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 SEXUAL HARASSMENT








LESSON PURPOSE:  The purpose of this lesson is to provide instruction that will enable Marines to understand the problems of sexual harassment to include:





-  The nature of sexual harassment.





-  Marine Corps policy concerning sexual harassment.





-  How to deal with sexual harassment.





1.  DEFINITION.  Sexual harassment is a form of sex discrimination that involves unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct that includes any of the following:





a.  Influencing, offering to influence.





b.  Threatening the career, pay, or job of another person in exchange for sexual favors.





c.  Making deliberate or repeated offensive comments, gestures, or physical contact of a (perceived) sexual nature in a work or work-related environment.





2.  MARINE CORPS POLICY ON SEXUAL HARASSMENT.  The Marine Corps policy on sexual harassment is that it will not tolerate such unacceptable behavior for military or civilian personnel.  Such behavior will be dealt with immediately through the leadership/ supervisory structures of the Marine Corps, to include the Uniform Code of Military Justice.  Leaders and supervisors have a dual responsibility to create, maintain, or defend an environment of mutual respect in which civilian or military men and women can function, and to conduct appropriate and continuous training to promote and to eliminate sexual harassment.




















3.  TYPES OF SEXUAL HARASSMENT.                     





a.  This For That (Quid Pro Quo).  This type of sexual harassment occurs when submitting to or rejecting such behavior is used as a basis for decisions affecting any person's employment, job, pay, or career.  This could be a promise of employment, a promotion, a threat of or an actual demotion, a duty assignment, or a positive or negative performance evaluation.  





b.  Hostile Environment.  This type of sexual harassment occurs when the unwelcome sexual behavior of one or more persons in a workplace produces a work atmosphere which is offensive, intimidating, or abusive to another person.  Unwelcome sexual behavior can be any of the following:





1)  Offensive language.





2)  Suggestive language like "baby" or "sweetheart."


 


3)  Displaying sexually-oriented posters, calendars.





4)  Brushing against someone, cornering, or pinching 


them.





5)  Giving someone unwelcome letters, cards, or gifts


of a personal nature.





4.  APPROPRIATE BEHAVIOR.  Appropriate behavior which is not considered sexual harassment consists of the following:





a.  Normal pleasant conversation.





b.  Giving a compliment or congratulating a person on  


achievements.





c.  Making an innocent mistake like giving a friendly 


pat on the back.





d.  Unknowingly telling a joke to a person who takes 


offense.





e.  Making assignments based on gender bias. 


























5.  INAPPROPRIATE BEHAVIOR.                             





a.  How do you determine what is inappropriate behavior?  The 


person who is offended must examine the offensive behavior.  If that person determines that the average person would be 


threatened by that behavior, then the behavior is inappropriate.  For example, a workplace in which derogatory remarks are made and/or posters of scantily-clad or nude people are condoned, could make a reasonable person feel threatened or intimidated, even if the other people at the workplace think it is insignificant and harmless.





b.  Some people may be oversensitive to language or behavior.  


Even behavior normally considered acceptable could be viewed as inappropriate because of their beliefs or background. 





c.  If in pain, anger, or in a hurry, sometimes the words that you say could be misinterpreted by others as deliberately offensive.  This does not mean that your behavior was appropriate.  The offended person has the right to request that inappropriate behavior cease but should understand that the offensive behavior was unintentional.


   


d.  There are many behaviors that could be considered 


inappropriate or sexual harassment.  Behaviors can be classified from green, meaning inoffensive, to red, meaning offensive.  When behavior in the yellow zone is repeated over and over, it enters the red zone.  Behaviors can be classified in the following behavior zones:





1)  Green Zone.  Performance counseling, correcting appearance, showing concern, sincere compliments, non-intimate touching, social interaction, encouragement, friendly conversation, and also employing your Marines in accordance with their capabilities.





2)  Yellow Zone.  Violating space, personal questions,  whistling, lewd comments, unwanted requests for dates, unwanted letters or poems, suggestive posters, staring, foul language, leering (lustful glances), and wearing sexually suggestive clothing.





3)  Red Zone.  Forcefully grabbing an arm to rape, fondling, kissing, sexually explicit pictures, sexist/racist remarks, obscene letters or comments, sexual favors, using your position to request dates.














e.  Research has indicated that 90% are males harassing females, 9% are males harassing other males or females harassing other females, and 1% are females harassing males.  Harassers can be any of the following:





1)  Seniors.





2)  Peers.





3)  Subordinates.





6.  TYPES OF HARASSERS.                          





    a.  Types.  There are three types of harassers.





1)  Power Harasser.  The Power Harasser normally singles out a person who is not expected to complain or is not in an equal position of power.





2)  Group Harasser.  The Group Harasser is a person who displays inappropriate behavior in order to impress and fit in with the group.





3)  Insensitive Harasser.  The Insensitive Harasser is a person who does not recognize what appropriate behavior is and fails to recognize the impact of inappropriate behavior on coworkers or people in the community.





b.  Effects of Sexual Harassment.  Sexual harassment has profound effects on the physical and mental well-being of an individual or a unit, that ultimately impacts upon mission accomplishment.





