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Building Positive Workplaces
Important Content Notice

Video Script:

Important Content Notice.
The goal of this course is to give you the skills to be a positive influence in the high %@n
environment. We will be taking a close look at issues like harassment, discrimii i

retaliation, which affect people at higher education institutions everywhere® us ples of
harmful stereotypes, statements, and actions for illustrative purposes onlygtoNdemehstrate how
problematic and discriminatory behavior may manifest itself.

These topics can be challenging to think about, and may feel espectall sitive and personal
to some. If you have difficulty completing this course, please co @ r institution’s
representative to discuss how to proceed.

The Power of Bystanders
Video Script: \
The Power of Bystanders. \0

Everyone plays a role in creating a positi g(?environment in which discrimination,
harassment, and retaliation rarely\Qa , @nd are addressed if they occur.

Narrator: People work hard to nvironments where they can thrive. Maybe you like to
decorate your living spacor take palf in community activities to improve your neighborhood.
It's similar in a work envir t. Most people want to work in an environment where everyone
supports each otheffang f spected, where discrimination, harassment and retaliation

happen rarely agehare agidgssed if they occur. If you're wondering, can | do this at my
workplace? Do % a role in fostering an environment like this? The answer is yes. The
building bl@ckSifomgreyenting harassment and discrimination come down to awareness, attitude,
and action. Everyggpe has a role to play. Awareness involves recognizing when things are going

approaches, no matter what situation might arise in the workplace. Understanding what to do
and being ready to take action will empower you and everyone around you to make a
difference. You'll learn to build on the skills you already have to master the three A's:
awareness, attitude, and action.

Good Culture Is No Accident

Interactivity Audio Script:
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Good Culture Is No Accident.

A good institutional culture is no accident—it requires intentional daily maintenance from every
staff or faculty member, and for people to intervene when they see early signs of problems.

Select each tab to learn more.

Interactivity Text:

[Tab 1]: Growing Your Toolbox.
It's important to note that the goal is not to avoid conflict at work—that’s not practic %tic.
Healthy conflict is normal and can generate better ideas.

Instead, the goal of this course is to give you the tools, confidence, and I&ssionally

address issues as they arise.

When we interact with others in a respectful, positive, collaborati , tribute to a
thriving learning and work environment—and we support the peoN'
[Tab 2]: Learning and Work Culture.

Learning and work culture has an impact beyond the phySi€al space where we work. It also
includes conduct that is likely to impact the work enviggnme d the people we work with,

including contractors and interns.
ct, as well. For instance, anything
N

s by phone or video call can affect

Our learning and work environment include
someone says or does during a remote me
culture.

Being an Active Bystander @

Video Script:

Being an Active Bystan

Active bystanders, @ p@bp¥€ wiio take action when they see an issue, have immense power to
change what h; potentially problematic situations.

®‘ redients of being an active bystander are:

o~ Awfareness of one’s surroundings
e An attitude of personal responsibility for the work and learning environment; and
e The skills to effectively take action

With these tools in hand, you can make a real difference.

Perspectives: The Importance of Anti-Discrimination Efforts

Video Script:
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Perspectives: The Importance of Anti-Discrimination Efforts.

Take a moment to watch a video about the importance of being an active participant in anti-
discrimination efforts.

A woman speaks directly to the camera.
Lower left-hand corner of video, name appears: Holly Rider-Milkovich, Prevention Expert

It's so important to create workplaces that are free of harassment and discrimination. e
do so, we unleash the potential of all of our employees to really be able to excel at
So, a workplace that's free of harassment and discrimination is a workplace thath

opportunity to really tap all of the powers of each individual employee. It's@n i machine
for productivity and for success for the organization and for individuals. \

A woman speaks directly to the camera

Lower left-hand corner of video, name appears: Mickey Irizarry motion Center

Director

It's important to create an environment that's free from harassmgnt and discrimination, so that
employees can be their best selves at work and creai effec work for the university or for the
organization.

A man speaks directly to the camera. \0

Lower left-hand corner of video, name rs}Steve Miranda, Global HR Business Executive

While you may have behaviors tha
an impact on an employee's abi
look for these subtle formg, of discri

réQotdhecessarily against the law, they do definitely have
ully contribute in the workplace. Organizations need to
ation, which again may not be illegal, but which are still

preventing talent in your ization from rising to even better levels of productivity and
performance.

A person spea%l he camera.

Lower leftfhand c of video, name appears: Lauren Lofton, Attorney, Educator Focusing on
the Elimination ias

[ @ nt to strive toward creating a workplace that's free from harassment, because it's the
NTAggo do, and it's the best thing to do for the health of the workplace itself. So,
productivity is better. Creativity is better. People's ability to authentically connect to one another
and enjoy working with one another, all of that is better when the environment is as free from
harassment as possible.

