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In 1980, the Subcommittee on Investigations of the House Committee on Post Office and Civil Service, requested that a study be conducted by the Merit Systems Protection Board (MSPB), to determine the extent, if any, of sexual harassment in the Federal workplace.  A questionnaire was sent to 23,000 Federal employees. Eighty five percent of the employees responded to the questionnaire. This study resulted in the identification of sexual harassment as an important concern in the workplace.  In fact, within the Department of Agriculture, 36 percent of the female respondents and 13 percent of the male respondents to a 1987 MSPB survey reported having experienced some form of sexual harassment. Between 1980 and 1989 over 5,800 sexual harassment charge receipts were filed with the U. S. Equal Employment Opportunity Commission.  Between 1990 and 1999 over 37,000 sexual harassment charge receipts were filed with EEOC, a jump from .9% to 4.8%.  In fiscal year 2000, almost 16,000 sexual harassment receipts were filed with EEOC and the state and local Fair Employment Practices agencies.  Of those receipts filed, 13.6% came from men.  It is a problem for both men and women and is a disruptive influence in the agency environment where it occurs.  The Merit System Protection Board has concluded that the cost of sexual harassment to taxpayers has exceeded $300+ million in the past.  The real cost in terms of the effect on human lives is far more devastating.

Sexual harassment is a form of sex discrimination.  It is an illegal behavior and affects employee job performance, decreases morale and damages an agency's image and reputation.  It violates USDA policy, which can be found in the department Non-Discrimination statement. "USDA prohibits discrimination in all its programs and activities on the basis of race, color, national origin, gender, religion, age, disability, political beliefs, sexual orientation and marital or family status."  The federal government has a responsibility to be a model employer that maintains high standards of honesty, integrity, impartiality and conduct to assure proper performance of the government's business and maintain the confidence of the American people.

The Natural Resources Conservation Service annually issues a policy statement on the prevention of sexual harassment which:

· Defines sexual harassment

· Describes the effect of sexual harassment on the NRCS work force

· Outlines employee, manager, and supervisor responsibilities in preventing sexual harassment.

Prevention is the best tool for the elimination of sexual harassment.  During the past fiscal year, all New Mexico NRCS employees completed the self-study guide "Preventing Sexual Harassment."  The guidebook notes that prevention is a shared responsibility of every employee of the Department of Agriculture. Employees are responsible for their own conduct and must know and support the Department's policy on sexual harassment.  

       "All employees should:

· Regularly review personal behavior for potentially harassing elements.

· Know and support policy on sexual harassment.

· Become familiar with employee rights under policy guidelines and laws.

· Confront and report incidents of sexual harassment."

If you feel you are being sexually harassed you can contact any of the following people: your supervisor, supervisor of the person harassing you, other managers, EEO Counselors and Federal Women Program Managers.  The Natural Resources Conservation Service and the Department of Agriculture are committed to assuring that employees are able to work in an environment free of sexual harassment.

