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WORKPLACE JUSTICE

SEXUAL HARASSMENT IN THE
WORKPLACE
What Is Sexual Harassment?
Sexual harassment is a form of sex discrimination. As a result,
when it occurs on the job it violates the laws against sex
discrimination in the workplace, including Title VII of the Civil
Rights Act of 1964.1 Title VII applies to workplaces with 15 or
more employees.
Sexual harassment is unwelcome behavior that happens to
workers because of their sex. But for her or his sex, a worker
would not have been targeted.
It includes:
•	Unwelcome sexual advances
•	Requests for sexual favors, or
•	Hostile verbal or physical conduct that targets based on
gender, whether or not sexual overtures are involved.
Sexual harassment occurs when:
•	A person’s submission to or rejection of sexual advances is
used as the basis for employment decisions about him or
her, or submission to sexual advances is made a condition
of his or her employment (quid pro quo harassment), or
•	Sexual conduct or gender-based hostility is sufficiently
severe or pervasive that it creates an intimidating, hostile,
or offensive work environment (hostile work environment
harassment).
Sexual harassment may or may not involve any physical
contact, and words alone may be enough to constitute either
type of harassment. Conduct that includes unwanted sexual
touching, sexual assault, or rape is not only illegal sexual
harassment, but is also a crime.

Sexual harassment need not be motivated by sexual desire.
Non-sexual conduct directed at a worker because of his or
her gender, such as offensive or derogatory comments about
women in general, or hostile and derogatory remarks because
a woman is not conforming to stereotypes about how
women should behave, can constitute sexual harassment.
The federal Equal Employment Opportunity Commission
(EEOC) considers harassment and other discrimination based
on gender identity and sexual orientation to be forms of
gender-based harassment that violate Title VII.2 Some courts
have held this as well; this is an evolving area of the law.3

Incidence and Prevalence
•	Sexual harassment remains a widespread problem,
affecting women in every kind of workplace setting and at
every level of employment. Surveys indicate that at least
one quarter of all women have experienced workplace
sexual harassment.4 In Federal Fiscal Year 2015, almost
one-third of all charges filed with the EEOC involved
harassment, and nearly a quarter of those harassment
charges involved sexual harassment.5
•	No occupation is immune from sexual harassment, but
the incidence of harassment is higher in workplaces that
have traditionally excluded women, including both blue
collar jobs like construction,6 and white collar ones like
medicine and science.7 Women working in industries with
a high proportion of low-wage jobs, such as food service
and agriculture, also report high incidences of sexual
harassment.8
•	Few victims of harassment formally make a complaint
to their employers or file a charge with fair employment
agencies. Indeed, according to surveys 70 percent to
close to 90 percent do not.9 Women are reluctant to make
allegations of sexual harassment for a number of reasons,
including fear of losing their jobs or otherwise hurting
their careers, fear of not being believed, the belief that
nothing can or will be done about the harassment, and
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embarrassment or shame at being harassed.10
•	Women experience harassment by supervisors, co-workers,
and even customers and clients.11 Men also experience
sexual harassment, and the harasser can be the same sex as
the victim.12

Harms from Harassment
•	Sexual harassment often has a serious and negative impact
on victims’ physical and emotional health, and typically
the more severe the harassment, the more severe the
reaction. The reactions frequently reported include anxiety,
depression, sleep disturbance, weight loss or gain, loss of
appetite, and headaches. Researchers have also found that
there is a link between sexual harassment and Post-Traumatic Stress Disorder.13
•	Harassment can also cause substantial financial harm for
victims. Victims often try to avoid the harassing behavior
by taking sick leave or leave without pay from work, or even
quitting or transferring to new jobs. This results in a loss of
wages.14
•	Employers also suffer significant financial losses from the
job turnover, use of sick leave, and losses to individual
and workgroup productivity that result from unchecked
harassment.15
•	Harassment can poison the work atmosphere and
negatively impact other workers who are not themselves
harassed.16

Employer Liability
Employers can be legally responsible for sexual harassment
against their employees and liable to them for damages.
When an employer is liable for harassment depends on the
type of harassment, and who committed it.