Choose What Happens Next: Episode 1

Video Script:
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Choose What Happens Next: Episode 1.

In this course, you'll have the chance to interact with a few videos by making decisions about
what the characters in the video should do next.

This is the first of four video episodes. In this video, you'll meet the cast of characters. Soon,
you’ll have the chance to choose what they do next.

Shots of students walking around a college campus.

Scene on screen: Shots of employees from the department interacting with cowor@%

introducing themselves.
*

’kke a leadership

Sarah: James is a new admin, Netta's been here three years, and I'm S
Department Chair. We're hosting an important conference, and | want
role. I've got too many other responsibilities, and it's not commongn e But | have
fibromyalgia. I'm trying to balance work with my health, doing someYo home where | can
be more productive. Having Netta involved will be perfect. It's a nt event, and | know
she'll keep it running smoothly.

James: It's my first year in the department. I've gotta shine. ipating in the conference, it's a
big step. It's an opportunity to learn and advance. | wgnt a shot.

Q\Sﬁd worker, driven. And Dan is another
\veNIgh energy.

driven but definitely a bit close. Maybe he's
n to do to prepare for the conference, so here we

Sarah: Charlie's one of my grad student em
admin. That's the conference team. Really

Netta: We're a good team here. Dan s
just excited, no big deal. Anyway, the

go.
Scene on screen: Inside aR office space. James's packing items from his desk into a box.
James: | ended up divi Mice.

Scene on scre S t of James, who addresses the camera directly.

James: Thg last fe onths didn't go as | had hoped. | feel that | did everything on my part to

make things w t. Well, for what | was allowed to work on. But | ... Well, it's just better to
m
Sc creen: Close shot of Netta, who addresses the camera directly.

Netta: So, James is leaving. And yeah, it's upsetting. | really like him. He's dedicated,
hardworking. | don't know. I'm rethinking what I'm doing here. On paper, the conference was a
total success. But some things have happened that made me feel like maybe this job isn't the
perfect fit for me. | don't know. Maybe I'm on the way out too.

Scene on screen: Hallway with James and Netta
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James: Things didn't go well.

Netta: But it didn't have to be like that. We're not going to go through every detail from the last
few months, but there were times when if somebody would have acted differently...

James: Or considered a different perspective ...
Netta: Things would have turned out better.
James: See if you can make a difference.

: \OQ

Video Script:

Summary. :\

Now that we’ve introduced the goals of this course, let's take a mo

points about what we have covered so far: 0

e Every person can help or harm a working and le vironment through their daily
actions.
e Institutional culture, and efforts to prevent an%nbat discrimination and harassment in

particular, depend on the actions of ever
¢ High-functioning institutions can adder& arning signs before they become bigger

problems.

e Awareness, attitude and actior@%tant building blocks for maintaining a positive

institutional culture.
When you are knowledgeable a ared, you have the power to make an enormous,

positive impact on your c@umunity.

view a few key

Congratulations!

You have now@ e module Building Positive Workplaces.
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Developing Awareness and Recognizing Discrimination
Developing Awareness and Recognizing Discrimination
Video Script:

Developing Awareness and Recognizing Discrimination.

ability to spot problematic situations.

Developing Awareness and Recognizing Discrimination Q
. : ) 2

Video Script: \

Developing Awareness and Recognizing Discrimination. \

ng awareness
our ability to spot

Explore how discrimination manifests in the work environment and strengthen y%

The first A in the three A’s of bystander intervention is awarenes
means taking note of what is happening around you, and ng
problematic situations.

sharpen our skills around tuning in, to be aware of wR&t's going on around us. Awareness
means becoming alert to how we perceive a th others and realizing the influence
that bias can have. It means recognizing wh& ng may not be right or that a situation

may have the potential to become proble rmful. Similarly, discrimination can

Narrator: The world can get busy and it can be tempﬁo out. But it's important to

undermine an otherwise successful w ment Let's work on further developing
awareness by exploring types of on, to be sure we can recognize the range of
situations where we can posi r workplace.

What is Discrimination”

Video Script:
What is DISCI‘I%

In this secfion us on developing a sharpened sense of awareness of what’s happening

around you, S you can spot the subtle behaviors that constitute discrimination and may
un workculture.
Ge peaking, discrimination refers to unfair treatment toward a person based on certain

characteristics, such as their gender, race, or other characteristic. All discrimination is harmful,
and may be unlawful when it is based on a category or characteristic that is protected by law
and impacts someone’s job or educational opportunities.

