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Objectives and Methodology
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 This survey was conducted online by FleishmanHillard on behalf of Aflac April 11-18, 2018. A total of 1,001 
American workers employed full- or part-time, not including those self-employed, aged 18 and older were 
surveyed nationwide. 

 An additional 100 Human Resources Managers were surveyed online separately May 1-4, 2018. All HR managers 
interviewed for this survey met the following criteria:
 Currently live and work in the U.S.
 Aged 18 or older
 Employed full time
 Identifies HR, Personnel or Employee Development as their primary role with their employer
 Ranks as a middle manager or higher

 Because the samples are based on those who initially self-selected for participation, no estimates of sampling 
error can be calculated. Answers may not sum to 100% due to rounding.

 This survey was designed to meet the following objectives:
 Understand perceptions of corporate social responsibility; of particular interest are sexual harassment in 

the workplace and employee perceptions of employer responsibilities to create and facilitate gender equity 
in the workplace.  

 Understand the impact #MeToo has had on employee expectations of employer response to sexual 
harassment and gender equity workplace policies.

 Measure self-reported unethical behavior among employees.

“*” indicates a sample size of less than 100. Findings associated with these figures should be regarded as directional only.



Sample sizes – most frequently cited employee subgroups

Sample Size

Women n=500

Men n=500

Millennials n=423

Gen X n=311

Baby Boomers+ n=266

Senior management n=113

Any management n=432

Non-management n=569

Employed full time n=811

Employed part time n=190

Men with female supervisors n=100

Women with male supervisors n=150

4



Narrative Summary I
• Protecting workers is a necessary but not sufficient condition for a company to be seen as responsible. Sexual 

harassment is as much a workplace risk as any jobsite accident. 

• Among positive findings, these data indicate many companies are taking a range of actions to address harassment 
and equity, and employees are generally optimistic that these efforts have been undertaken in good faith and will 
help to resolve these issues. 

– Most employees trust their employer and supervisor, a prerequisite to progress. The relationship between employee and 
employer appears to be fairly strong. 

• Among negative findings, there remains much work to be done, and in some instances this work is basic and 
arguably overdue. 

– 45 percent of employees indicate their company has no formal sexual harassment policy, and 64 percent do not have a gender 
equity policy. 

– These are arguably minimal steps companies must take, and more than nine in 10 employees believe common elements of 
these policies are necessities in order for companies to be responsible. 

• Formal policies are not, of course, a total solution to the harassment and equity problems facing companies today.

– Majorities of both employees and HR managers believe gender equity policies consist of company culture as well, and culture 
is created by behavior. Companies wishing to be responsible when it comes to harassment must be vigilant and work to 
proactively shape culture.
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Narrative Summary II
• There are positive and negative signs of company culture in these data, which raise two questions.

– When the beliefs and behaviors are positive, how many is too few? For example:

• 71% trust their supervisor to deal with sexual harassment appropriately

• 60% of employees believe their company would hold senior leaders accountable for harassment

– When the beliefs and behaviors are negative, how many is too many? For example:

• 27% believe sexual harassment in their company has gone unpunished

• Given the severity of some adverse experiences, very few is always too many:

– 13% of employees have been sexually harassed at some point in their careers, including 24% of women who 
report to a male supervisor

– 13% of employees believe there is a culture of silence about sexual harassment in their company

– Data from HR managers, who have greater visibility into their companies, largely sustain employees’ 
experiences and beliefs.
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• Nearly nine in 10 respondents rate acting ethically in their job as extremely or very important, though 17% 
report they’ve done something unethical at work.

– Senior managers are more than twice as likely to report they’ve done something unethical at work

• Almost 100% of HR managers rate acting ethically in their job as extremely or very important. 

• 19% of employees have been asked by a employer to do something unethical, and 46% of these complied. 
Asked why, 36% report they didn’t think they had a choice, but many also didn’t regard the issue as that 
serious.

• 19% of employees report having been a whistleblower, and 35% of these report they were retaliated against. 
Millennials and senior managers are more likely to be whistleblowers than other generations and non-
managers, respectively.

Ethics

7



27% 26% 30%

13%

Male millennials Young millennials Senior management Non-management

Q7: Have you ever done something at work you consider to be unethical?

HR7: Do you believe an employee of your organization has ever done something unethical, whether you were aware of it or not? 

One in six employees (17%) reports having done something unethical at work. Senior 
managers are more than twice as likely as non-management to have engaged in unethical 
behavior. Most HR managers understand unethical behavior occurs.

Employees, HR Managers

17% 21%
14% 14%

All Employees Millennials Gen X Boomers+

Have you ever done something unethical 
at work?

Showing % of Employees saying “Yes”

83%

17%

Do you believe an employee of 
your organization has ever 
done something unethical? 

Among HR Managers

Yes No
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Q8: Has your employer ever asked you to do something you considered unethical?

Q9: [IF YES] When your employer asked you to do something you considered unethical, did you do it?

Nineteen percent (19%) of employees have been asked to do something unethical by their 
employer, of whom 45 percent complied, many because they felt they didn’t have a choice.

Employees

36%

27%

22%

22%

19%

19%

18%

16%

7%
6%

I didn't think I had a choice

It was unethical, but it wasn't serious

It wasn’t serious enough to be worth the argument

I was too young to say no

I would have been fired if I didn’t

Saying no would have carried serious consequences

I was too new to say no

I was too inexperienced to say no

It was unethical but necessary

Saying no would have carried minor consequences

Why did you decide to do something unethical after your employer asked? (n=85*)

81%

45%

19%

Has your employer asked you to do something 
unethical?

No Yes

Did you do it?
(n=191)

Asked to do 
something 
unethical

Complied 
with 

request

Millennials
22%

(n=423)
48%

(n=92*)

Male millennials
29%

(n=155)
54%

(n=44*)

Young millennials
25%

(n=172)
53%

(n=43*)

Senior management
36%

(n=113)
50%

(n=42*)

Non-management
13%

(n=569)
41%

(n=74*)
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HR8: Do you believe a manager has ever asked an employee of your organization to do something you consider unethical, whether you were aware of it or not? 

HR9: Assume a manager at your organization asked an employee to do something the employee considered unethical. What do you think is most likely to 
happen? 

Three in four HR managers believe managers have asked employees to do something they 
would consider unethical. Only 12 percent believe employees would refuse to comply.

HR Managers

73%

27%

Do you believe a manager has ever 
asked an employee of your 

organization to do something you 
consider unethical, whether you 

were aware of it or not?
Among HR Managers 

Yes No

45%

43%

12%

The employee will
ask for guidance

from HR

The employee will
do what they
were asked

The employee will
not do what they

were asked

Assume a manager at your organization 
asked an employee to do something the 
employee considered unethical. What do 

you think is most likely to happen? 
Among HR Managers
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HR10: Please select all the statements below that apply to your workplace.

