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Before We Get Started

§ Today’s presentation and recording will be provided via email after 
the webcast

§ BELA members can access the materials directly from the resources 
center on the members site 

§ Please submit questions via the chat function on the left-hand side of 
your screen
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Agenda
1. Harassment Prevention: Some Statistics
2. Insights on a People-Centered Approach

§ Structuring Your Harassment Prevention Program
§ Effective Investigations and Protecting Known 

Reporters
§ Transparency with Stakeholders
§ Going Outside the Legal/Regulatory Box

3. Questions?
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Harassment Prevention: 
Some Statistics 
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Endemic Sexual Harassment Scandals at Flagship Organizations
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The Year of Reckoning at CBS: Sexual Harassment Allegations and 
Attempts to Cover Them Up—New York Times, January 2019
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Quick Quiz:  What elements do the #MeToo, Volkswagen, Deutsche Bank 
and Pacific Gas & Electric Scandals & Others Have in Common?

1.Organizations with detailed rules and 
policies

2.Employees who reported the 
misconduct internally

3.Leaders who failed to act on the reports
4.Retaliation against employees raising 

the concerns
5.Substantial harm to the company
6.All of the above
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550,000+
Responses
Received

70
Companies 
Around the 
World

>4,200,000
Represented 
Headcount

*Figures as of end of Q4 2019.

Setting the Stage: Ethisphere’s Ethical Culture 
Benchmark Data
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Awareness of 
the Program & 
Resources

Perceptions of 
the Function

Observing & 
Reporting 
Misconduct

Pressure

Organizational 
Justice

Manager 
Perceptions

Perceptions of 
Leadership

Perceptions of 
Peers and 
Environment

Setting the Stage: Ethisphere’s Eight Pillars of an 
Ethical Culture
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59.6%

41.7%

22.1% 18.9% 15.7%

4.1% 2.9% 1.5%

My immediate
manager

Human Resources
representative

Compliance
reporting helpline

Complaince and
Ethics

representative

My manager's
manager

Compliance web
reporting portal

Internal Audit
representative

The Board of
Directors or a

Committee of the
Board

CQ Benchmark (n=17,433)

Confidential  /  © Ethisphere 2019. All Rights Reserved

Perceptions of Ethical Culture
Pillar 3: Observing and Reporting Misconduct

Chart 3.8 – “How did you report the suspected misconduct or unethical behavior? (Please select 
all that apply)"
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60.2% 60.8%
66.9%

78.3%

58.3%
66.1%

51.1% 48.6%

My immediate
manager

Human Resources
representative

Compliance
reporting helpline

Complaince and
Ethics

representative

My manager's
manager

Compliance web
reporting portal

Internal Audit
representative

The Board of
Directors or a

Committee of the
Board

CQ Benchmark

Confidential  /  © Ethisphere 2019. All Rights Reserved   // 

Perceptions of Ethical Culture
Pillar 3: Observing and Reporting Misconduct

Chart – “How satisfied were you with how the overall process?"
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38%

25%

27%

25%

13%

Harassment or discrimination

Conflicts of interest

Unfair employment practices

Retaliation or intimidation

Misuse of company assets

*Data from Ethisphere’s CQ Database N=21,371

“Which type of misconduct did you observe:”

Why This Survey? 
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18.20% 27.30% 11.40% 20.50% 22.70%

1-5% 6-15% 16-25% 26-45% >45%

Fair Employment Reports

“What percentage of harassment cases reported involve some form of sexual harassment, including 
sex orientation harassment claims?”

58.70% 13.00% 8.70% 13.00% 6.50%

1-5% 6-10% 11-15% 16-35% >35%

“What percentage of total cases reported constitute “Fair Employment” matters?”
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Quick Quiz: What are the Most Effective Ways to Prevent 
Misconduct in Organizations?

1. Detailed policies laying out all 
regulatory requirements
2. A good Code of Conduct 
3. Regular training
4. Ensuring organizational justice across 
the company
5.  An anonymous hotline
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Insights into a People-
Centered Process: 
Effective Investigations and 
Protecting Known Reporters
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92.6% 90.7%

70.4%

50.0%

35.2% 29.6% 24.1% 22.2%

HR Compliance Legal Audit Other IT Standalone
investigations unit

Loss Prevention

BELA Organizations (n=93)

Investigation Structure, Staffing and Practices

BELA Research: Which of the following groups routinely conduct investigations at your organization?
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Ownership of Harassment Claims

“Which function investigates claims relating to harassment?”