People in positions of power can set an example by not only avoiding discrimination or the
appearance of it, but also by taking steps to prevent it when possible and to report it when it
does occur. Discrimination is harmful, whether it is committed by or against leaders, coworkers,
or colleagues, or non-employees such as students, interns, campus visitors, or contractors.
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Harassment is just one type of discrimination, and not all discrimination is harassment. We'll
cover harassment in detail in the next section.

Understanding Protected Categories
Interactivity Audio Script:
Understanding Protected Categories.

Anti-discrimination laws explain which categories are protected. Because these laws a e
federal, state, and local levels, a category may be protected in one location, but nc@ r.

Courts may also interpret laws differently, so even the same law may not foer £
protection, depending on the jurisdiction. For example, almost everyonej % by federal
laws, but if a state law offers additional protections, employees in that s e protected by

of the following bases.

both laws.
Under federal law it is illegal for employers to discriminate baseox

Select each topic to learn more.

Interactivity Text:

[Tab 1]: Age. é

Federal law protects people 40 years of a abi®Ve from discrimination. Other laws about
age may protect younger people from dis%ﬂ n as well.

[Tab 2]: Genetic information.

The misuse of genetic informatio lawful. For example, a family’s genetic health history
cannot be used to discri te in health insurance or employment.

National origin e than just the place where a person is from. Not only is it unlawful
to discrimi someone is from a particular part of the world, but ethnicity, accents,
language, and [@ person’s actual (or perceived) ethnic origin may also be protected. People are
alsopratected discrimination due to the national origin of their spouse.

W)

Federal law protects people from discrimination because of their citizenship or immigration
status. Unless a specific law or government contract requires it, employers may not restrict their
hiring to only U.S. citizens or permanent residents.

izenship & Immigration Status.

[Tab 5]: Pregnancy.

Not only is pregnancy protected, but also childbirth and medical conditions related to pregnancy
and childbirth.
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[Tab 6]: Race.

Protections against race discrimination include characteristics associated with race like a
person’s hair texture, skin color, and certain facial features.

[Tab 7]: Color.

Discrimination based on skin color can be related to race discrimination. Color refers to the
lightness or darkness of a person’s skin tone and includes shade and complexion. %

[Tab 8]: Religion.

Religious beliefs are protected. These include traditional, widely recognizeg r Qfaith
practices (such as Buddhism, Christianity, Hinduism, Sikhism, Islam an well as
sincerely held "religious beliefs that are new, uncommon, not part of a f%rch or sect, or
only subscribed to by a small number of people, or that seem illogicahor Bgred@Sonable to
others," according to guidance by the federal Equal EmploymentN y Commission

(EEOC). O
[Tab 9]: Disability.

Disability laws can be complex. Section 504 of the abilitation Act of 1973 and the Americans
with Disabilities Act both prohibit discrimination agaigStpeople who work and study in higher
education institutions that receive federal fu ’q ire facilities and communications, such
as websites, to be accessible. Disability la pretect people with disabilities or a history of
having a disability, and people who are pefceiv be disabled, even if they are not. Many

types of disabilities and condition ca% d by disability laws.
[Tab 10]: Sex.

Federal law prohibits workplace discrimination based on transgender status, gender identity, or
sexual orientation. Djggri n because of sex-based stereotypes, like that a woman must

look feminine, or thdt a WoMan Tannot be assertive, is also unlawful. Sex-based discrimination,
[ wful no matter whether the person who discriminates or harasses

protects workers from discrimination based on their past or present military service,
all employers to reemploy returning servicemembers to the job they would have
attaind@*fiad they not been absent while serving in the armed forces. A separate law requires
federal contractors and subcontractors to give preferential treatment to qualified veterans who
apply for a job, and prohibits discrimination against them.

[Alt-Text]:
An employee who is disabled with arm crutches is shaking hands with their colleague.

Dig Deeper: Other Harmful Types of Discrimination
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Interactivity Text:
Other Harmful Types of Discrimination.

Here are a few other harmful types of discrimination and examples of how each type
might look and sound.

Weight and Height

“I'd rather she didn’t present at the conference... at her size, it's not really the image w%
out there.”

“We can’t have a marketing guy who'’s short!” . OQ

Gender Expression

“l don’t want to work with a guy who wears nail polish.” \9

“She looks so unprofessional in those boxy, masculine clothes. barely tell she's a

woman.”
Political Affiliations
“We can’t promote someone who believes that kQ&wbage...”

“Only someone young and naive would supEN idate like that.”