A surprising majority – 66 percent – of HR managers report employees have the ability to 
say “no” to a request they consider unethical. This contrasts with the beliefs of many 
employees who complied with requests they considered unethical.

HR Managers

4%

9%

11%

12%

14%

20%

20%

40%

47%

66%

A certain amount of unethical activity is necessary for our business to
succeed

An employee who refuses to do something unethical can be fired

There’s nothing HR can do to protect an employee who refuses to do 
something they consider unethical if management disagrees

HR usually sides with managers in deciding what is and isn’t ethical

Inexperienced, new or young employees are not in a position to say no to
requests they consider unethical

Managers decide what is and isn’t ethical

An employee who refuses to do something unethical can be retaliated
against in informal ways

HR is always able to protect employees who refuse to do what they
consider unethical

Employees have approached HR to inform them about an unethical request
from a manager

Employees have the ability to say no to things they consider unethical

Ethics practices in the workplace
Showing % of HR Managers saying “Applies to my workplace”
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• 69% of employees believe it is extremely or very important for U.S. companies to act socially responsible, 
compared to 80% of HR managers.  

• As we saw in 2016, a number of respondents believe responsibility is best demonstrated through things 
companies do every day, as well as the things they do in addition to their regular business.

• Priorities for how companies should focus their social responsibility efforts are grouped into three tiers:

– Areas related to sexual harassment

– Areas related to general diversity

– Areas related to representation

• There’s an apparent gender divide on the degree to which harassment issues should be prioritized. While 
both men and women rate these as high priorities, women are much more likely to rate harassment and 
discrimination issues as “top priorities.”

• HR managers have stronger feelings toward issues of harassment, as they regularly rank these issues as a 
“top priority,” compared to employees. 

• Most employees believe efforts to address harassment have become more important over the past year, 
mostly due to media coverage and heightened awareness of the issues.

General CSR
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Q3: Below is a list of potential areas in which companies may or may not choose to focus their social responsibility efforts. Thinking of 
companies that are striving to be socially responsible, how much of a priority should companies make each of the following?

Addressing harassment and discrimination are the highest priorities for 
employees.

Employees

16%

23%

26%

26%

30%

32%

31%

44%

44%

47%

50%

50%

22%

29%

30%

31%

33%

32%

34%

32%

33%

30%

27%

29%

38%

52%

57%

57%

63%

64%

65%

75%

76%

76%

76%

79%

Hiring minority-owned suppliers

Ensuring minorities are represented in senior leadership

Ensuring women are represented in senior leadership

Hiring a racially diverse workforce

Promoting diversity and inclusion in their own workplace

Putting in place strong gender equity policies

Ensuring gender-blind hiring and promotion

Instituting non-discrimination policies

Creating a company culture of respect for all colleagues

Putting in place strong sexual harassment policies

Paying male and female employees the same amount for the same job

Creating a company culture where employees feel safe from harassment

How much of a priority should companies make the following?
Among employees 

A top priority A high priority
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Q3/HR3: Below is a list of potential areas in which companies may or may not choose to focus their social responsibility efforts. Thinking of 
companies that are striving to be socially responsible, how much of a priority should companies make each of the following?

More women than men believe equal pay, harassment policies, non-discrimination and 
company culture are top priorities on which to focus CSR efforts.

Employees, HR Managers

Showing % saying “Top priority”
HR

Managers

Employees

All Men Women Millennials Gen X Boomers+
Creating a company culture where employees feel safe from 
harassment

67% 50% 43% 58% 54% 49% 48%

Paying male and female employees the same amount for the same 
job

61% 49% 38% 60% 53% 45% 48%

Putting in place strong sexual harassment policies 63% 47% 38% 55% 51% 44% 42%

Instituting non-discrimination policies 64% 44% 38% 50% 45% 46% 40%

Creating a company culture of respect for all colleagues 69% 43% 38% 50% 43% 44% 42%

Putting in place strong gender equity policies 38% 32% 24% 39% 37% 28% 28%

Ensuring gender-blind hiring and promotion 48% 30% 25% 36% 34% 32% 23%

Promoting diversity and inclusion in their own workplace 45% 30% 23% 37% 36% 27% 24%

Ensuring women are represented in senior leadership 40% 27% 18% 34% 31% 26% 21%

Hiring a racially diverse workforce 35% 26% 19% 33% 31% 24% 22%

Ensuring minorities are represented in senior leadership 33% 23% 15% 31% 29% 22% 17%

Hiring minority-owned suppliers 15% 17% 13% 20% 23% 13% 12%
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Q4/HR4: Over the past year, would you say it has become more important or less important for companies to focus on each of these areas?

Harassment related actions are seen by majorities to have become more 
important over the past year.

Employees, HR Managers

19%

22%

25%

26%

28%

29%

33%

34%

35%

39%

44%

44%

24%

29%

30%

30%

30%

30%

31%

31%

32%

29%

27%

28%

43%

51%

55%

56%

58%

59%

64%

65%

67%

68%

71%

72%

Hiring minority-owned suppliers

Ensuring minorities are represented in senior leadership

Hiring a racially diverse workforce

Ensuring women are represented in senior leadership

Promoting diversity and inclusion in their own workplace

Ensuring gender-blind hiring and promotion

Putting in place strong gender equity policies

Creating a company culture of respect for all colleagues

Instituting non-discrimination policies

Paying male and female employees the same amount for the same job

Creating a company culture where employees feel safe from harassment

Putting in place strong sexual harassment policies

Compared to last year, is this more or less important?
Among Employees

Much more important Somewhat more important HR Managers
% “More Important”

85%

85%

70%

72%

75%

74%

72%

66%

66%

60%

58%

41%
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Q5: [IF GENDER EQUITY OR HARASSMENT ISSUES MORE IMPORTANT OVER PAST YEAR] Why have things like gender equity, sexual harassment 
and company culture become more important over the past year? (Coded open-end response; multiple responses allowed)

Only a handful of respondents explicitly cite #MeToo as the reason gender equity and 
harassment issues have become more important over the past year, but most note the 
heightened media attention and social awareness.

Employees

19%

16%

16%

13%

12%

7%

7%

7%

5%

5%

3%

3%

3%

Everyone is equal/deserves to be treated the same

Heightened social awareness/social media

Harassment is becoming more common/too much of it going on

More people coming forward/people are speaking out

Media paying more attention

Recent scandals/accusations/high profile cases

Companies becoming more aware

#metoo movement

Companies protecting themselves/scared of lawsuits

Society's standard of acceptable behavior changing/cultural…

It's important/it's the right thing to do

President's behavior/allegations against president

People are too sensitive/liberal media/fake news/not a real problem

Why have things like gender equity, sexual harassment and company 
culture become more important over the past year?

Among Employees who think harassment-related issues are more important
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• Harassment and social responsibility are inextricably linked. 