70%

13%

11%

7%

HR

Compliance

Legal

Others

80%
Of participants 
indicated observing an 
increase rate of 
reported sexual 
harassment concerns 
since the rise of the 
“#Metoo” movement

How do you run joint investigations? 



17

77.20%
67.40% 64.10%

22.80%

6.50% 6.50% 5.40%

In-person meetings Direct email Via the reporting tool Other method(s) Text message Physical mail Representative for reporter

BELA Organizations (n=93)

Investigation Structure, Staffing and Practices

BELA Research: For substantiated claims, which of the following apply to how the investigations team 
communicates with the reporting individual?
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38.0%

20.7% 16.3% 16.3%
8.7%

No Yes, we conduct follow-up
conversations with known reporters

Yes, we conduct follow-up
conversations with known reporters

and significant witnesses

Other Yes, we conduct a survey-based
follow up to ask about their

experience with our investigators and
investigation process

BELA Organizations (n=93)

Investigation Structure, Staffing and Practices

BELA Research: Does your organization have a process for gathering feedback from individuals who 
participated in an investigation after the investigation is closed?
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84.6%

70.3%

27.5% 22.0% 18.7% 17.6%
7.7% 4.4%

Inform the reporting
individual at the time of
making the report of the

company's non-
retaliation policy

Provide contact
information for a

specific person for
them to contact

A process to have
someone affi rmatively

follow up with the
reporting individual

within a certain amount
of time

Monitor whether the
reporting individual has
a change in job status

A process to determine
whether an employee

facing involuntary
termination has

reported misconduct

Monitor the reporting
individual for any

change in performance
evaluations

Unique procedures Monitor sick day usage
of the reporting

individual

BELA Organizations (n=93)

Investigation Structure, Staffing and Practices

BELA Research: Indicate which established procedures your company has to protect employees who report 
suspected misconduct. Please select all that apply. 
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Insights into a People-
Centered Process: 
Transparency
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incidences of observed 
abuses of power 

70%

10x more likely to treat 
people unfairly

8x more likely to hoard 
information

5x more likely to prioritize 
short-term results over the 
long-term missionincidences of unethical 

manager behavior

67%

Leaders who rarely or never demonstrate moral leadership behaviors …

The Limitations of Rules-Based Compliance 

LRN’s 2019 Moral Leadership Report
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Moral Leadership in Practice:  LRN’s 2019 
Program Effectiveness Report

�Senior leaders in my organizations 
support effective sanctions or penalties 
on executives and high performers 
involved in misconduct.

22

30%

46%

63%

46%

Low-impact
Programs

Medium-impact
Programs

High-impact
Programs

Respondents
Overall
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3.3%
9.8%

20.7%

65.2%

21.7%

Yes, we make this information
available to the public as a

standalone report

Yes, we make this information
available to the public in our CSR
report and/or in our annual report

Yes, we make this information
available to all employees

Yes, we circulate this information
to senior leaders or management

No, we do not communicate this
information

2019 WME Honorees

Separate from reports to the Board or other governing authority, does your organization communicate how 
many concerns were reported, the types of concerns reported, and the results of reports and investigations? 
(Multiple select)

Detection, Monitoring, and Auditing
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Transparency in Action



Closer look: Allegations received by EBC

allegations in FY19 were received 
from STTs and STCs, of which 21 in 
HQ and 4 in Country Offices

EBC receives more harassment 
allegations and less non-
compliance allegations
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FY16 FY17 FY18 FY19



FY19 – At-a-Glance

Intake
Preliminary 

inquiry
Investigation Report to HRVP

134 60

123 cases closed 74 cases closed 17 cases closed

17257

Due to 

• insufficient evidence 

• reporter requested no 
further action

• performance 
management issue

• referred to other part of 
IJS (INT, Mediation, PRS)

Due to

• resolving by advice and 
consultation/ reaching settlement 

• referring to other part of IJS

• reporter wanted to create a 
record but did not want to move 
forward

• inability to reach reporter

Due to 

• insufficient evidence

• not within EBC’s 
mandate

• reporter requested no 
further action/ EBC 
record only

Carry-over to FY20
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(data as of July 1, 2019)
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Insights into a People-
Centered Process: 
Going Outside the 
Legal/Regulatory Box
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Thank you