Affluence or Social Class

“We can’t hire someone who drives§an r... people won’t want to follow his advice.”
“She’s never even left the,country re... she must not have a curious mind like we do.”
Dig Deeper: Perspgaiie tural Hair

Video Script:

A woman % ly to the camera. Lower left-hand corner of video, name appears: Sienna
When | firststaited at a previous organization, and was still fairly new, | had my hair pulled back
just b

tha se that was how | decided to wear it. And | had a member of the leadership

te organization come up to me, and they were very excited and said, "Oh, | love your
hai ack this way. It's so professional. | can see your whole face. | hope you'll wear your
hair li is more often." And | was very taken aback, because | wasn't quite sure what to say.

And as it sat with me more and more, | realized that the person was saying was that my hair as
it isn't professional. It's not appropriate for the workplace, and that it has to be in a certain way
that will make them or other people feel more comfortable.

Dig Deeper: The Impact of Discrimination on Health

Interactivity Text:
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The Impact of Discrimination on Health.

The effects of discrimination are far-reaching, impacting many parts of a person'’s life.
Later on, we’ll talk about the effects workplace discrimination can have on a person’s career.
Right now, take a look at some ways discrimination can impact a person’s health.

e Mental and Emotional Health
e Discrimination has been linked to anxiety, depression, sadness, helplessness, @
self-esteem.
son’s

memory and also lead to faster memory decline.

e Physical Health

e Discrimination can result in poor physical health, including seghrisk of
cardiovascular disease, diabetes, and respiratory disea so been linked to
sleep disturbance and daytime fatigue.

e Cognitive Health
e Research has shown that experiencing everyday discrimination caft @e

Choose What Happens Next: Episode 2

Video Script:

Choose What Happens Next: Episode 2. xQ

In the previous section, you were introducﬁcx st of characters. Now, you’ll have the
chance to watch a video and makg a % out what they do next.
naigg

Netta: So, were good with th for the conference?

Dan: Standing will keep ryone awake.

Sarah: Okay. And s@ n estion of who's going to attend. Netta, definitely. And Dan?
Dan: Wouldn't

. This great opportunity to increase our visibility. We need people there who
give the impressigh that this department is vibrant with lots of potential. | think Charlie should be
nd | have a couple of more slots in addition to our presenters.

Kn e door. Enter James

James: Hey Netta. We got the folder spreader.
Netta: Great. Thanks James.

James: You're welcome.

James turns to leave
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Netta: James. We're trying to figure out who's going to staff the conference.
James: Well, actually, | thought I'd be a-

Sarah: It’s going to be a grueling couple of days. We need people there who really can keep the
energy.

James: Yeah, I-
Sarah: How about Irene and Mike, huh? Would you see if either of those are available’%

James: Sure thing.

Choose What Happens Next: Episode 2 ¢ OQ
Interactivity Audio Script: 0\\

Choose What Happens Next: Episode 2.

Based on the video you just watched, which selectio uhe best choice for the
characters involved?

Select aresponse.

Interactivity Text: \0\

[Question-Text]:

What should Dan and Netta do after ’ raction with James?
[Options]:

[option 1]

e Support Janjes %g how he could contribute, even though Sarah doesn’t seem to
want hi ttefd.
[option 2]

o _Help J understand Sarah's point, and explain why bringing younger people is

efici | so he does not take it personally.
tfeQ

e Say nothing. Sarah is the Department Chair, and has the most experience; not only is it
her call, it's important to support her instincts.

Choose What Happens Next: Episode 2

Video Script:
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Let’s take a look at what would happen if the characters follow your advice.
SCENE ON SCREEN: Conference room with Sarah, Dan, Netta, and James
James turns to leave

Netta: Yeah, well, | think you're right in that we need people who can maintain the energy, and
James is a great candidate for that.

Dan: It's true. He's got lots of smart ideas.

Sarah: Okay. James, do you want to go? Q
O

James: Definitely.

Sarah: Sounds good. :\

James: | was thinking about the standing desk idea, and it might be

Sarah rubs her leg trying to relieve the pain from her fibr |QO

James: What we could do is half standing and half tables. Set it#lp like an amphitheater.

Netta: | like that. \
Scene on screen: Close up on James, who r@lhe camera directly

James: What Sarah said made it sound lik€ shelheld some stereotypes about age. | appreciate
it that Dan and Netta spoke up. | felt @'- Dr

for some people.

Scene on screen: Close up o raR, who addresses the camera directly

Sarah: | wasn't trying to eXglude James. | just had Irene and Mike in mind, and | made some
assumptions. I thin t saying could be perceived as discriminatory. | am so glad Dan
and Netta spoke upgl owe James an apology, and actually, a thank you, for mentioning

n

accessibility in esks.
Choose at s Next: Episode 2

SCENE ON SCREEN: Conference room with Sarah, Netta, Dan and James

Netta: James, it's great you want to pitch in, but you're probably overqualified.
James: I'm not afraid to do the small stuff.