– 92% of employees believe clear procedures to address sexual harassment accusations are necessary for a company to have 
in order for it to be responsible

– At least  90% believe these are necessary:

• A clear definition of what constitutes sexual harassment

• Clear consequences for sexual harassment

• A commitment to a safe workplace environment free of hostility

• A process to protect individuals who report sexual harassment from retaliation

• Equal pay is seen as necessary by 88%.

• Breaches of conduct relating to sexual harassment are seen as unforgiveable by nearly all employees.

– 95% would never forgive a company for:

• Retaliating against an employee reporting sexual harassment

• Failing to protect employees who report harassment from retaliation

– The “most” forgivable offense is having no women in senior leadership positions, and 88% would not forgive a company for 
that.

Gender & responsibility I
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• Most employees, however, express positive views of their employer.

– 60% believe their company would hold senior leaders accountable for sexual harassment.

• But combining the severity of harassment issues with the number of American employees, even small 
percentages represent millions. For example:

– 27% believe sexual harassment in their company has gone unpunished

• Personal views of harassment and their employer are largely positive.

– 74% of respondents report it’s clear to them what is and isn’t sexual harassment; 16% report it’s not clear to them

– 71% trust their supervisor to deal with sexual harassment appropriately; 19% do not trust supervisor

• There are fewer gender differences across gender equity questions than may be expected.

• Generational differences are only a little more stark, but also more pessimistic.

– 32% of millennials believe sexual harassment in their company has gone unpunished, compared to 18% of boomers

• Experiencing or witnessing sexual harassment appears to create greater awareness and pessimism.

– 43% of those who have experienced harassment believe their company makes it up as they go along when it comes to 
harassment issues, compared to 26% who have never experienced or witnessed it

– 45% of those who have experienced harassment believe sexual harassment in their company has gone unpunished, 
compared to 20% who have never experienced or witnessed it

Gender & responsibility II
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Q12: For each of the following, please indicate whether it is necessary for a company to have this in order for it to be responsible, or whether it 
is not necessary in order for it to be responsible.

The necessity of sexual harassment policies is agreed upon by most.

Employees

92%

90%

91%

90%

90%

87%

82%

8%

10%

9%

10%

10%

13%

18%

Clear procedures to address sexual harassment accusations

A clear definition of what constitutes sexual harassment

Clear consequences for sexual harassment

Commitment to a safe workplace environment free of hostility

A process to protect individuals who report sexual harassment from retaliation

A system for anonymously reporting sexual harassment

Easy access to resources for individuals who experience workplace
harassment, such as counseling services

How necessary it is for a company to have the following in order to be 
responsible?

Among Employees
Necessary Not Necessary
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Q12: For each of the following, please indicate whether it is necessary for a company to have this in order for it to be responsible, or whether it 
is not necessary in order for it to be responsible.

Equal pay continues to be seen as a necessity by most.

Employees

88%

83%

83%

82%

82%

78%

75%

12%

17%

17%

18%

18%

22%

25%

Equal pay for men and women who do the same work

Gender-blind promotions (promoting without considering a person’s gender)

A strong stance on gender pay equality

Gender-blind hiring (hiring without considering a person’s gender) 

A strong stance on gender equity in the workplace

Dedication to achieving gender equality in its diversity and inclusion efforts

Conducts research about its workforce to better understand where it needs to
improve in gender equity

How necessary is it for a company to have the following in order to be 
responsible?

Among Employees
Necessary Not Necessary
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Q12: For each of the following, please indicate whether it is necessary for a company to have this in order for it to be responsible, or whether it 
is not necessary in order for it to be responsible.

HR13: Which of the following does your company possess? If your company possesses it, is it as good as it can be, or could it be improved?

Companies may be lagging behind on researching their own workforce to understand their 
gender equity needs. While most HR managers report their companies have these things, 
many feel there is room for improvement.

Employees, HR Managers

HR Managers

%  of Employees
Saying 

“Necessary”

TOTAL
Has this

Has this 
and is as 

good as it 
can be

Has this 
and 

could be 
improved

Company 
does not 
have this

A process to protect individuals who report sexual harassment from retaliation 96% 59% 37% 4% 90%

Clear procedures to address sexual harassment accusations 95% 61% 34% 5% 92%

Clear consequences for sexual harassment 95% 62% 33% 5% 91%

Commitment to a safe workplace environment free of hostility 93% 53% 40% 7% 90%

A clear definition of what constitutes sexual harassment 92% 66% 26% 8% 90%

Easy access to resources for individuals who experience workplace harassment, 
such as counseling services 

92% 50% 42% 8% 82%

Equal pay for men and women who do the same work 89% 42% 47% 11% 88%

Gender-blind promotions (promoting without considering a person’s gender) 82% 46% 36% 18% 83%

A strong stance on gender equity in the workplace 79% 44% 35% 21% 82%

Gender-blind hiring (hiring without considering a person’s gender) 78% 42% 36% 22% 81%

A system for anonymously reporting sexual harassment 78% 47% 31% 22% 87%

Dedication to achieving gender equality in its diversity and inclusion efforts 78% 35% 43% 22% 78%

A strong stance on gender pay equality 71% 37% 34% 29% 83%

Conducts research about its workforce to better understand where it needs to 
improve in gender equity

61% 31% 30% 39% 75%
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Q13: Below are some things that companies might do. For each one, please indicate how much money the company would need to donate to 
charity in order for you to forgive them for their action.

For all but a few employees, failing to address harassment is an unforgiveable 
offense.

Employees

88%

89%

91%

91%

92%

92%

93%

93%

94%

94%

95%

95%

Having no women in senior leadership positions

Having an unclear sexual harassment policy

Paying men more than women for the same work

Firing an employee accused of sexual harassment without proving guilt

Withholding promotions from men in favor of women

Allowing a senior leader who committed sexual harassment to resign rather…

Withholding promotions from women in favor of men

Having no sexual harassment policy

Failing to hold employees accountable for sexual harassment

Failing to investigate an accusation of sexual harassment

Failing to protect employees who report sexual harassment from retaliation

Retaliating against an employee who reports sexual harassment

For each one, please indicate how much money the company would need 
to donate to charity in order for you to forgive them for their action.

Showing % of Employees saying they’d never forgive the company Average amount to 
forgive*

$442,613

$201,648

$179,404

$248,560

$278,215

$205,546

$243,075

$178,911

$239,600

$283,791

$290,004

$416,630
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Q14/HR14: Do you agree or disagree with each of the following?

HR managers are more likely to believe their company would hold senior leaders 
accountable for sexual harassment, and more than two in three report their company has 
discussed sexual harassment with employees in the past six months.