Harassment by a high-level supervisor:
•	If the harassment results in a tangible employment action
against the victim of harassment (such as firing, demotion,
or a pay cut), the employer is automatically responsible.17
•	If the harassment does not result in a tangible employment
action, then the employer can also be automatically
liable unless it can show that (1) the employer exercised
reasonable care to prevent and promptly correct any
harassment, and (2) the employee unreasonably failed to
take advantage of the company’s preventive or corrective
measures or to otherwise avoid harm.18 The employer
might make this showing if, for example, it had a system
for reporting harassment that was communicated to the
employee and the employee failed to make such a report.
Harassment by a low-level supervisor, co-worker or third
party:
•	The employer is liable if the employer was negligent
in allowing the harassment to occur—meaning that
the employer knew or should have known about the
harassment and failed to take immediate and appropriate
corrective action.19 This standard also applies to harassment
by lower-level supervisors who have the authority to direct
daily work activities (like determining work schedules and
day to day work assignments), but not the authority to hire,
fire, set pay, make promotions or demotions, reassign to
significantly different work responsibilities, or take other
tangible employment actions.20
When a plaintiff demonstrates the employer is liable for
sexual harassment, she is entitled to be made whole through
back pay (if she lost her job or had her pay cut as a result
of the harassment) and monetary compensatory damages.
In some cases, punitive damages are also available. Title
VII caps total damages awards at $50,000 to $300,000,
depending on the size of the employer, though uncapped
damages are sometimes available under state law. Victims of
harassment are also entitled to a trial by jury.21