Dan: Maybe someone with less work experience could benefit more.
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James: Sure. Okay.
Scene on screen: Close up on James, who addresses the camera directly

James: Overqualified? Code for too old. What about experiences that benefit me and my
career? Disappointing.

Choose What Happens Next: Episode 2

Video Script: %
Let’s take a look at what would happen if the characters follow your advice. Q
SCENE ON SCREEN: Conference room with Sarah, Dan, Netta, and R eO

James Exits. Netta and Dan share a concerned glance &\

Sarah: Okay. Who's on our AV needs? 0

Scene on screen: Close up on James, who addresses t

that Netta and Dan had spoken up. It's discourab

Developing Awareness \

because she thinks I'm too old? Not energetic enouﬁeels e age discrimination, and | wish

Interactivity Audio Script:

Developing Awareness. @

A key part of showing up for your C gues is developing a sense of awareness that enables
you to intervene when pr s are developing. This isn’t easy.

It takes deliberate$§oc take a step back and really examine what’s happening around
you. When yo der the factors shaping your work environment, you can help
make sur % do their best.

Select arespans

[Qu—Text] :

People always know when they’re making decisions that are based on unfair assumptions or
stereotypes.

[Options]:
e True
e False
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[Answer]:
False
[Feedback]:
[Feedback 1]
Not Quite

People can accidentally make decisions based on unintentional assumptions, or “i
biases.” These biases are shaped by culture and lived experience. Becoming awahg o
incorrect assumptions we’ve picked up is the first step to making producti\@ c)@ y again.

[Feedback 2] 0\\

That's Right

People can accidentally make decisions based on unintentiona ions, or “implicit
biases.” These biases are shaped by culture and lived efperie coming aware of the
incorrect assumptions we’ve picked up is the first step to ingiproductive change.

Implicit Bias and Inclusion

Video Script: \0\

Implicit Bias and Inclusion. Q
Implicit biases are beliefs we holdWi @a 1zing we have them. These beliefs may be
positive or negative, but someti e be damaging.

Dig Deeper: Learn More@dbout Imp¥cit Bias

Interactivity Text:
Learn More A plici’Bias.
Biases caf caus o give or deny advantages to people based solely on our own
assumptions abost who they are and what they’re capable of, rather than on merit.
arning to recognize the beliefs you've been imprinted with—and then challenging
efn—is a powerful way to be more inclusive in all aspects of your life, not just work.
¢ Biases can cause problems, especially when they are incompatible with our values. For
example, being fair may be an important value, but we may unintentionally treat

someone unfairly because we’re being influenced by a stereotype, we don’t realize we
are acting on.

Dig Deeper: Perspectives: Belonging and Othering

Video Script:
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Perspectives: Belonging and Othering.

Othering is one way that can make people feel they don’t belong. In this interview, people share
thoughts on othering, inclusion and exclusion, including what it’s like to be the only person of
color while working in higher education.

Otherness, in my experience, is when somebody only sees certain aspects of you. And those
aspects that are different maybe from them or what their normal is, is what they constantly pick
out.

For me, a lot of times that's been my hair. I've been told my hair is fun. | don't kno%%
ery self-

means. It's hair so ... But when that's all somebody sees of you, it starts to ma

conscious and it doesn't become a pleasant experience. A

A woman speaks directly to the camera. \\
I think otherness is being made to feel like you are not part of the teap all you want is to
be part of the team, to contribute to the team, to help the team ogvard.

I don't think | really realized what that meant until more r | started working at an
organization that | don't feel othered because many people withgdisabilities work there. Many
people of all different sizes work there and now | undgrstand like, oh. | feel like I'm one of them.
| feel like I fit in. We're all together, we all have ag llity needs. | don't feel like I'm a burden
by asking for some certain accommodation bggat all have different accommodations that

we need. | don't feel like there's myself an &s them. | feel like we're us.
SCENE ON SCREEN: A woman i to the camera.
ars

e
Lower left-hand corner of vian

Nancy

When | think about @el , | think about just the experience of feeling isolated. I've
worked a lot of jglas Whele m the only one, or I'm one of few and it's very, very obvious, right?
I've worked in d@éation for over six years and being one of the only people of color,
maybe no al people in my workspace, it's this instance of feeling like you're an
imposter in"your day-to-day life because you feel like you don't belong in the workplace.

s yo@dress, your hair, maybe it's even your background. People come to a

workip pxpecting that everyone was raised in a middle-class background and that they didn't
grow Uppgor or struggle with food insecurity and so | think it makes you want to question like,
"Why am | here? What is the point of who | am? Can | even do this?" Because | think in the
workplace where you're other, you feel like no one believes in you.