Employees, HR Managers

Showing % saying “Agree”
HR

Managers

Employees

All Men Women Millennials Gen X Boomers+

My company would hold senior leaders accountable for sexual 
harassment

81% 60% 64% 57% 59% 58% 64%

The only proper response to sexual harassment of any kind is 
termination

45% 56% 48% 65% 64% 58% 42%

Some kinds of sexual harassment are worse than others, and company 
policies should reflect that

58% 60% 62% 58% 60% 60% 60%

Employee text: In the past six months, my employer has discussed 
sexual harassment with us, either verbally or in writing

69% 45% 48% 43% 46% 42% 46%
HR Manager text: In the past six months, my company has discussed 
sexual harassment with employees, either verbally or in writing

Sexual harassment in my company has gone unpunished 27% 27% 25% 28% 32% 29% 18%

23



Q14: Do you agree or disagree with each of the following?

Sixteen percent of employees are not sure what is and isn’t sexual harassment, 
and 22 percent are afraid they will accidentally violate harassment policy.

Employees

44%

41%

40%

38%

35%

12%

8%

30%

32%

31%

32%

32%

19%

14%

10%

11%

11%

12%

12%

21%

18%

6%

5%

5%

7%

8%

31%

48%

10%

11%

12%

11%

13%

18%

12%

It’s clear to me what is and isn’t sexual harassment in the workplace

I trust my employer to protect employees who report sexual harassment

I understand what my employer considers to be sexual harassment

I trust my supervisor to deal with sexual harassment appropriately

I trust our human resources/personnel representative to deal with sexual
harassment appropriately

When it comes to harassment issues, I feel like in practice my employer
makes it up as they go

I am afraid I will accidentally violate the harassment policy because it is
not clear what is and isn’t sexual harassment under my employer’s policy

Trust in employer
Among Employees

Strongly agree Somewhat agree Somewhat disagree Strongly disagree Not sure/I'd rather not say
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HR23. Please indicate which of the following policies, data sources or training your company currently has.

While maternity leave and harassment training are comparatively common, there is a 
measurement deficit, with only 41 percent of HR managers saying they have pay data 
broken down by gender, and just 25 percent having measureable gender equity goals.

25

HR Managers

79%
76%

62%
59%

51%

41%

25%

A maternity leave
policy

Ongoing training on
the sexual

harassment policy
and procedures

A system for
keeping track of

sexual harassment
at my company

A paternity leave
policy

Diversity training Pay/salary data
broken down by

gender

Measurable goals
to track

improvement in
gender equity

Does your company have this?
Among HR Managers

Company has this



• Half of employees believe a company’s gender equity policy is made up of both formal policies and company 
culture, while a third believe it is only formal policies.

– There’s a considerable gap between senior management and non-management, with 42% of the former saying policy is 
both formal and cultural, compared to 62% of non-management.

• It may be that women reporting to men have more experience with the ways in which formal policies can be 
incomplete or simply circumvented depending on who the boss is.

– 50% of male employees with male supervisors believe gender equity policy is both written and cultural, compared to 68% 
of female employees with male supervisors.

• There may be a knowledge gap between management and non-management.

– Managers, especially senior ones, are more likely to believe their company has formal gender equity and sexual 
harassment policies.

– There’s no significant gender difference on whether workplaces have a gender equity problem.

• Gender equity problems are widespread, owing more to culture than formal policies.

– 38% of employees report their workplace has gender equity problems, and 18% lay the blame on company culture.

• Often seen as covering up problems, management is more likely to believe gender equity problems exist.

– Senior managers are nearly twice as likely as non-managers to believe their company has a gender equity problem.

Gender Equity I
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• A surprising number of employees report their company has no formal policy specifically on sexual harassment.

– 45% of respondents report their company has no sexual harassment policy, while 55% do.

– Only 36% report their company has a formal policy on gender equity, meaning 64% do not.

• Gender equity policies are broadly appreciated, but there may be gaps.

– 69% believe their company’s policy is effective, but 33% believe it is selectively enforced, and 21% believe it is not enforced.

• Sexual harassment policies are similarly viewed.

– 71% believe their company’s is effective, but 30% believe it is selectively enforced, 25% believe it doesn’t have much impact
on what happens at work, and 20% believe it is not enforced.

– 79% believe the policy protects both men and women, and 73% report the policy makes them feel safe at work (14% report it 
doesn’t make them feel safe at work).

• Position within the company appears to have a substantial effect on views of the sexual harassment policy.

– Senior managers are more than twice as likely as non-management to believe their company’s sexual harassment policy is not 
enforced. They are three times as likely to believe the policy is incomplete.

• The gender dynamic of employee and supervisor seems to matter a great deal.

– 35% of women with male supervisors believe their company’s sexual harassment policy is selectively enforced. 23% believe it 
is not enforced.

• Many women report lesser forms of gender-related rudeness and dismissiveness.

– 23% of women report their ideas have been ignored when a man expressed the same idea moments later and was praised. 
15% report men have stolen or taken credit for their ideas.

– 21% report being regularly interrupted by men.

• A third of senior managers don’t know what to do if an employee reports sexual harassment to them.

Gender Equity II
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Displayed to respondents

By “gender equity” we mean the treatment and fairness for women and men regarding issues like equal pay for men and women, 
sexual harassment, gender-blind hiring and promotions, workplace policies (i.e., parental leave) and representation of women in a 
company’s senior leadership.

Q15/HR15: Which of the following is closest to your view? 

A majority of both employees and HR managers agree, a company’s gender equity 
policies consist of both written rules and unwritten company culture norms. 

Employees, HR Managers

56%

31%

13%

63%

26%

11%

A company’s gender equity policies 
consist of BOTH written rules and 
unwritten company culture norms

A company’s gender equity policies 
consist of formal, written rules and 

procedures

A company’s gender equity policies 
consist of unwritten company culture 

norms

Which of the following is closest to your 
view?

Employees HR Managers
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Employees

Gender equity policies are…

Both

Formal,
written 

rules
Company

culture
Senior management 42% 30% 28%
Any management 48% 31% 20%
Non-management 62% 30% 8%
Male employee w/ male 
supervisor

50% 34% 16%

Female employee w/ 
female supervisor

55% 32% 13%

Male employee w/ female 
supervisor

57% 34% 9%

Female employee w/ male 
supervisor

68% 24% 8%



Q17/HR17: Which of the following describes your current workplace? Please select all that apply. 

Millennials are more likely than boomers to believe there are gender equity problems at 
their company. Senior managers are more likely to believe there are gender equity 
problems in their workplace than non-managers.

Employees
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Employees –
personal 
demographics

There are gender equity 
problems at my company due to…
Formal 
policies Culture Any cause

TOTAL 10% 18% 38%
Male 11% 15% 37%
Female 10% 22% 40%
Millennials 13% 20% 43%
Gen X 10% 20% 39%
Boomers + 6% 14% 30%

Employees –
workplace
demographics

There are gender equity 
problems at my company due to…
Formal 
policies Culture Any cause

Senior management 19% 29% 58%
Any management 14% 23% 50%
Non-management 8% 15% 29%
Male employee w/ 
female supervisor

13% 9% 33%

Female employee w/ 
male supervisor

7% 25% 42%

Gender equity policy 
means formal rules

10% 20% 17%

Gender equity policy 
means company
culture

21% 23% 24%

Gender equity policy 
means both

8% 16% 12%

Company has formal 
gender equity policy

15% 17% 19%

Company has no 
formal gender equity 
policy

8% 19% 13%



Q18. [IF HAS GENDER EQUITY POLICY] From the list below, please select all the phrases that apply to your company’s gender equity policy.