1 See 42 U.S.C. 2000e-2; Meritor Savings Bank v. Vinson, 477 U.S. 57 (1986).
2	In Baldwin v. Dep’t of Transportation, EEOC Appeal No. 0120133080 (July 15, 2015), the EEOC held that a claim of discrimination on the basis of sexual
orientation necessarily states a claim of discrimination on the basis of sex under Title VII. See also U.S. Equal Employment Opportunity Comm’n (EEOC),
What You Should Know About EEOC and the Enforcement Protections for LGBT Workers, available at https://www.eeoc.gov/eeoc/newsroom/wysk/
enforcement_protections_lgbt_workers.cfm (last visited Nov. 11, 2016).
3	
See U.S. EEOC v. Scott Medical Health Ctr., No. 2:16-cv-00225-CB (W.D. Pa. Nov. 4, 2016) (denying defendant employer’s motion to dismiss, finding that
sexual orientation discrimination is a type of discrimination “because of sex,” which is barred by Title VII); EEOC, Examples of Court Decisions Supporting
Coverage of LGBT-Related Discrimination Under Title VII, https://www.eeoc.gov/eeoc/newsroom/wysk/lgbt_examples_decisions.cfm (last visited Nov. 11,
2016).
4	Langer Research, ABC News/Washington Post Poll: One in Four U.S. Women Reports Workplace Harassment (Nov. 16, 2011), available at http://www.
langerresearch.com/wp-content/uploads/1130a2WorkplaceHarassment.pdf.
5	EEOC, Select Task Force on the Study of Harassment in the Workplace, Report of Co-Chairs Chai R. Feldblum & Victoria A. Lipnic (June 2016), available at
https://www.eeoc.gov/eeoc/task_force/harassment/report.cfm [EEOC Select Task Force Report]; EEOC Charges Alleging Sexual Harassment Filed with the
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EEOC FY 2010 - FY 2015, https://www.eeoc.gov/eeoc/statistics/enforcement/sexual_harassment_new.cfm (last visited Nov. 11, 2016).
6	Although women make up only 2.6 percent of workers in construction and extraction occupations, a U.S. Department of Labor study found that 88
percent of women construction workers experience sexual harassment at work. Nat’l Women’s Law Ctr., Women in Construction: Still Breaking Ground 2, 8
(2014), available at https://nwlc.org/resources/women-construction-still-breaking-ground/.
7	
Jagsi, R. et al., Sexual Harassment and Discrimination Experiences of Academic Medical Faculty, 315 J. Am. Medical Ass’n 2120 (May 17, 2016), available
at http://jama.jamanetwork.com/article.aspx?articleid=2521958 (almost one-third of medical academic faculty responding to survey had experienced
workplace sexual harassment); Clancy, K.B.H., et al., Survey of Academic Field Experiences (SAFE): Trainees Report Harassment and Assault, 9 PLoS
ONE 7 (2014), available at http://journals.plos.org/plosone/article?id=10.1371/journal.pone.0102172 (sixty-four percent of survey respondents reported
they had personally experienced sexual harassment in the scientific fieldwork setting).
Restaurant Opportunities Ctrs. United, the Glass Floor: Sexual Harassment in the Restaurant Industry (Oct. 2014), available at http://rocunited.org/wp8	
content/uploads/2014/10/REPORT_TheGlassFloor_Sexual-Harassment-in-the-Restaurant-Industry.pdf (survey found that two-thirds of women workers
and over half of men workers had experienced some form of sexual harassment from management; nearly 80% of women and 70% of men experienced
some form of sexual harassment from co-workers; and nearly 80% of women and 55% of men experienced some form of sexual harassment from
customers); Human Rights Watch, Cultivating Fear: The Vulnerability of Immigrant Farmworkers in the US to Sexual Violence and Sexual Harassment (May 2012),
available at https://www.hrw.org/report/2012/05/15/cultivating-fear/vulnerability-immigrant-farmworkers-us-sexual-violence-and-sexual (documenting
pervasive sexual harassment and violence among immigrant farmworker women); Waugh, I.M., Examining the Sexual Harassment Experiences of
Mexican Immigrant Farmworking Women, 16 Violence Against Women 237, 241 (Jan. 2010), available at http://vaw.sagepub.com/content/16/3/237.
abstract (eighty percent of female farmworkers in California’s Central Valley reported experiencing some form of sexual harassment).
9	Seventy percent of respondents surveyed in a recent poll said they did not report the sexual harassment they experienced at work to their employer.
Huffington Post & YouGov, Poll of 1,000 Adults in United States on Workplace Sexual Harassment (Aug. 2013), available at http://big.assets.
huffingtonpost.com/toplines_harassment_0819202013.pdf; EEOC Select Task Force Report, supra note 5, at 16; U.S. Merit Systems Protection Board,
Sexual Harassment in the Federal Workplace: Trends, Progress, and Continuing Challenges 30, 33 (1995), available at http://www.mspb.gov/netsearch/
viewdocs.aspx?docnumber=253661&version=253948 [Sexual Harassment in the Federal Workplace] (12 percent of victims reported harassment to
supervisors; six percent took more formal action).
10 See Fitzgerald, L.F., et al., Why Didn’t She Just Report Him? The Psychological and Legal Implications of Women’s Responses to Sexual Harassment, 51
J. Social Issues 117, 122 (1995); Cortina, L.M. & Berdahl, J.L., Sexual Harassment in Organizations: A Decade of Research in Review, 1 The Sage Handbook of
Organizational Behavior 469, 484 (J. Barling & C.L. Cooper eds., 2008).
11 See 29 C.F.R. §1604.11(e).
12	
See Oncale v. Sundowner Offshore Serv., Inc., 523 U.S. 75 (1998).
13	Cortina, L.M. & Leskinen, E.A., Workplace Harassment Based on Sex: A Risk Factor for Women’s Mental Health Problems, in Violence Against Women
and Mental Health 139 (C. Garcia-Moreno & A. Richer-Rössler eds, 2013) (citing Dansky, B.S. & Kilpatrick, D.G., Effects of Sexual Harassment, in Sexual
Harassment: Theory, Research, and Treatment 152 (W. O’Donohue ed., 1997)); Cortina & Berdhl, supra note 10, at 481.
14	For example, one analysis found sexual harassment cost federal employees $4.4 million between 1992 and 1994. Sexual Harassment in the Federal
Workplace, supra note 9, at 26.
15 For example, the federal government lost $327 million due to harassment from 1992 to 1994. Id.
16	Cortina & Berdahl, supra note 10, at 481 (“job related-correlates include impaired team relationships, increased team conflicts, lowered team financial
performance, lowered justice perceptions, cognitive difficulties (e.g., distraction) , and over-performance demands”). Decreased work group
productivity was the largest single cost to the federal government in its 1990s survey of sexual harassment. Sexual Harassment in the Federal Workplace,
supra note 9, at 25-26.
17	Burlington Indus., Inc. v. Ellerth, 524 U.S. 742, 765 (1998); Faragher v. City of Boca Raton, 524 U.S. 775, 807-08 (1998); EEOC, Enforcement Guidance on
Vicarious Liability for Unlawful Harassment by Supervisors (June 18, 1999), available at https://www.eeoc.gov/policy/docs/harassment.html.
18 Id.
19	
See Ellerth, 524 U.S. at 759; Faragher, 524 U.S. at 799; 29 C.F.R. §1604.11(d).
20 Vance v. Ball State Univ., 133 S. Ct. 2434 (2013).
21	42 U.S.C. §1981a (b), (c).
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FREQUENTLY ASKED QUESTIONS
ABOUT SEXUAL HARASSMENT IN
THE WORKPLACE
1. What is sexual harassment?
Sexual harassment is a form of sex discrimination. As a result,
when it occurs on the job it violates the laws against sex
discrimination in the workplace, including Title VII of the Civil
Rights Act of 1964. Title VII prohibits all employers with 15 or
more employees from discriminating on the basis of sex. If
you work for an employer with fewer than 15 employees, you
may have protections under state or local law.
Sexual harassment is unwelcome behavior that happens to
you because of your sex. But for your sex, you would not
have been targeted.
It includes:
•	Unwelcome sexual advances
•	Request for sexual favors, or
•	Hostile verbal or physical conduct that targets someone
based on gender, whether or not sexual overtures are
involved.
Sexual harassment occurs when:
•	A person’s submission to or rejection of sexual advances is
used as the basis for employment decisions about him or
her, or submission to sexual advances is made a condition
of his or her employment (quid pro quo harassment), or
•	Sexual conduct or gender-based hostility is sufficiently
severe or pervasive that it creates an intimidating, hostile,
or offensive work environment (hostile work environment
harassment).