The Power of Intervention
Video Script:

The Power of Intervention.
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Actions that may seem small can turn out to make an enormous impact on other people and, by
extension, the entire learning and work environment.

Even people who already are knowledgeable about discrimination can improve their ability to
intervene by learning more about how to recognize subtle, problematic behavior.

Skills Workshop

Video Script:

Skills Workshop. %
In this workshop, you will be practicing the skills of awareness, identifying@rot@Q
behaviors, and communicating respectfully and inclusively. \
Perspectives: Inclusivity and Access 0\

Video Script:

Perspectives: Inclusivity and Access.
cce

Here are a few helpful perspectives on inclusivity and

Lower left-hand corner of video, name appears: [
Being visually impaired, | cannot see Powerl@ntations. At an organization | currently
work at, it's amazing because they will imrfledi print me a large print version of the
PowerPoint, but that doesn't happen i rk environment. So, then I'm kind of stuck either
trying to figure out hey, can | borr nBtes? Or maybe taking screenshots with my cell
phone. But whatever it is, it ¢ IEY and stress because it's me trying to figure out how
to get the materials that | peed. If not going to make something accessible, you don't truly
care about what that pers@is input or opinions are enough to make it accessible so that they
can share those opj rticipate.

x

he camera. Lower left-hand corner of video, name appears:

A woman spea
j nd Prevention Expert

Elizabeth B

al cannot do, for example, because of a physical limitation, but focus on what they
canNdoang how they can positively contribute to the workplace. Yes, they may need a particular
additional piece of assistance or a piece of equipment, but this is something that everybody
needs, tools to be able to be successful in their job. The tools that are needed by each person
are just unique.

A woman speaks directly to the camera. Lower left-hand corner of video, name appears: Louise

As far as my visual impairment, | think that that's what people would consider a good disability
or something that's good to accommodate. Whereas | think that being fat is something that a lot
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of people don't think of as oh wait, we should accommodate and be accessible for people of all
sizes. Being able to be comfortable in my body and in my chair and in the desk or wherever I'm
at in the workplace is extremely important because if you're not comfortable and you're in pain,
you can't be as productive as if you have what you need or you have things that fit you and fit
your person.

Respectful Conflict

Interactivity Audio Script: %
Respectful Conflict. Q
You can also model respect and inclusion by paying attention to how youmcols ddress
conflict.

Select a response. \0\

Interactivity Text:

Fahad and Debbie are working together on a big presenati
practice, but Debbie still hasn’t finished all of her slides as pro
looking unprepared in front of everyone, and frustratg@ with

[Question-Text]: 0
What should Fahad do? Q\

[Options]:

eet the day before to
ed. Fahad is anxious about
bie.

e Say to Debbie, “Hone th &w me nervous, and a little frustrated—I thought we

agreed on a deadline. | rea ant us to shine tomorrow. How can we move forward
from here?”
o)

e Sayto Deb ing to make me look so bad! This is really irresponsible and

e Bottle u@
r]:

onestly, this makes me nervous, and a little frustrated—I thought we agreed
e. | really want us to shine tomorrow. How can we move forward from here?”

ion and simply ask Debbie, “They’ll be done by tomorrow, right?”

[Feedback]:
[Feedback 1]
That's Right

This is an effective way for Fahad to share his frustration, and it allows Debbie to apologize,
explain herself if appropriate and make things right. When problems arise between colleagues,
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it is usually much more effective to imagine both people facing the problem—rather than
colleagues facing each other as opponents.

[Feedback 2]
Not Quite

While it's understandable to be frustrated, shaming Debbie or calling her names will make
Fahad look unprofessional AND not help the situation. Try again.

[Feedback 3] %
Not Quite . 9

It's OK for Fahad to tell Debbie he’s feeling frustrated. She didn’'t do som&\ she said
t

she would do, and it affects both of them. If he isn’'t honest, she doesn’t ance to
apologize and fix the problem, and Fahad may build up resentme r r. Try again.

Social Media Conflict 0
Interactivity Audio Script:
Social Media Conflict.

Conflict is not always bad. Voicing dissent r@n help sharpen ideas and bring teams

together.
Select a response. @O
Interactivity Text:

Dave, 31, born in the U.S.Stan, 62, Born in the U.S., and Zaheer, 28, from Pakistan, are
debating their social medi egy. Dave shouts at the other two, “Given my age and the fact

that I'm from here, @bvi opinions on social media are most relevant!”
[Question-Te %

Which of t% IS not problematic behavior?