Most employees report positive perceptions and experiences with their company’s gender equity policy, though two 
in 10 employees believe their company’s sexual harassment policy is not enforced. 

75%

74%

74%

73%

71%

69%

67%

32%

26%

20%

19%

19%

14%

14%

14%

13%

15%

14%

16%

46%

55%

59%

61%

61%

11%

12%

13%

14%

14%

16%

17%

22%

20%

20%

20%

20%

The policy protects both women and men in my workplace

I’ve seen the policy

I understand my rights under the policy

I understand the disciplinary procedures under the policy

The policy makes me feel safe at work

I think the policy is effective

I remember what the policy says

The policy is selectively enforced

The policy doesn’t have much impact on what actually happens at work

The policy is not enforced

I think the policy is outdated

The policy is incomplete

What phrases apply to your company’s gender equity policy? 
Among Employees

Applies to my company’s gender equity policy Does not apply to my company’s gender equity policy Not sure
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Q19/HR19: [IF HAS SEXUAL HARASSMENT POLICY] From the list below, please select all the phrases that apply to your company’s sexual 
harassment policy. (n=529)

Seventy-one percent of employees claim they remember what their company’s sexual 
harassment policy says, but only 47 percent of HR managers believe their employees 
remember it. 

Employees, HR Managers

Showing % saying “Applies to my company’s sexual harassment policy”

HR
Managers Employees

All of our employees have seen the policy 87% 81% I’ve seen the policy

Our employees believe the policy protects both women 
and men in my workplace

82% 79%
The policy protects both women and men in my 
workplace

Our employees understand their rights under the policy 82% 83% I understand my rights under the policy

Our employees understand the disciplinary procedures 
under the policy

79% 77%
I understand the disciplinary procedures under the 
policy

Our employees believe the policy makes them feel safe 
at work

68% 73% The policy makes me feel safe at work

Our employees think the policy is effective 64% 71% I think the policy is effective

Our employees remember what the policy says 47% 71% I remember what the policy says

Our employees believe the policy is selectively enforced 29% 28% The policy is selectively enforced

Our employees believe the policy doesn’t have much 
impact on what actually happens at work

25% 25%
The policy doesn’t have much impact on what actually 
happens at work

Our employees believe the policy is not enforced 20% 20% The policy is not enforced

Our employees think the policy is outdated 16% 17% I think the policy is outdated

Our employees believe the policy is incomplete 16% 15% The policy is incomplete
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Q20. Please read the list below and indicate whether the statement applies to you.

52%

13%

23%

21%

16%

15%

29%

17%

14%

12%

41%

82%

70%

73%

78%

79%

67%

79%

82%

84%

6%

5%

7%

7%

6%

5%

4%

4%

4%

5%

I know what to do if an employee reports sexual harassment to me

I’ve had employees report sexual harassment to me

I’ve been in situations where I expressed an idea and was ignored, 
and a moment later a man expressed the same idea and praised …

 I regularly get interrupted by men

I’m often in meetings where I’m the only woman

Male colleagues have stolen or taken credit for my ideas

I’m often in meetings with only one or no women

I’ve seen male colleagues interrupt women on a regular basis

I’ve seen situations in which a woman expressed an idea and was 
ignored, and a moment later a man expressed the same idea and …

I’ve seen male colleagues steal or take credit for a woman’s ideas

What phrases apply to your company’s sexual harassment policy? 
Among Employees

Applies to me Does not apply to me I’d rather not say
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Employees

Asked of ALL
Employees (n=549)

Asked of all Female
Employees (n=500)

Asked of all Male
Employees (n=500)

One in six women report having their ideas stolen by men, and nearly one in four report 
being ignored for ideas male colleagues have been praised for moments later.



Q20/HR20: Please read the list below and indicate whether the statement applies to you.

Female senior managers are more likely than HR managers and male senior managers to 
report witnessing or experiencing men either taking credit or getting credit for a female 
employee’s ideas. 

Employees, HR Managers

Showing % saying “Applies”

HR 
Managers

Employees

All
Senior 

managers
(male/female)

Male Female

Knows what to do if employee reports sexual harassment to them 89% 53% 67% 55% 50%

Has had employees report sexual harassment to them 59% 13% 35% 15% 11%

Is often in or is aware of meetings with one or no women 35% -- 52%/45% 30% 16%

Is or has frequently witnessed women interrupted by men 24% -- 31%/28% 17% 21%

Has had or has seen male employees taking credit for females’ ideas 22% -- 24%/47% 12% 15%

Situations where a female employee expressed an idea and was ignored, 
and a moment later a man expressed the same idea and was praised for it

27% -- 30%/47% 14% 23%
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• A consistent minority of employees report significant harassment issues within their company, including:

– 14% report there are harassers in their company, and they know who they are (20% among HR managers)

– 12% report knowing of harassment being reported but not punished (20% among HR managers)

– 12% relate fear that reporting harassment will negatively 

• Senior managers are more likely than non-managers to know of unpunished harassment.

– This suggests resolving these issues is not merely a question of bringing them to the attention of more senior employees.

• Forms of potential discrimination are relatively common as well:

– 16% have been asked in job interviews whether they have or plan on having kids (12% among HR managers)

– 15% report their company pays men more than women for the same work (26% among HR managers)

– 13% report no women in their company leadership (18% among HR managers)

• A sizeable minority of HR managers report frustration with their company when it comes to harassment.

– 26% report their personal definition of harassment is more restrictive than their company’s

– 17% believe their company’s sexual harassment policy is “all talk, no action”

– 9% report knowing of sexual harassment and being unable to do anything about it due to their company’s policy

Indirect harassment experience and discriminatory behavior



Q22. Please read the list below and indicate whether the statement applies to you. 

A quarter of employees do not know where to find their company’s sexual harassment policy, and over 
20 percent don’t know who to report sexual harassment to in their workplace. 

65%

56%

16%

15%

14%

13%

13%

12%

12%

12%

22%

25%

73%

58%

69%

75%

70%

70%

70%

72%

12%

20%

11%

27%

17%

12%

18%

19%

17%

16%

I know who to report sexual harassment to in my workplace

I know where I can find my company’s policies on sexual harassment

I’ve been asked in job interviews whether I have kids or was planning 
on having kids soon

My company pays men more than women for the same work

There are harassers in my company, and we all know who they are

My company has no women in senior leadership

I know of sexual harassment in my workplace that has gone
unreported

I know of sexual harassment in my workplace that was reported but
not punished

There’s a culture of silence in my company about sexual harassment

I’m afraid if I report sexual harassment it will affect my career growth

Which of these statements applies to you? 
Among Employees

Applies to me Does not apply to me Not sure/I'd rather not say
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Q22/HR22. Please read the list below and indicate whether the statement applies to you. 