2. Does sexual harassment have to involve sex?
No. Harassment does not have to involve any physical
contact at all — words alone may be enough. Conduct that
is sexual in nature but does not include any sexual contact
is still sexual harassment. Behavior that is “sexual in nature”
includes most situations people think of when they think of
sexual harassment: sexual advances, repeated requests for
dates, lewd remarks, pornographic pictures, or sexual jokes.
Of course, harassment can also include physical contact--and
conduct that includes unwanted sexual touching, sexual
assault or rape is not only illegal sexual harassment, but is
also a crime.

3. What if the harassment is not sexual in nature,
but is still directed at me because I am a woman?
Non-sexual conduct is still unlawful if it is severe and
pervasive and singles you out because of your gender. For
example, if your supervisor says he doesn’t think a woman
should have your job and deliberately insults or ridicules you
or gives you impossible tasks because you are a woman, that
is harassment. It is also harassment when your employer
insults you because you are not conforming to the employer’s
stereotypes about how it is appropriate for women to behave.

4. Is it possible to be sexually harassed by
someone who is the same sex as I am?
Yes. Males can sexually harass males, and females can
sexually harass females. The key question the law asks is
whether the conduct itself would have occurred if the victim
had been of a different sex.

5. If I am being harassed because I am a lesbian
or because I am transgender, is that illegal?
Yes, according to the federal Equal Employment Opportunity
Commission (EEOC), which enforces Title VII. Some courts
have held this as well; this is still an evolving area of the law.
In addition some states explicitly prohibit discrimination on
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the basis of sexual orientation or gender identity, including
workplace harassment on these bases.