[O '

ting, because it shows engagement.
o ave explains that his age and background make his perspective the most important.
e The fact that they are strongly disagreeing.

[Correct Answer]:
The fact that they are strongly disagreeing.

[Feedback]:
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[Feedback 1]

Not Quite

Shouting is not a productive strategy when it comes to workplace conflict. Try again.
[Feedback 2]

Not Quite

It's a problem that Dave brought people’s identities into an argument, and may im %
believes Stan is too old to offer a good opinion, or that Zaheer’s thoughts matter I
he’s not from the U.S. Try again.

[Feedback 3] \

That's Right 0

Disagreement is fine, but shouting is not productive, and it is n prlate for Dave to bring
other people’s identities into an argument.

Understanding How Problems Manifest Part 1
Interactivity Audio Script:

Understanding How Problems Manifest. \0

Warning signs of discrimination are vari nd)often subtle. That's why they can be so tough
to recognize. Let’s sharpen your dwa by analyzing a few scenarios.

Select a response.

Interactivity Text:

Mark works for Amand

during their wegklyAane
How lucky \%'

[Question-Text]:

0 has a mild case of cerebral palsy. Mark watches Amanda type
ne meeting and says to her, “It is so amazing what you can do!
ve a mild case.”

[Correct Answer]:

Yes
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[Feedback]:
[Feedback 1]
That's Right

This comment shows a lack of understanding about Amanda's disability that could lead to
discriminatory conduct.

[Feedback 2] %

Not Quite

This comment shows a lack of understanding about Amanda's disability th ca to
discriminatory conduct. Try again.

Understanding How Problems Manifest Part 2 \0

Interactivity Audio Script: 0

Understanding How Problems Manifest. %

Warning signs of discrimination are variable and oft ubtle."That’s why they can be so tough
to recognize. Let’s sharpen your awareness by a a few scenarios.

Select a response. \

Interactivity Text:

Faiza is an independent contracto
Dawn, a department employee
will “take maternity leave @nd never

ir versee the design of a website. Faiza doesn’t want
pregnant, to be assigned to the project fearing that she

[Question-Text]:

Is this a warni ?
[Options]

Yes

[Feedback]:
[Feedback 1]

That's Right
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In fact, all of these scenarios demonstrate warning signs of bias that could lead to discriminatory
conduct if they aren't addressed.

[Feedback 2]
Not Quite

In fact, all of these scenarios demonstrate warning signs of bias that could lead to discriminatory
conduct if they aren't addressed. Try again.

Forget the Checklist %
Interactivity Audio Script: . OQ
Forget the Checklist. \\
Discrimination can happen throughout the work life cycle, even a@rmg the interview
process.

Select aresponse. 0

Interactivity Text: %

Farah is in charge of interviewing a new employ@&be working with extensively. She

doesn’t like the formal interview protocol sh , and decides to simply have a
conversation with the candidate and go wit whether or not they’ll work well together.

[Question-Text]:

Is there a problem with FarahQie%ategy?
[Options]:

e Yes

That's Right

Following policy may feel tedious, but it's an important way to mitigate bias and ensure hiring
decisions are made based on job-related criteria.

[Feedback 2]
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Not Quite

Relying on “your gut” allows implicit bias to creep in, as we tend to like people who are similar to
ourselves. Try again.

Procurement Travel Cards for All but One
Interactivity Audio Script:
Procurement Travel Cards for All but One.

Knowing when to intervene can be difficult, especially when you are friends with r cOlleagues
and discrimination is not obvious. .

Select a response. \\0

Interactivity Text: \0

Dennis is a colleague and a friend. He has five direct reports, o@e f whom is a man.
d

Dennis tells you he is completing a request for procure tir s for all his employees
except Arnold, his only male employee, because he nev vels for work. Arnold’s work

doesn’t require travel.

[Question-Text]: 0\

Should you do something? \

[Options]: Q

e Probably not. Dennis’%@ms reasonable.

e Yes. If something differen ppening to the only man in the group, it's always an

issue.
[Answer]:
Probably not. avior seems reasonable.
[Feedbac
[F 1]
Th

Arnold is the only one not getting a card, but it appears to be due to a legitimate, work-related
reason that has nothing to do with his gender. If decisions about who gets travel cards or the
opportunity to travel were based on gender, however, that could very well be discrimination.