Over 50 percent of HR managers have had sexual harassment reported to them, and 20 
percent know of sexual harassment that has been reported but gone unpunished. 

Employees, HR Managers

Showing % saying “Applies to me”
HR Managers Employees

Sexual harassment in the workplace has been reported me 54% 66% I know who to report sexual harassment to in my workplace

My company pays men more than women for the same work 26% 15% My company pays men more than women for the same work

I know of sexual harassment in my workplace that was reported 
but not punished

20% 12%
I know of sexual harassment in my workplace that was 
reported but not punished

There are harassers in my company, and we all know who they 
are

20% 14%
There are harassers in my company, and we all know who they 
are

My company has no women in senior leadership 18% 13% My company has no women in senior leadership

I know of sexual harassment in my workplace that has gone 
unreported

16% 13%
I know of sexual harassment in my workplace that has gone 
unreported

I’ve had employees confide sexual harassment to me but 
decide not to file an official report because of fear of retaliation

16% 12%
I’m afraid if I report sexual harassment it will affect my career 
growth

There’s a culture of silence in my company about sexual 
harassment

13% 13%
There’s a culture of silence in my company about sexual 
harassment

My company asks potential employees in job interviews 
whether they have kids or are planning on having kids soon

12% 16%
I’ve been asked in job interviews whether I have kids or was 
planning on having kids soon
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HR22. Please read the list below and indicate whether the statement applies to you. 

Seventy-seven percent of HR managers have seen data on what their company pays men and women, 
and over a quarter of HR managers believe their company pays men more than women for the same 
work. 

77%

26%

18%

13%

12%

12%

17%

67%

79%

80%

85%

80%

5%

7%

2%

6%

3%

7%

I’ve seen data on what my company pays men and women

My company pays men more than women for the same work

My company has no women in senior leadership

Female employees are discouraged from taking maternity leave at
my company

My company asks potential employees in job interviews whether
they have kids or are planning on having kids soon

Male employees are discouraged from taking paternity leave at my
company

Which of these statements applies to you? 
Among HR Managers

Applies to me Does not apply to me Not sure/I'd rather not say
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There are many employees who presumably would not forgive their own company.

Employees

Employees saying this action is unforgivable in general Employees agreeing with this statement or reporting this
issue at their employer

Having no women in senior leadership positions 88% My company has no women in senior leadership 13%

Having an unclear sexual harassment policy 89%

I understand my rights under the policy 83%
I understand the disciplinary procedures under the 
policy

77%

It’s clear to me what is and isn’t sexual harassment 
in the workplace

74%

Paying men more than women for the same work 91%
My company pays men more than women for the 
same work

15%

Having no sexual harassment policy 93% Company has no sexual harassment policy 45%

Failing to hold employees accountable for sexual 
harassment

94%

There are harassers in my company, and we all know 
who they are

14%

I know of sexual harassment in my workplace that 
was reported but not punished

12%

Sexual harassment in my company has gone 
unpunished

27%

Retaliating against an employee who reports sexual 
harassment

95%
I’m afraid if I report sexual harassment, it will affect 
my career growth

12%
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• 13% of employees have been sexually harassed at some point in their careers.

– Harassment based on physical appearance and age are almost as common.

• Women are much more likely to have been harassed than men, but 8% of men report having been sexually 
harassed.

• Young people are more likely to have been harassed.

• One in four women (24%) who report to a male supervisor have been sexually harassed, three times the 
number of men with a female supervisor.

• One in four women (24%) in stereotypically male professions have been sexually harassed.

• 20% of employees have witnessed sexual harassment.

• Half of those who have experienced or witnessed sexual harassment have reported it.

– Of those who experienced harassment and reported it, 51% report the harassment was resolved to their satisfaction.

– Of those who witnessed and reported harassment, 60% report the harassment was resolved to their satisfaction.

• A substantial minority report harassment is an open secret in their company:

– 12% report they’re afraid reporting harassment will affect their career growth

– 13% believe there’s a culture of silence about sexual harassment in their company

– 12% know of sexual harassment that was reported but not punished

– 13% know of harassment that was unreported

– 14% report there are harassers in their company, and everyone knows who they are

Direct harassment I
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• The knowledge gap between senior managers and non-managers is apparent, with more than twice as many 
senior managers as non-managers reporting:

– There are harassers in the company and they know who they are

– Sexual harassment in their workplace has been reported but not punished

Direct harassment II
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Q23. Please indicate whether you have experienced or witnessed this type of harassment in your career.

HR25: Please indicate whether you have experienced or witnessed this type of harassment in your career, or whether this type of harassment 
has been reported to you. 

Thirteen percent (13%) of employees have been sexually harassed, which is the 
form of harassment most commonly reported to HR managers.

41

Employees, HR Managers

13% 12% 12% 11% 8%

20% 21% 20% 21%
16%

43%

20% 21%

33%

11%

Sexual harassment Harassment based on
physical appearance

Harassment based on age Racial harassment Religious harassment

Have you experienced or witnessed this type of harassment in your 
career? 

Employees who have experienced this Employees who have witnessed this HR Managers who have had this reported to them

7% 6% 5% 5% 5%

18% 16% 13% 13% 15%14%

23%
15%

11%
15%

Harassment due to
political beliefs

Harassment based on
sexual orientation

Harassment based on
gender identity

Harassment based on
disability

Harassment based on a
mental health condition



Q23. Please indicate whether you have experienced or witnessed this type of harassment in your career. 

Women are twice as likely as men to have been harassed. Nearly one in four women with a 
male supervisor report having been sexually harassed, three times the number of male 
employees with a female supervisor.

Employees

% who have been sexually harassed
Personal Demographics

All 13%

Male 8%

Female 19%

Millennial 21%

Gen X 10%

Baby boomer+ 6%

Northeast 9%

Midwest 11%

South 16%

West 15%

% who have been sexually harassed
Workplace Demographics

Senior management* 15%

Any management 16%

Non-management 11%

Male employees w/ 
female supervisor*

8%

Female employees w/ 
male supervisor

24%

Women in 
stereotypically male 
fields*

24%

Men in stereotypically
female fields*

15%

42



• Since #MeToo, nearly half of respondents have noted changes in their own or others behavior.

– A third have noticed others being more careful, including 56% of senior managers.

– Nearly one in four (23%) have noted themselves being more careful in their work interactions, including 28% of men and 
31% of senior managers.

• 48% of employees report their company has taken some kind of action since #MeToo, but no single action 
predominates.