6. Is it possible to be harassed by someone who
is not my supervisor?
Yes. The harasser does not have to be your supervisor for
the harassment to be illegal. Employers have a responsibility
to provide a workplace free from sexual harassment, whether
the harasser is your supervisor, a supervisor in another
department, a co-worker, a subordinate, or even a customer
or client.

7. What should I do if I believe that I am being
sexually harassed at work?
Inform the harasser that you want the unwelcome behavior
to stop, unless you fear that doing so will jeopardize your
physical safety or your job. Direct communication with the
harasser is often more effective than merely ignoring the
behavior. Make it clear what behavior you object to and ask
that it stop. If verbal requests are not effective, consider
writing the harasser a memo asking him or her to stop. You
can also tell someone else in a position of authority whom
you trust.
Review your employer’s sexual harassment policy and
procedure for making complaints about sexual harassment.
You should use this procedure to promptly report any
incidents of harassment. If you are part of a union, you
can contact your union representative and ask about
grievance procedures under your contract. Going through
these internal procedures may not be enough to stop the
harassment, but if you unreasonably fail to take advantage of
any preventive or corrective opportunities provided by your
employer, your employer may be able to avoid legal liability
for the harassment, depending on the circumstances. While
sometimes individuals who complain of sexual harassment
experience retaliation from their employers, it is important
to know that such retaliation is unlawful (as discussed more
below). Employers should also treat the complaint process as
confidential, though the harasser and potential witnesses will
have to be contacted in an investigation.
It is also a good idea to document the harassment and your
work performance, as well as any incidents of retaliation you
might experience when you report the harassment.
•	Keep a journal of the harassment. Make a written record
describing each incident of harassment, including what
happened, where, on what date, and who else was present.
Do this as soon as possible after the incident, and note the
date and time you are writing it down. Keep updating the
journal as new incidents occur. In some cases employers

have destroyed journals left at work, so keep it at home
or on a personal home computer or device. This written
record can be important evidence in later internal investigations or legal actions.
•	Keep copies of any offensive notes, pictures, social media
posts, voicemails, text messages and other any notes or
documents that relate to the harassment.
•	Keep copies of your work records, including copies of
your performance evaluations and any memoranda or
letters documenting the quality of your work. A harasser
may try to defend him- or herself by attacking your job
performance.
•	Network with others. If you can, talk to others at work
about what you are experiencing. You may find witnesses,
allies, or others that have been harassed by the same
person or are concerned and would be willing to help.
•	Tell supportive friends, family members, and colleagues
about the harassment. Telling others about the harassment
not only can give you much needed support, but it can also
be important evidence later.
If these steps do not end the harassment, or result in
retaliation, you may want to consider taking legal action.

8. What can I expect if I internally report the
harassment?
Internal procedures differ in individual companies, but these
are some generalities:
You can expect your employer to promptly investigate your
claim. It is illegal for employers to retaliate against employees
for bringing or participating in complaints, so you should
cooperate with any investigation. The investigator will need
to know all the details of the harassment, however hard or
embarrassing they may be to reveal, including information
such as the names of any potential witnesses or other victims
of the same harasser, a chronology of what happened and
when, specific descriptions of the offensive conduct, and any
reasons why you delayed reporting the harassment (if you
did). You may have to continue working with the harasser
during the investigation.
You should also expect your employer to take action to
address the harassment if, based on the investigation,
it determines that sexual harassment or some other
inappropriate behavior did occur. Disciplinary action for the
harasser might include oral or written warnings, deferral of a
raise or promotion, demotion or reassignment, suspension,
or discharge. Your employer might also require counseling
for the harasser. Be aware that just because an employer
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disciplines the harasser, that does not necessarily mean that
the conduct is severe enough to legally qualify as sexual
harassment.

