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The Anti-Harassment 
Landscape and the Business 
Case for a Strong Program
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Major Trends Over the Last Year

#MeToo: Allegations of abuse by Harvey Weinstein in 
Hollywood spark a broader national discussion of 
workplace harassment.

National prominence: The national discussion 
seems to have broadly raised awareness about the 
pervasiveness and harm caused by harassment.

Setting the Stage

Corporate Shakeups:
Across the private sector, 
prominent leaders have 
been forced to resign for 
misconduct
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Impact of Harassment on Employee Attitudes and Experiences

• Sense of organizational 
justice harmed by 
harassment

• Victims and witnesses less 
likely to trust co-workers 
and leadership

• Victims more likely to leave; 
impact on health and well-
being
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Preventing Harassment
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Four Elements of a Comprehensive 
Harassment Prevention Strategy
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Harassment Prevention Training

57 percent of participants deploy their harassment training at least annually

86%
Training is mandatory for all 

employees globally

Deployment of harassment prevention training as part of documented periodic training initiatives 
(Multiple Select)

16%
Training is mandatory for 

managers only

12%
Training is available to all 

employees on a voluntary basis
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Manager Training
• Managers require training to 

create speak-up culture

• Workplace environment set 
by managers & supervisors
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Using Evidence-Based Training Approaches to Impact Behavior

Values-based

Leverage 
organization-wide 

values;
Positive framing

Solution-focused

Engaging  the 
healthy majority

Empowering

Bystander 
intervention 
strategies
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Policy Changes
• Mandatory arbitration 

clauses being replaced

• Non-disclosure and 
confidentiality agreements

• Greater transparency 
around investigations and 
settlements
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Investigations & Reporting
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Reporting Channels Differ
• Harassment reported at roughly the 

same rate as other misconduct

• Harassment less likely to be reported 
through usual “personal” channels

• Companies must build anonymous 
reporting channels to capture 
harassment claims
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91%
89%

81%
79%

77%
76%

74%
74%

72%
70%

66%
59%

Harrassment including power harassment &…
Gender

Race
Age

Color
Hostile Work Environment

Religion
Disability

National Origin
Sexual Orientation

Equal Pay
Pregnancy Discrimination

Tracking Harassment Issues

“Does the company track the following “discrimination” sub-categories?”(Multiple Select)
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Resources for Reporting Misconduct
“Please indicate the resources or tools available for reporting misconduct and raising concerns 
at your company.” (Multiple Select)

Reporting Mechanism Percent
Open door policy for in-person reporting to direct supervisors 96%

Third party-maintained hotline 92%

Open door policy for in-person reporting to senior/executive management 89%

Exit surveys or interviews 79%

Web-based reporting tool located on the company intranet site 77%

Web-based reporting tool accessible online and available to the general public 73%

Company-wide reporting email account 62%

In-house hotline 33%

Ombudsperson 21%

Live chat functionality 14%

Reporting via text message 10%

App or mobile-specific reporting tool or platform 10%

Dedicated fax line 8%



Questions & Discussion
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Thank You

Contact Us

Erica Salmon Byrne
erica.salmonbyrne@ethisphere.com 

Tyler Lawrence
tyler.lawrence@ethisphere.com
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