– The most common action (28%) was for companies to reiterate their harassment policy.

– 24% report their employer sent a company-wide email about sexual harassment.

– Employees in stereotypically male professions are more likely to report their employer has undertaken each action, 
compared to employees in stereotypically female professions.

• More direct changes have been less common.

– 20% strengthened consequences for harassment

– 19% revised their harassment policy

– 14% changed company policy to promote gender equity

– 12% have changed pay policy to close the pay gap

• There’s a substantial awareness issue which could threaten to undermine positive change and increase the 
risk of reputational damage.

– Depending on the action, anywhere from a third of employees to nearly half don't know if their employer has undertaken 
an action.

– A company not seen to be making changes is easily accused of not making changes.

#MeToo Impact I
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• Respondents are optimistic about these changes.

– Among respondents whose companies have undertaken these actions, majorities believe the changes will help.

– This is true even of the low-cost changes, which are also the most common: 68% report reiterating an existing harassment 
policy will help (36% help a lot), and 68% report sending a company-wide email about harassment will help (39% help a 
lot).

– 72%  believe their company would be doing these things even without #MeToo.

• This optimism is not  universal, however.

– 44% believe the things their company has done represent the appearance of real action (56% real action).

– 41% do not expect these things to make a real difference in their workplace (59% do expect a real difference).

#MeToo Impact II
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Q29: Since October 2017, which of the following has your employer done?

Most companies appear not to have done much following #MeToo, and perhaps worse, 
many employees don’t know what their employer has done, an issue of transparency.

28%

24%

23%

21%

20%

20%

19%

17%

14%

12%

12%

11%

11%

10%

10%

38%

42%

40%

45%

40%

42%

41%

41%

44%

46%

43%

43%

46%

50%

44%

34%

34%

37%

34%

41%

39%

40%

42%

42%

43%

45%

46%

43%

40%

46%

Reiterated its existing sexual harassment policy

Sent a company-wide email about sexual harassment

Made its procedures for dealing with sexual harassment more transparent

Held a meeting specifically to discuss sexual harassment

Strengthened its consequences for sexual harassment

Incorporated a discussion of sexual harassment into a meeting on broader topics

Revised its sexual harassment policy

Made an effort to change the gender culture of the workplace

Changed company practices to promote gender equity

Created a committee to learn more about gender issues in your workplace

Changed pay policy to close the gender pay gap

Conducted internal research to learn more about gender interactions in the…

Brought in an outside consultant to study and make changes to policies…

Released data about the gender demographics of company employees

Undertaken a study to learn what it is paying men and women in the company

Since October 2017, which of the following has your employer done? 
Among Employees

My employer has done this My employer has not done this I don’t know if my employer has done this
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Q34:. Since October 2017, which of the following has your department done?  

Since the start of the #MeToo movement, a majority of HR managers report their company has reiterated its sexual 
harassment policy. Fewer than 50 percent report taking any further form of action to address sexual harassment in 
the workplace. 

62%

43%

38%

38%

36%

34%

32%

23%

20%

19%

19%

18%

16%

14%

11%

34%

50%

56%

58%

59%

61%

62%

70%

74%

74%

74%

76%

78%

80%

79%

4%

7%

6%

4%

5%

5%

6%

7%

6%

7%

7%

6%

6%

6%

10%

Reiterated its existing sexual harassment policy

Held a meeting specifically to discuss sexual harassment

Made its procedures for dealing with sexual harassment more transparent

Sent a companywide email about sexual harassment

Incorporated a discussion of sexual harassment into a meeting on broader topics

Strengthened its consequences for sexual harassment

Revised its sexual harassment policy

Conducted internal research to learn more about gender interactions in the…

Made an effort to change the gender culture of the workplace

Released data about the gender demographics of company employees

Undertaken a study to learn what it is paying men and women in the company

Changed company practices to promote gender equity

Created a committee to learn more about gender issues in your workplace

Changed pay policy to close the gender pay gap

Brought in an outside consultant to study and make changes to policies…

Since October 2017, which of the following has your employer done? 
Among HR Managers

My department has done this My department has not done this I don’t know if my department has done this
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Respondents who ranked, “Putting in place strong gender equity policies,” Putting in place strong sexual harassment policies,” Creating a 
company culture of respect for all colleagues,” Creating a company culture where employees feel safe from harassment,” as more important 
issues for companies to respond to in the past year, were asked to respond in their own words. 

HR managers point toward increased media attention and an overall shift in U.S. culture as 
the reason why issues like gender equity and sexual harassment are becoming more 
important in corporate culture. 

HR Managers

HR Q5. Why have things like gender equity, sexual harassment and company culture become more important over the past year? (N=89)

• “With all the stuff that has been happening in the news around the U.S, I think companies are having to 
re-think what their policies are and make some changes where necessary. I think a lot are afraid of 
being put in a negative light.”

• “Because it is STILL an issue after all these decades. How can it still be an issue? Women and men 
represent 50% each of the population. Equality matters.”

• “It feels like there is more attention around it and we want to make sure we are doing what is right and 
making everyone aware.”

• “The issues have received more recognition in the media, and also, new legislation in regards to equal 
pay have required organizations to review their policies.”

• “As younger, more forward-thinking individuals enter the workforce, there is a demand in a modern, 
non-discriminatory way of thinking. Humans are constantly evolving and those that remain rooted to 
archaic ideals will be left far behind as the rest of us move forward.”

• “The conversation has opened up with various movements. It’s created a call to action and employees 
are watchfully waiting to see what is done in response. While equal pay for equal work is something 
that is a no brainer, I think organizations have been content with the status quo until now.”
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Q41. We asked 1,000 American employees some of the same questions we’ve asked you. A few of the results of that survey are below. For each one, please indicate if the number is higher 
than you expected, lower than you expected, or about what you expected. In the space next to your answer, please tell us why you feel this way, and you can include any other information 
about this statistic you want to tell us.

Open-ended responses from HR managers indicate perceptions may lead some 
employees to have little confidence in company policy.

HR Managers

45% of employees say their company has no formal policy specifically on sexual harassment

“This is a law but more companies need to have a dedicated policy”

“Seems too low for how often it occurs”

“Companies have their 'blinders’ on”

“I suppose the word formal is what makes this statistic tricky.”

71% of employees say their company’s sexual harassment policy is effective

“I agree. Everyone knows but some still choose to do it.”

“If you have an employee report to a manager and then HR department, it can be effective.”

“Employees often do not have confidence in company policy.”

“Policies were in place, the question is enforcement.”
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Q41. We asked 1,000 American employees some of the same questions we’ve asked you. A few of the results of that survey are below. For each one, please indicate if the number is higher 
than you expected, lower than you expected, or about what you expected. In the space next to your answer, please tell us why you feel this way, and you can include any other information 
about this statistic you want to tell us.

