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Policy Statement:

Charleston Research Institute is committed to maintaining a work environment that is free of harassment of any kind, including sexual harassment. Sexual harassment is defined as unwelcome or unwanted sexual conduct, requests for sexual favors, and verbal, nonverbal, or physical conduct of a sexual nature that adversely affects the employee’s employment terms or conditions or creates an intimidating, hostile, or offensive work environment. Such conduct is strictly prohibited and will not be tolerated.
Background:

Charleston Research Institute is an equal opportunity employer.  The Equal Employment Opportunity Commission (EEOC) defines sexual harassment as: unwelcome sexual advances, requests for sexual favors and other verbal or physical conduct of a sexual nature when (1) submission to such conduct is made either explicitly or implicitly a term or condition of an individual’s employment, (2) submission to or rejection of such conduct by an individual is used as the basis for employment decisions affecting such individual; or (3) such conduct has the purpose or effect of unreasonably interfering with an individual’s work performance or creating an intimidating, hostile, or offensive work environment.

Jokes, remarks, teasing, or questions that contain sexual overtures can also be a form of sexual harassment and are not acceptable in a professional work environment and will not be condoned.

There are two types of sexual harassment:

1.
QUID PRO QUO.  This is a Latin term meaning something for something.  Where employment decisions or expectations (e.g., hiring decisions, promotions, salary increases, shift or work assignment, performance expectations) are based on an employee’s willingness to grant or deny sexual favors.  Examples of quid pro quo harassment include:

· Demanding sexual favors in exchange for a promotion or a raise.

· Disciplining or firing a subordinate who ends a romantic relationship.

· Changing performance expectations after a subordinate refuses repeated requests for dates.

2.
HOSTILE ENVIRONMENT.  A hostile environment exists where verbal or non-verbal behavior or physical acts in the workplace: (1) focus on the sexuality of another person or occur because of the person’s gender, (2) are unwanted or unwelcome and (3) are severe or pervasive enough to affect the person’s work environment.  The following are examples of behaviors that can create a hostile environment if they are unwanted and uninvited:

· Off-color jokes or teasing.

· Comments about body parts or sex life.

· Suggestive pictures, posters, calendars or cartoons.

· Leering, stares or gestures.

· Repeated requests for dates.

· Excessive attentions in the form of love letters, telephone calls or gifts.

· Touching - brushes, pats, hugs, shoulder rubs or pinches.

· Assault/rape.

· Sexist remarks about a person’s clothing, body or sexual activities.

· Leering, ogling or staring at a person’s body.

· Sexually oriented jokes, stories or remarks.

· Descriptions of sex act, boasting about sexual prowess, posting of      suggestive pictures, drawings, poems, limericks, calendars.

· Unnecessary touching, brushing against another person’s body, patting, pinching.

· Verbal harassment or abuse referring to a person’s gender, sexual preference or sexual activities.

· Pressure for dates or sexual activity.

· Unwelcome telephone calls, letters or home visits with sexual overtones.

· Demands for sexual favors with implied threats related to job benefits or opportunities.

Guidelines:

Charleston Research Institute encourages the reporting of all perceived incidents of sexual harassment either through an informal or a formal procedural mechanism. Anyone who retaliates against an employee who reports harassment will be subject to disciplinary action.

To resolve a complaint of sexual harassment informally, either notify the offender that his or her behavior is unwelcome or, if you are uncomfortable discussing it with the offender, notify anyone in your supervisory chain or the supervisor of the alleged harasser and the Executive Director or Chairperson of the Board of Directors . The supervisor will then attempt to resolve the situation. If the alleged harasser is the Executive Director or the Chairperson of the Board of Directors notify a member of the Board of Directors.

To initiate the formal procedure, notify someone in your supervisory chain and the Executive Director. The Executive Director will investigate your complaint. To the extent possible, the complaints, interviews with colleagues, and any documents discovered or generated during the investigative process, will remain confidential. The results of the investigation will be reported to the Chairperson of the Board of Directors and the Board of Directors who will determine a course of action. The response can include various kinds of disciplinary action including termination.

If the alleged harasser is the Executive Director or the Chairperson of the Board of Directors, a committee of the board will be established to investigate the complaint and determine a course of action. The committee will be charged with initiating and conducting the investigation within a reasonable period of time.  Charleston Research Institute will conduct follow-up interviews to determine that the appropriate steps were taken and the issues were resolved.
Charleston Research Institute also encourages all employees to report sexual harassment involving Charleston Research Institute employees and third parties conducting business with Charleston Research Institute employees. The Executive Director will investigate any such complaints, to the extent practicable.  The results of the investigation will be reported to the Chairperson of the Board of Directors and the Board of Directors who will determine a course of action. 
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