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Executive Summary 

Sexual harassment is a very unacceptable, yet very real, part of today’s workplace and 

has been for as long as there has been a workplace. There are three main types of sexual 

harassment: quid pro quo, a hostile work environment created by a supervisor, and a hostile 

work environment created by a co-worker or non-employee. While the risk of sexual 

harassment in the workplace is always present, there are steps that a Human Resources 

department can do to mitigate the risk such as having a strong policy in place and on display, 

and developing an online manual and training course for employees. 

What is Sexual Harassment? 

As stated by the EEOC, “It is unlawful to harass a person (an applicant or employee) because 

of that person’s sex. Harassment can include ‘sexual harassment’ or unwelcome sexual 

advances, requests for sexual favors, and other verbal or physical harassment of a sexual 

nature” (U.S. Equal Employment Opportunity Commission). The law lists three situations where 

these “unwelcome advances” fall under the legal definition of sexual harassment: 

 “Submission to such conduct is made either explicitly or implicitly a term or condition of 

an individual’s employment. 

 “Submission to or rejection of such conduct by an individual is used as the basis for 

employment decisions affecting such individuals. 

 “Such conduct has the purpose or effect of unreasonably interfering with an individual’s 

work performance or creating an intimidating, hostile, or offensive working 

environment” (Bogardus, Isbell and Messmer). 
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Hostile Environment Created By a Supervisor 

To understand what exactly a “hostile environment created by a supervisor” is, the 

phrase must be broken down and defined. The EEOC says that an individual qualifies as an 

employee’s “supervisor” if “the individual has authority to undertake or recommend 

tangible employment decisions affecting the employee; or the individual has authority to 

direct the employee’s daily work activities” (U.S. Equal Employment Opportunity 

Commission). 

Examples of actions that may create a sexually harassing hostile environment include: 

 “Leering, i.e., staring in a sexually suggestive manner 

 “Making offensive remarks about looks, clothing, body parts 

 “Touching in a way that may make an employee feel uncomfortable, such as patting, 

pinching or intentional brushing against another’s body 

 “Telling sexual or lewd jokes, hanging sexual posters, making sexual gestures, etc. 

 “Sending, forwarding or soliciting sexually suggestive letters, notes, emails, or 

images” (Federal Communications Commission). 

Quid Pro Quo 

What is “Quid pro quo?” According to the EEOC, in which "submission to or rejection of 

unwelcome sexual conduct by an individual is used as the basis for employment decisions 

affecting such individual," and "hostile environment," in which unwelcome sexual conduct 

"unreasonably interfere[s] with an individual's job performance" or creates an "intimidating, 
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hostile or offensive working environment."(EEOC.) In other words, if you ask your manager for a 

raise and she is a woman, and she says “I’ll give you a raise if you take me out to dinner.” That is 

clearly unacceptable.  Unfortunately there are many other scenarios that could be used and it 

happens a lot in the workforce to both men and women.  Company’s must have a sexual 

harassment policy in place to keep employee’s/employer’s safe because if not it could be a 

“he/she said” battle.    

Examples of “quid pro quo.” 

 When an employer has certain expectations based upon the following; Hiring, 

promoting, salary increases, shift or work assignments, performance standards, 

assistance etc. They would be rejected by an employer because he/she is not 

giving/receiving any sexual favors or any type of sexual behavior. 

  If anyone in the workforce demands sexual favors for exchange for any of the topics 

listed above is considered to be, “Quid Pro Quo.” 

 If an employee was to be disciplined or fired for not doing the sexual favor that was 

asked of them. 

 If you were romantic with a co-worker or supervisor and suddenly stopped and was 

terminated for not continuing the sexual favors. 

 

As an employer it is your duty to keep your work environment a non-hostile and intimating 

atmosphere and to have a legal obligation that makes everyone feels comfortable.  A good way 

to help prevent sexual harassment is to make sure that you set clear guidelines and are stated 
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upon hiring, and continuation. Also, make sure you have multiple upper level management 

associates that people can talk to about a grievance. Some people don’t feel comfortable 

talking to the opposite gender about a grievance. Always make the person who files a 

complaint is fully investigated and helped out. 

Hostile environment created by a co-worker or non-employee 

 The Equal Rights Advocates (ERA) legal definition of sexual harassment is “unwelcome 

verbal, visual, or physical conduct of a sexual nature that is severe or pervasive and affects 

working conditions or creates a hostile work environment.”  This can occur by a non-employee 

or co-worker in several different actions, such as:  

• Verbal or written: comments about clothing, personal behavior or a person’s body; 

sexual or sex-based jokes; requesting sexual favors or repeatedly asking a person out; sexual 

innuendoes; telling rumors about a person’s personal or sexual life; threatening  a person 

• Physical: Impeding or blocking movement; inappropriate touching of a person or 

person’s clothing; kissing, hugging, patting, stroking 

• Nonverbal: looking up and down a person’s body; derogatory gestures or facial 

expressions of a sexual nature; following a person 

• Visual: Posters, drawings, pictures, screensavers or emails of a sexual nature. 

The EEOC and many other federal or states have created laws and processes that must be 

followed by employers for when any of the events listed above occur. During an interview 

conducted to find a primary source for this paper, John Brewer of South Boston, MA 02125 
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disclosed an event that happened within the last year while he was the Assistant General 

Manager of Jillian’s Billiards Club in Fenway, Boston 02125.  

http://www.equalrights.org/publications/kyr/shwork.asp  

Date: July 25th 2011 

Location: South Boston, MA 02125 

Duration: One Hour 

Background: John Brewer is a 2003 graduate from St. Bonaviencher with a bachelor’s 

degree in communications and HR. John then moved to Boston and has been managing 

restaurants in the city since and now holds a title of Assistant General Manager. 

Content: John began by saying that it was the night of a Red Sox game and a group of 

roughly twenty-five from John Hancock came into his workplace before heading off to the 

game. The group had one, female waitress for their stay. The group then went off to the game 

and decided to return back to John’s place of work for an after game party as well- requesting 

the same waitress. It was approximately 30 minutes after they returned that the waitress went 

into John’s office to report a gentleman in the party had lifted up the back of her dress in front 

of the rest of the group. The establishment had a very strict procedure for such awful behavior 

and the gentleman was immediately removed and was forced to hand over his information to 

file a report with the EEOC on the waitress’s behalf. After filing the report the waitress had 

made the decision to not file a suit against the gentlemen and was satisfied with it being filled 

in her workplace. However, John said about two weeks after the incident he received a letter in 
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the mail from the HR rep for John Hancock apologizing and informing them that the gentleman 

no longer works for their company. 

  

 

 

 

 

 


