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“It’s none of my business, so I’m just going to stay out of it.”  “Oh, I bet the new intern is just 

loving all of the attention.”  “If I don’t go out on that date, I won’t get that promotion.” 

****** 

In the workplace, thoughts like these all too often enter the mind of an employee who chooses to 

keep quiet rather than report unlawful intimidating or hostile conduct. 

And in the digital era of the #MeToo and #TimesUp movements, companies are now realizing 

the damaging effects of failing to invest time to update their anti-harassment policies, 

procedures, and training programs.  Because throwing money at this serious problem will never 

make it go away.  For the victim, justice can never be measured in dollars.  And for the 

company, harassment claim settlements not only affect their bottom line, it can permanently 

damage their brand.   

I believe harassment is difficult to define only if you ask someone who's never experienced it to 

define it.  

In the workplace, harassment can range from sending inappropriate text messages aimed to 

intimidate to massaging a co-worker's shoulders without their consent and things can quickly 

escalate with the harasser becoming predator if a co-worker is asked stay after hours for a 

meeting.  And for the record, harassment does not imply that the unlawful conduct is sexual in 

nature.   

I know these things because I have witnessed such occurrences take place.  As an experienced 

corporate paralegal, I have assisted HR departments in the complex process of due diligence 

review when an internal complaint is filed.   

The uncomfortable truth is its often fear in the form of retaliation/retribution that becomes the 

driving force that discourages an employee to do the right thing and speak up when they suspect, 

witness or become the victim or harassment.   

So, what can companies do to protect employees and themselves against harassment?   

It’s clear that traditional anti-harassment training methods aren’t effective and it’s time for a 

modern-day approach to empower positive change in the culture of an organization.  This 

proposal outlines two solutions with an emphasis on updating existing anti-harassment employee 

training with the use of transformative technology. 

INTERVENTION 

Harassment in the workplace is a difficult problem to tackle but an incredibly important problem 

to fix one effective step at a time.   

This past year has shed new light on the pervasive problem of harassment in the workplace and 

HR and legal departments are being charged by top brass to ensure anti-harassment policies and 



Redefining Anti-Harassment Training via Transformative Technologies 
 

 3 

 

   
 

procedures are effective and up to date.  Such a charge has put tremendous pressure on these 

departments to update documentation and provide training resources to protect not just 

employees but the entire organization.   

I believe the first step is a redefined comprehensive anti-harassment policy with the use of 

transformative technology that includes but is not limited to: 1) mandatory on-demand learning 

sessions where employees are educated on how to identify and intervene against bad behavior 

that could escalate into prohibited conduct; and 2) access to a safe, confidential counter 

harassment portal where employees can report prohibited conduct anonymously before said 

conduct escalates into unlawful conduct that would warrant an internal investigation.  Both 

proposed solutions can be integrated into the company’s existing learning management system 

(“LMS”).   

1. On-Demand Learning Tool    

“Is s/he allowed to do this?  What can I do to stop it?  What assurances do I have to be 

protected if I speak up?” 

An effective anti-harassment training program answers these questions and provides clear 

examples of the differences between bad behavior and unlawful conduct in addition to 

reemphasizing the culture and values of the organization.  

In today’s digital age, on-demand learning is the answer. And while technology enabled learning 

solutions have higher upfront costs than conventional training methods, on-demand learning 

ensures a greater impact to a larger audience more quickly.  (Hartley, 2000).  In addition, with 

the use of analytics, the ability to quickly measure an employee’s understanding of the content is 

now possible.  Thus, in time, the cost-benefit payoff of modifying existing policies and 

procedures with the use of on-demand learning and analytics becomes clear.  

A webinar-based training consisting of microlearning sessions should include the following 

topics:    
 

Training Module 1 Training Module 2 Training Module 3  

How to recognize harassment.  

Learn how to spot different 

types of harassment so you can 

stop it when you see it.   

How to intervene against 

harassment when you see it.  

Learn effective intervention 

techniques to help stop 

harassment. 

Comprehensive understanding 

of the law.  An immersive 

overview of Federal law that 

prohibits an employer or 

employee from harassing or 

treating another  employee less 

favorably because of their race, 

gender, age, religion, disability 

and national origin.     

*NOTE – The above are shown only as examples of training topics that should be part of a 

comprehensive anti-harassment training program.  
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2. Counter Harassment Portal  

In addition to on-demand learning, I believe a counter harassment portal may be another 

effective solution to reduce harassment claims in the workplace.  The portal would allow an 

employee to report bad behavior anonymously before the offender escalates his/her behavior into 

unlawful conduct.   

 This tool would not only deter an individual from committing act of harassment but could 

provide employees the assurance of protection to speak up anonymously without fear of 

retaliation/retribution.  (Segal, 2018).  And in situations where a powerful and credible individual 

is guilty of an unlawful offense, an employee is empowered to intervene before the harassment 

escalates into a criminal act. 

Critics will surely point out the ethical and legal weakness of the use of a counter harassment 

tool in the workplace.  Yes, there will be false claims amongst valid claims and in those 

instances, suspicious claims can be analyzed via analytics for verification before the claim 

becomes a company's liability.  From a business perspective, the use of the tool could result in 

significant cost savings by reducing HR and legal fees resulting from handling harassment 

claims. 

EVALUATION 

A robust evaluation consists of collecting data focused on measuring learning behaviors 

and goals and linking learning activities with the intended anti-harassment training outcomes.  

This approach ensures the adequate measurements of the overall effectiveness and impact of the 

redefined comprehensive anti-harassment training program.    

The first step will be a 4-6 week pilot of the on-demand anti-harassment training program.  

Participants of the pilot will include entry level employees, seasoned department managers, top 

level HR and legal department executives, and if applicable, outside legal counsel.   

During the pilot program, I will send out surveys aimed at measuring the effectiveness of the 

training program.  Based on the collection and analysis of these surveys, and with the assistance 

of software developers and outside legal counsel, I will be able to implement revision cycle 

strategies to make immediate improvements where needed to ensure learning goals are met and 

the portal is an effective approach to reducing harassment claims in the workplace.   

CONCLUSION 

In the wake of recent sexual harassment scandals, organizations across the nation have 

come to realize that a comprehensive anti-harassment policy is key to prevent harassment issues 

in the workplace.   

A comprehensive anti-harassment policy should consist of several layers to ensure the protection 

of employees, top executives, and the organization as whole.  A strong and effective policy not 

only provides the necessary training needed for employees across all levels within an 

organization, it also clearly outlines the consequences for violating company anti-harassment 
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policy.  In addition, with the use of a counter harassment portal, HR and legal departments can 

separate the wheat from the chaff by quickly filtering claims by severity level ranging from 

unintentional bad behavior to escalating harassment that if left ignored could potential evolve 

into predatory criminal acts of harassment.    

In the past, as shameful as it is, top brass may have decided its course of action based on the 

financial risk of losing a key employee versus settling a handful of sexual harassment claims.   

However, in today’s digital age, pay out actions like these could result in the permanent damage 

to a company’s brand.    

The solutions outlined in this proposal are aimed not only to protect employees and a company 

assets and reputation but to also create positive change in the culture of the organization.   
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