9. Can my employer punish me for complaining
about sexual harassment?
No. If an employer retaliates against you for bringing
harassment to the attention of management or in response
to your filing a complaint, that is against the law and is a
separate violation of Title VII, in addition to the harassment
itself. If you have an attorney, be sure to discuss the
retaliation with him or her, and if you are filing a complaint or
grievance, be sure to include any retaliatory actions.

10. What kind of injury do I have to suffer before
I have a legal claim for sexual harassment?
You do not have to be fired, demoted, or suffer any
economic, physical, or psychological harm before you can
bring a claim for sexual harassment. Having to endure sexual
harassment at your job is injury enough – it is discrimination
and it is illegal.

11. When is my employer legally responsible
for the sexual harassment committed by its
employees?
An employer is always legally responsible if the harasser was
your supervisor—the person with authority to hire you, fire
you, cut your pay, etc.—and based decisions about your job
on whether or not you acquiesced to sexual advances. The
fact that the highest managers of the company did not know
about the harassment does not make the company any less
responsible.
If your supervisor created a hostile work environment, the
company is also responsible, unless the company took care to
prevent and correct harassment, and you unreasonably failed
to use the procedures offered by the company to address
harassment. This defense is why it’s important for you to use
your employer’s internal procedures as a first step toward
ending the harassment.
If the harasser is a co-worker or someone else, like a client
or customer, your employer may be liable, but its responsibility is not automatic. It is liable only if management knew
about the harassment or should have known about it and
did not take immediate and appropriate corrective action.
This standard also applies to harassment by lower-level
supervisors who have the authority to direct daily work
activities (like determining work schedules and day to day
work assignments), but not the authority to hire, fire, set
pay, make promotions or demotions, reassign to significantly
different work responsibilities, or take similar actions.

12. If I want to file a legal complaint, what do I
need to do and what can I expect?
The first step in bringing a legal complaint of sexual
harassment under Title VII is filing a charge of discrimination
with the EEOC, which has offices throughout the country. To
be connected with the nearest EEOC regional or field office,
call 1-800-669-4000 or visit https://www.eeoc.gov/field/
index.cfm. You must file a charge of discrimination with
the EEOC and obtain a “right to sue” letter from the agency
before you can file a Title VII lawsuit. There are also state
and local laws against sex discrimination, and state and local
agencies with authority to enforce them; they differ in their
requirements.
There are important time limits that apply to sexual
harassment claims. If you are relying on Title VII, you have
180 days, or six months, from the date of the last incident of
harassment to file a complaint with the EEOC or your state
agency. There are some exceptions to this time limit: in some
states, the time limit is 300 days if that state has state or local
laws prohibiting discrimination on the same basis as Title VII.
Using internal company procedures does not extend the time
limit under federal law, although it may under some state
laws. If you are relying on Title VII, contact your EEOC field
office to find out the correct time limit that applies to you. If
you are relying on state law, contact your state agency.
If you are an employee of a federal, state or local
government agency, please see the different filing deadlines
and procedures outlined below.*
You do not need an attorney to file a complaint with the
EEOC, although a lawyer’s assistance may be helpful. It is
best to file any complaints promptly, because if charges are
filed beyond the applicable time limits, you may not be able
to obtain any legal remedy to the harassment. The complaint
can be in the form of a letter and does not have to be in legal
language.
Once a complaint is filed with the EEOC, this is generally how
it will be handled:
Investigation. The EEOC or state agency will interview
witnesses and collect evidence relating to your complaint.
If you have already been through an internal investigation
at your company, some of this may be repetitious. If you
request confidentiality, the EEOC will keep your identity
secret, though most state agencies will not.
Determination. After the investigation, the agency will decide
whether there is reasonable cause to believe you have been
illegally harassed. If it decides that there is reasonable cause,
it will issue a finding that there is reason to believe that discrimination occurred and will invite you and your employer
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to attempt to informally settle the case through conciliation.
If you do not want to conciliate the case, the next step is a
lawsuit. If you do participate in conciliation and the EEOC
cannot reach an acceptable settlement, it may decide to file
suit on your behalf, although that is unusual. More commonly,
the agency will issue you a “right to sue” letter, allowing you
to bring your own lawsuit.

the investigation, the agency will issue a notice allowing you
to either request a hearing before an EEOC Administrative
Judge, or to request that the agency issue a determination
as to whether discrimination occurred. If the agency finds
no discrimination occurred, or if you disagree with the
decision, you can appeal the decision to the EEOC or file a
lawsuit in federal court.

