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Abstract 

Regrettably, sexual 

harassment has always 

been a feature of life at 

work.  It entails 

unwelcome sexual 

advances that cause 

discomfort to one or 

more employees and 

requests for sexual 

favours where refusal 

meets with threats and 

acquiescence with 

reward.  The challenges 

pose by sexual 

harassment for 

managers are that it is 

difficult to make a clear-

cut case; the victims of 

sexual harassment are 

often unwillingly to take 

an action and in practice 

seldom do so, and it may 

be part of the culture of 

the organisation – a 

norm, practised at all 

levels.  Thus, managers 

can set up a standing 

committee that would 

check sexual 

harassment cases. 

Secondly, victims of 
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INTRODUCTION  

  Regrettably, sexual 

harassment has always 

been a feature of life at 

work.  “Perhaps, it is not 

always quite as blatant 

today as it has been in 

the past, but it is still 

there in more or less 

subtle forms, and it is 

just as unpleasant” 

(Armstrong 2012, p. 

433).  Sexual 

harassment in the 

workplace entails 

unwelcome sexual 

advances that cause 

discomfort to one or 

more employees, and 

requests for sexual 

favours where refusal 

meets with threats and 

acquiescence with 

reward (Mele, 2009). 

Sexual harassment 

remains a cancer on the 

workplace despite the 

widespread adoption of 

grievance procedures, 

manager training and 

employee training.  

Figuring out whether 

these programmes 

actually reduce 

harassment and and  
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sexual harassment 

should be given the 

ample opportunity to 

express their grievances 

without any intimidation 

by offenders; and the 

state-of-the-art 

technology should be 

employed to track down 

offenders in the 

workplace. 

 

whether they can be tweaked to work better, should be a priority (Dobbin and 

Kalev, 2019).  This is because in some organisations we find co-workers also use 

their influence to sexually harass peers.  Thus, it is also about an individual 

controlling or threatening others (Paliwal, 2006). 

Sexual harassment, is therefore, morally wrong because it physically and 

psychologically harm victims because environments which permit sexual 

harassment seem to encourage such harm (Beauchamps and Boulie, 1997).  

The objective of the article is to assess the various meanings of sexual 

harassment, as well as challenges of sexual harassment for managers. 

 

Methodology 

The methodology adopted for the article is from secondary source.  This is by way 

of review of related literature to have an in-depth analysis of the subject matter. 

 

Meaning of Sexual Harassment 

According to Bradburn (2001), “there are many definitions of sexual harassment.  

Essentially, it involves such things is as unwanted sexual advances, requests for 

sexual favours and other verbal or physical conduct of sexual nature within the 

work place (p.54).” 

The above definition by Bradburn is a fair attempt to holistically capture the 

forms of sexual harassment.  It attempts to articulate that sexual harassment may 

be verbal, or physical within the work environment. 

Manley II (1992, p.209) sees sexual harassment as: “Usually, sexual harassment 

involves men harassing women.  The results are destructive to the victim and 

detrimental to the morale of any work force.  Many times, women face 

harassment directly or through innuendo.  Male managers may imply that only 

sexual favours will lead to a woman’s promotion”. 

However, Manley II’s statement seems to connote female chauvinism as sexual 

harassment applies to both men and female folk.  Thus, both men and women face 

sexual harassment in the workplace.  Secondly, it is not only being perpetrated 

by male managers but it covers all forms of employees such as supervisors.  

Lastly, it destroys the victim and harms the morale of the workforce. 
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Melè (2009, P. 269) views that sexual harassment “occurs when an employee is 

regularly subjected to undesired touches or other physical conduct of a sexual 

nature, lascivious comments, sexual jokes, offensive sexual speech or gestures, 

display of provocative materials or anything else that would create an 

intimidating, hostile or offensive work environment”. 

This attempt made by Melè in elucidating sexual harassment is, arguably, 

commendable.  Melè corroborates that sexual harassment may be physical, 

verbal or written.  It also threatens the workplace.  It further makes workplace 

unfriendly and creates displeasure. 

In short, sexual harassment in the workplace may be seen as sexual abuse in the 

form of physical, verbal or written which makes the work environment full of 

threat, unfriendliness and displeasure. 

 

Challenges Posed by Sexual Harassment for Managers 

Armstrong (2012) stated that there are three challenges in dealing with sexual 

harassment. First, it can be difficult to make a clear-cut case.  An accusation of 

harassment can be hard to prove unless there are witnesses and those who 

indulge in this practice usually take care to carry it out on a one-on-one basis. 

The second challenge is that victims of sexual harassment are often unwilling to 

take action and in practice seldom do so.  This is because of the actual or 

perceived difficulty of proving their case.  They may also have the notion of not 

having fair treatment and have anxiety on how they are treated by their boss or 

their colleagues in the future. 

The third, and perhaps the most firmly established challenge is that sexual 

harassment may be part of the culture of the organisation – a norm, practised at 

all levels.   

Considering the view of Armstrong, managers may overcome these challenges by 

way of setting up a standing committee that would check sexual harassment 

cases. 

Secondly, victims should be given the ample opportunity to express their 

grievances without any intimidation by offenders.  The organisation should also 

take sterner measures against erring employees. 

Thirdly, the state-of-the-art technology should be employed to track down 

offenders in the work place. 

 

Conclusion 

Sexual harassment in the workplace is a menace that causes the work 

environment inimical and causes physical and psychological threat to victims.  It 
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may also affect the growth and development of the workplace because it would 

make employees morale to be low and which, in turn, lower productivity. 
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