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Policy on sexual harassment, Administrative circular

1. Tt is the policy of this Office that every person has the right to be treated with dignity
and respect and to be free from all forms of harassment in the workplace. All forms
of harassment are contrary to the high standards of conduct required of all officials
under Article 1.2 of the Staff Regulations and may lead to disciplinary action. Staff
members shall observe common courtesy and considerate behaviour towards each
other regardless of rank or contractual status.

2. The ILO is a multicultural workplace and working relationships between persons at
the Office must take account of this. Within the context of this multicultural
environment, all officials are expected to observe the highest possible standards of
behaviour, respecting the dignity and personal integrity of their colleagues. All staff
members and technical cooperation personnel are expected to take responsibility for
their own actions and to conduct themselves in accordance with this policy. Directors
and supervisory personnel are responsible for providing and maintaining a
harassment-free working environment. They should make every effort to prevent
harassment from occurring, as well as to take effective and prompt protective
measures once the director or supervisor becomes aware of the harassment, to ensure
that behaviour of this type ceases immediately.

3. Sexual harassment at the workplace or in connection with work constitutes
unacceptable behaviour that will not be tolerated either at headquarters or in the field.
The Office places the highest priority on the prevention and elimination of sexual
harassment in the workplace, bearing in mind that sexual harassment may be
detrimental to an individual's physical and psychological well-being, lower morale
and disrupt the working environment. The Office wishes to emphasize that all
complaints of sexual harassment will be investigated seriously and that disciplinary
sanctions will be applied, as appropriate. Any proven false and malicious or vexatious
accusations of sexual harassment will be deemed to constitute a violation of the above
standards of conduct and disciplinary sanctions will be applied, as appropriate.



4. Sexual harassment at work is defined as

any unwanted conduct of a sexual nature in the workplace or in connection with
work, which, in the reasonable perception of the person concerned, is

(a) used as a basis for a decision which affects that person’s employment or
professional situation, or

(b)  creates an intimidating, hostile or humiliating work environment for that
person.

5. It is essential to emphasize that sexual harassment refers to conduct which is
unwanted and unwelcome to the recipient. As this is the key factor that distinguishes
it from friendly, flirtatious or other relations that are freely and mutually entered into,
it is important that a person who believes that she or he is the victim of sexual
harassment clearly communicates this (either directly or through a third party) to the
official engaging in the unwanted and unwelcome behaviour.

6. Some examples of physical conduct of a sexual nature, which, if unwanted and
unwelcome, may constitute sexual harassment include touching, patting, pinching or
any other unsolicited physical contact. Verbal conduct of a sexual nature may include
unwelcome verbal advances, sexually oriented comments about physical appearance,
requests for sexual favours and continued suggestions for private social activity after
it has been made clear that such requests and suggestions are unwelcome. Offensive
verbal conduct could also include jokes of a sexual nature, offensive flirtation or lewd
remarks, comments on a person's sexual orientation, or remarks of a sexual nature,
such as expressions of sexual interest that are addressed directly to the person. Non-
verbal conduct of a sexual nature may include the display of sexually suggestive
pictures, objects or written materials, or sexually suggestive gestures.

7. Sexual harassment may occur between a superior and a subordinate (often in the
context of quid pro quo harassment) or between co-workers (often in the context of
hostile environment harassment). An example of quid pro quo sexual harassment
would be found where a supervisor either offers improved terms and conditions of
employment to the victim in exchange for sexual favours or threatens to take negative
action in regard to the victim’s employment situation if the request for sexual favours
is refused. Verbal or non-verbal conduct that creates a sexually offensive working
environment may also constitute sexual harassment. An example of hostile
environment harassment would be found where one or more co-workers subject a
victim to comments of a sexual nature that are sufficiently offensive and pervasive as
to have a negative impact upon the victim or his or her working environment. Sexual
harassment may be directed by the harasser against a person of the opposite sex, or
may be directed against a person of the same sex.

8. An individual who believes that she or he has been or is being harassed, should make
personal written notes of relevant events, as soon as possible after the incident(s) has
(have) occurred, noting date(s), place(s), a short description of what happened and the
names of any witnesses and/or of any third parties to whom the incident might have
been mentioned. The official may also wish to discuss the incident(s) with a colleague
or a friend.



9. The Office encourages officials to attempt to resolve harassment-related issues
through dialogue and informal conflict resolution. Individuals are therefore
encouraged to notify the presumed harasser that his or her behaviour is unwelcome
and unacceptable. The objectionable conduct should then immediately cease. Where
the relative power or status of the persons involved or other considerations make
direct discussions difficult, the individual is nevertheless encouraged to attempt to
resolve the matter informally through seeking dialogue and/or assistance from other
persons as provided for in Annex 1 of this circular.

Disciplinary Sanctions

10. Proven cases of sexual harassment will be subject to any one of the sanctions
(warning, reprimand, censure, discharge and summary dismissal) provided for in
Chapter XII (Discipline) of the Staff Regulations as appropriate in accordance with
the gravity of the case (former para. 10).

Special procedures and other measures

11. In view of the seriousness with which the Office views sexual harassment in the
workplace or in connection with work, special procedures are set forth in Annex I of
this circular for the confidential and speedy investigation and handling of such cases.
Additionally, information and training will be provided to staff to ensure a full
understanding of this policy and procedures.
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