HR managers have mixed reactions to the proportion of employees who have experienced 
sexual harassment, with some suspecting this is an under-representation.

HR Managers

13% of employees have experienced sexual harassment

“Great, if accurate.  Possible people afraid to admit.”

“This number may be a misrepresentation.”

“Though there may be many more who don't report it.”

“Although we have not had harassment in our company – I had been a victim in the past and realize that it is out there.”

48% of employees say their company has taken some action to address gender equity and/or sexual harassment since #MeToo began

“We don’t have gender equity problems. Sexual harassment has been talked about more.”

“Gender equity should not be an issue. The best person should get the job, prove to the employer that you are doing your job.” 

“There is a movement underway.”

59% of employees whose company has taken action on sexual harassment since #MeToo believe these actions will make a real 
difference

“I do not think that is an issue in our business but we have looked into it and decided that our policy needed updating, including 
harassment, not just sexual harassment.”

“I’m surprised that this many companies have taken any action.”

“People are more afraid.”

49



Top Newsworthy Employee Findings I
• Harassment

– 13% of employees have been sexually harassed at some point in their careers.

– One in four women (24%) who report to a male supervisor have been sexually harassed, three times the number of men with 
a female supervisor.

– One in four women (24%) in stereotypically male professions have been sexually harassed.

– 13% report there’s a culture of silence about sexual harassment in their company.

– 14% report there are harassers in their company, and everyone knows who they are.

• Gender equity

– 38% of employees report their workplace has gender equity problems, and 18% lay the blame on company culture.

– Half of employees believe a company’s gender equity policy is made up of both formal policies and company culture, while a 
third believe it is only formal policies.

• Company policies

– 45% of respondents report their company has no sexual harassment policy, while 55% do.

– Only 36% report their company has a formal policy on gender equity, meaning 64% do not.

– 71% believe their company’s sexual harassment policy is effective, but 28% believe it is selectively enforced, 25% believe it
doesn’t have much impact on what happens at work, and 20% believe it is not enforced.

– Senior managers are more than twice as likely as non-management to report their company’s sexual harassment policy is not 
enforced. They are three times as likely to say the policy is incomplete.

– 35% of women with male supervisors report their company’s sexual harassment policy is selectively enforced. 23% report it is 
not enforced.
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Top Newsworthy Employee Findings II
• #MeToo

– 48% of respondents report their company has taken some kind of action since #MeToo, but no action predominates.

– The most common action (28%) was for companies to reiterate their harassment policy. 68% believe reiterating an existing 
harassment policy will help (36% help a lot). 68% believe sending a company-wide email about harassment will help (39% help 
a lot).

– 24% report their employer sent a company-wide email about sexual harassment.

– 44% believe the things their company has done represent the appearance of real action (56% real action).

– 41% do not expect these things to make a real difference in their workplace (59% do expect a real difference).

– 72%  believe their company would be doing these things even without #MeToo.

• Gender and Responsibility

– Women are much more likely, compared to men, to rate harassment and discrimination issues as “top priorities” for 
companies striving to be socially responsible.

– 92% of employees believe clear procedures to address sexual harassment accusations are necessary for a company to have in 
order for it to be responsible.

– Approximately 90% believe these are necessary:

• A clear definition of what constitutes sexual harassment

• Clear consequences for sexual harassment

• A commitment to a safe workplace environment free of hostility

– 95% would never forgive a company for:

• Retaliating against an employee reporting sexual harassment

• Failing to protect employees who report harassment from retaliation
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Top Newsworthy Employee Findings III
• Positive views of one’s own employer

– 60% believe their company could hold senior leaders accountable for sexual harassment.

– 71% trust their supervisor to deal with sexual harassment appropriately.

• Negative views of one’s own employer

– 27% report sexual harassment in their company has gone unpunished.

– 19% do not trust their supervisor to deal with sexual harassment appropriately.
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Top Newsworthy HR Manager Findings I
• Ethics

– Almost all (97%) HR managers report it is important to them to act ethically in their job, compared to 88% of employees. 

– HR managers understand unethical behavior can occur at their company. 83% admit they believe an employee of their 
organization has done something unethical. 

– Three in four HR managers believe managers have asked employees to do something they would consider unethical. Only 12% 
believe employees would refuse to comply in that situation.

– A surprising majority – 66% – of HR managers believe employees have the ability to say “no” to a request they consider 
unethical. This contrasts with the beliefs of many employees who complied with requests they considered unethical.

– HR managers are more likely than employees to have been whistleblowers in their careers (33% vs. 18%). 

• General CSR

– 80% of HR managers believe it is extremely or very important for companies to be socially responsible.

– A larger share of HR managers, compared to employees, believe corporate social responsibility is best demonstrated through 
BOTH the things that companies do every day and the things they do in addition to their everyday business (58% vs. 43%).

– Ensuring equity in hiring practices and leadership positions are lower priorities for HR managers, compared to ensuring a safe 
company culture. 

• 67% of HR managers consider creating a company culture where employees feel safe from harassment to be a top 
priority. 

• 69% of HR managers agree creating a company culture of respect for all colleagues is a top priority. 

– Comparatively, only 35% of HR managers consider hiring a racially diverse workforce to be a top priority, and only 33% 
consider ensuring minorities are represented in senior leadership to be a top priority. Similarly, only 40% of HR managers 
consider ensuring women are represented in senior leadership to be a top priority.

– 47% of HR managers believe while their company has equal pay for men and women, more could be done to improve it. 

– More than two in three HR managers report their company has discussed sexual harassment with employees in the past six 
months.

– 39% of HR managers report their personal standard for measureable goals to track improvement in gender equity is higher 
than their company's. 
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Top Newsworthy HR Manager Findings II
• Gender Equity

– 87% of HR managers report their company has a formal policy on sexual harassment, compared to 40% who report having a 
formal policy on gender equity. 

– 31% of HR managers report there are gender equity problems in their workplace due to company culture. 

– 47% of HR managers report their employees remember what their company’s sexual harassment policy says. 

• Discriminatory Behavior
– 54% of HR managers report sexual harassment has been reported to them

– 20% of HR managers report sexual harassment has been reported at their company but gone unpunished. 

– Over a quarter (26%) of HR Managers report their personal definition of sexual harassment is stricter than their company’s.

– 77% of HR managers note they have seen data on what their company pays men and women.

– Over a quarter (26%) of HR managers agree their company pays men more than women for the same work. 

• Direct Harassment Experience

– HR managers are most likely to have sexual or racial harassment reported to them (43% and 33%, respectively). 

– 88% of HR managers who have had harassment reported to them were told about it by the victim/survivor, and 53% were 
informed about it by the victim/survivor’s supervisor.

• #MeToo Impact

– HR managers are conflicted over the impact of #MeToo on their company's policies. 

• 45% agree the things their company has done since #metoo represent the appearance of real action by their employer.

• But 73% believe their company would be doing these things even without #MeToo.

54