1)  Individual.  Sexual harassment affects an individual in the following ways:





a)  Self-doubt; wondering if he or she is too sensitive.





b)  Decreased self-esteem; feeling down on oneself.





c)  Anger.





d)  Humiliation.





e)  Loss of trust.





f)  Outcast from the unit; no longer one of the gang.





g)  Stress-related illness.





h)  Loss of productivity; unable to perform duties.





i)  Denial; pretending it did not happen.





2)  Unit.  Sexual harassment affects a unit in the following ways:





a)  Decreased cohesion; not functioning as a team.





b)  Increased discipline problems; paybacks or    


reprisals.





c)  Degraded readiness; work not getting done.





d)  Damaged reputation.





e)  Decreased morale.





f)  Decreased loyalty.





g)  Time consuming investigations.





h)  Loss of funds; DoD estimates that sexual harassment costs over 43 million dollars per year due to decreased productivity, absenteeism, illness, and recruiting costs.





7.  What Can You Do When Sexual Harassment Occurs?





a.  Courses of Action.  There are several courses of action you have:





1)  Identify the inappropriate behavior either to the 


harasser, supervisor, chain of command, or command inspector.





2)  Trust your initial reaction; immediately identify 


what those behaviors are to the harasser or the chain of command.





3)  If the problem continues, write it down in detail 


and tell your chain of command or command inspector.





4)  Most importantly, do not be intimidated.





b.  Request Mast.  The most appropriate means for Marines to file a complaint is to request mast.





1)  If the harasser is in your chain of command, you can 


initiate an Article 138.  An Article 138 is considered a 


procedural article not a punitive article.  Article 138 is a "Complaint of Wrongs."  Under this article, you must first approach your commanding officer and seek action on your behalf.  If your commanding officer does not resolve the issue to your satisfaction, you can approach the next commander in your chain of command and notify him or her that you want to initiate a complaint under Article 138, UCMJ.





2)  If none of these measures work or if you just do not 


feel comfortable filing a complaint by requesting mast or an Article 138, UCMJ, you can call or write the Inspector General of the Marine Corps.





c.  Responsibilities of Command.  Besides being responsible for creating a positive atmosphere that will eliminate sexual harassment, the command has several other responsibilities.  If the command observes sexual harassment or inappropriate behavior or receives either an informal or formal complaint of sexual harassment, it is responsible for the following:





1)  Conducting a complete and impartial investigation 


into the complaint to include:





a)  Separately interviewing the complainant and the 


alleged harasser.





b)  Attempting to identify witnesses or any other 


people who may have been subjected to sexual 


harassment or inappropriate behavior by the alleged harasser.





c)  Making recommendations to the commander on the validity of the complaint.





2)  At the conclusion of the investigation in which a 


complaint has been substantiated, the commander is responsible for:





a)  Determining the most appropriate course of action.





b)  Correcting the harasser.





c)  Providing feedback to the person who filed the complaint.





d)  Notifying CMC of the complaint.











d.  Consequences of Substantiated Sexual Harassment.  A complaint is substantiated when it has been found to be valid based upon the evidence presented in an informal or formal investigation, nonjudicial punishment hearing, or as a result of a court-martial conviction.  Each substantiated incident of sexual harassment will result in corrective action.  It can include, but is not limited to:





1)  Counseling.





2)  Nonjudicial punishment.


  


3)  Adverse performance evaluations.


        


4)  Court-martial.





5)  Administrative separation.





e.  Administrative Separation.  Administrative separation processing begins at the conclusion of disciplinary action after the first incident involving:





1)  Threats or attempts to influence another's career or 


job for sexual favors.





2)  Rewards in exchange for sexual favors.





3)  Physical contact of a sexual nature, which if 


charged as a violation of the UCMJ, could result in a punitive discharge.





f.  Who can be held responsible for sexual harassment?





1)  The harasser whose behavior is unwelcome, 


inappropriate, and illegal.





2)  The leader, manager, or supervisor who knows that 


the harassment has occurred, whether reported or not, and fails to take appropriate action.





8.  Steps To Take to Avoid Offending or sexually Harassing Someone.  





a.  Treat everyone with common courtesy.





b.  Increase your awareness skills.





c.  Do not assume that another person wants to be the subject


of sexual advances, remarks, or the recipient of jokes.





d.  Avoid "boys will be boys" or "girls will be girls."


e.  Apologize if you offend someone.





f.  Set the example.





g.  Identify offensive or inappropriate behavior.





h.  Do not stereotype others.





i.  Do not give in to peer pressure.





j.  Inform the chain of command of unresolved incidents of


sexual harassment or inappropriate behavior.





9.  LEADERS' RESPONSIBILITIES TO PREVENT SEXUAL HARASSMENT.                                           


a.  Creating a proactive and responsible atmosphere that 


eliminates any perception, real or imagined that sexual 


harassment is tolerated, condoned or that filing a complaint subjects a person to reprisals or paybacks.





b.  Enforcing the Marine Corps policy on sexual harassment.





c.  Providing training.





d.  Promptly investigating incidents of sexual harassment or inappropriate behavior.





e.  Providing feedback on the investigation's findings to individuals involved.





f.  Taking corrective action.





g.  Taking corrective action against false claims.





h.  Advertising consequences of sexual harassment.





i.  Being objective and consistent.  And most importantly, apply the same standards of professionalism to men and women.
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