingentuponsexualfavorsintheworkplace(Boyer,2018).

Research Approach
Theresearchapproachisanorganizationaldevelopmentcasestudyactionresearch.

AccordingtoCoghlan(2015)“Organizationaldevelopmentactionresearchisproblem-centered,
client-centered,andaction-oriented.Ithelpsinvolvetheclientsysteminadiagnostic,active-learning,
problem-finding,andproblem-solvingprocess.Further,actionresearchrequireschangeagents,who
actastheconduitsfordelegationandfeedback,totakeonpivotalresponsibilitiesandinformation
toeffectivelycommunicatedata.Theclientandthechangeagentthencollaborateinidentifyingand
rankingspecificproblems,indevisingmethodsforfindingtheirrealcauses,andindevelopingplans
forcopingwiththembothrealisticallyandpractically.”

ThiscasestudyrepresentsaHumanResourcesITfirmwhereseveralseniormalemanagers
sexuallyharassedfemaleemployeesatworkandon-linethroughtheirsocialmediaaccounts.The
resultwasaseriesofsexualharassmentlawsuitsthatweresettledandresultedinseveralmalevice
presidentsbeingremovedfromthecompany.Asaresultofthefalloutfromtheincreasedcomplaints
andhighfemaleemployeeturnover,theorganizationhaschangedasignificantamountofitsleadership
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