If the agency decides that there is not reasonable cause
to believe discrimination occurred, it will issue a “no
cause” finding with a “right to sue” letter, which means the
investigation did not find enough evidence to believe that
you can prove a case of illegal harassment. You may appeal
a “no cause” finding, or you may file a lawsuit in court.
Receiving a “no cause” determination does not mean that
you have not been not sexually harassed; many individuals
have won in court after receiving a no-cause finding from the
EEOC or state agency.

•	If you are an employee of a state or local government
agency and want to make a complaint of sexual harassment
under Title VII, you must file a complaint with the EEOC.
Generally the agency is covered by Title VII if it has 15 or
more employees who worked for the agency for at least
twenty calendar weeks (in this year or the previous one). If
the agency employer is not covered by Title VII, it may be
covered by a state or local antidiscrimination law. Check
with the EEOC about the filing deadline that applies in your
case. The EEOC will review and investigate the charge, and
try to resolve it. If the EEOC determines the charge has
merit, but is unable to obtain a resolution, the EEOC may
refer your charge to the U.S. Department of Justice, Civil
Rights Division, which enforces Title VII against state and
local government employees. The Civil Rights Division may
decide to bring a lawsuit against the employer based on the
charge.

Getting your “right to sue” letter without waiting for a
determination. Although a determination by the agency is
supposed to be issued within 180 days after you file your
claim, many such offices have a backlog of complaints and
take much, much longer to complete an investigation and
issue a determination. If you want to file a suit, 180 days or
more after you have filed your complaint you may ask the
agency to issue you a “right to sue” letter, which stops the
investigation and allows you to go straight to court.
Going to court. Once you have received a “right to sue” letter,
you have the right to file a Title VII lawsuit in court. You
must file your lawsuit within 90 days of receiving your “right
to sue” letter. If you have not yet found an attorney and
are nearing the end of the 90-day period, you may want to
file a complaint yourself (this is called a “pro se” filing) and
continue your search for an attorney. If you continue to be
unable to find one, you may want to ask the court to appoint
an attorney for you; in some instance a court will do so.
*If you are an employee of a government agency, different
time limits and procedures apply.
•	An employee of a federal government agency must first
contact the agency’s EEO counselor within 45 days of the
date the harassment occurred. The EEO counselor will try
to resolve the complaint through counseling or mediation.
If the complaint is not resolved, the EEO counselor will then
give you notice about how to file a formal complaint. If you
decide to file a formal discrimination complaint against the
agency, you must do so with the agency’s EEO office within
15 days from the day you receive notice. The agency has
180 days from the day you filed the complaint to review the
complaint and conduct an investigation. When it completes

13. Do I need an attorney?
You may want to consult with an attorney before filing
an EEOC charge and definitely should try to do so upon
receiving a “right to sue” letter in order to determine whether
you want to go to court. You should keep in mind that legal
actions may not be the perfect solution to sexual harassment.
Finding an attorney may be difficult, especially if you need
to hire the attorney on a contingency fee basis, meaning
that the attorney only gets paid if you win the case and
recover money from your employer. Lawsuits are also timeconsuming, expensive, and often emotionally difficult. But
if you are unable to obtain relief by confronting the harasser
or pursuing internal procedures, taking legal action may be
your best recourse. Although it is not necessary to have an
attorney in order to bring a legal claim, it is extremely helpful.
Be persistent when trying to find an attorney.

Disclaimer:
This report does not constitute legal advice; individuals and
organizations considering legal action should consult with
their own legal counsel before deciding on a course of action.
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