[Feedback 2]

Not Quite
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It's smart to pay extra attention to situations where some colleagues are treated differently. But
it doesn’t always add up to harassment or discrimination, especially when there is a valid reason
for different treatment that is not based on bias. Try again.

Title VII: The Civil Rights Act of 1964
Interactivity Audio Script:

Title VII: The Civil Rights Act of 1964.

Title VIl is part of the Civil Rights Act of 1964, which is a critical federal law that pr@%
origin.

employees from discrimination on the basis of race, color, sex, religion, and natj

2
Select each card to learn more.

Interactivity Text: 0\\
[Flip Card 1]: Hiring & Firing. \

Hiring & Firing.
It is illegal to make hiring decisions or to terminate a person; ployment based on their

protected characteristics.
[Flip Card 2]: Job Training. \0
Job Training.

Itis illegal to deprive someone of u%ss to job training based on their protected
characteristics.

[Flip Card 3]: Referrals.

Referrals.

For employme
job based

d labor organizations, it is illegal to refuse to refer someone for a
ed characteristics.

[Flip Card 4]: Membership.
M ip.
Itis | o exclude or expel people from labor organizations on the basis of their protected

characteristics.
[Flip Card 5]: Compensation, Terms, and Conditions of Employment.
Compensation, Terms, and Conditions of Employment.

When it comes to compensation, and terms and conditions of employment, it is illegal to
discriminate based on protected categories.
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[Flip Card 6]: Segregation.
Segregation.

Itis illegal for employers and labor organizations to separate employees, applicants, or
members in such a way that it may lead to fewer opportunities for people in one group.

Dig Deeper: The Benefits of Diversity

Interactivity Text:

The Benefits of Diversity Q
Discrimination in the workplace isn’t just unfair. It also prevents or from
becoming as successful as they could be. Hiring and supporting&

employees benefits everyone.

e Creativity

¢ Different identities lead to different perspectives, wii @a more creativity in
brainstorming and problem-solving sessions.

e Innovation

e Workplaces with more diversity are 1.7 timesﬁre likely to be innovation leaders in their

fields.
e Efficiency
e A Harvard Business Review study at diverse teams are able to solve problems

faster than cognitively similar p

e Revenues

e A McKinsey & Comp re ed that diverse workplaces were more likely to
outperform their rivals.

e Engagement

e A Deloitte a ed that workplaces with diverse, inclusive employees had higher
engagemeng an re better able to retain talent.

hts Requirements

t prioritize diversity are seen in a more positive light than those that don't,
embers of majority groups.

Vi t:
Title VI: Civil Rights Requirements.

Title VI is part of the Civil Rights Act of 1964, which is a critical federal law that prohibits
discrimination on the basis of a person’s actual or perceived race, color, national origin,
ethnicity, or ancestry, by any program or activity (including institutions of higher education) that
receives federal financial assistance. Title VI protects individuals against discrimination
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involving a range of issues, including discriminatory discipline, racial harassment, and unequal
access to educational resources.

Title VI protects against discrimination in all areas of an institution's operations, including
academics, extracurricular activities, athletics, and other programs, but only applies to
employment practices if the main purpose of the federal funding is to provide employment (e.g.,
students employed under the work-study program), or if the employment discrimination results
in discrimination in providing educational programs or services.

Institutions must take care to monitor their practices and policies to be sure that the t
exclude students who are members of underrepresented groups, even if the intenfi@n

policy was not discriminatory. . Q

A particular focus in this law is to provide people with limited English pro \ aningful
access to programs that receive federal funds by providing language sefg d equal
educational opportunities to English learners.

Title IX: Sex Discrimination 0\
Interactivity Audio Script:
Title IX: Sex Discrimination.

Title IX protects students and employees, in
funded institutions, against discrimination b,
programs and activities. Title IX also prohifdits

related conditions. @
Interactivity Text: A
FEDERAL LAW

Title IX of the Edugati %dments Act of 1972

Title 20—EDU®
cHAPTERE8 X DISGRIMINATION BASED ON SEX OR BLINDNESS]

and student workers, at federally
8€X or gender stereotyping in education

mination based on pregnancy, childbirth or

No person in the United States shall, on the basis of sex, be excluded from participation in, be
denied the benefits of, or be subjected to discrimination under any education program or activity
receiving Federal financial assistance, except that:

(1) Classes of educational institutions subject to prohibition in regard to admissions to
educational institutions, this section shall apply only to institutions of vocational education,
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professional education, and graduate higher education, and to public institutions of
undergraduate higher education;

.... Content omitted for clarity.

(3) Educational institutions of religious organizations with contrary religious tenets this section
shall not apply to an educational institution which is controlled by a religious organization if the
application of this subsection would not be consistent with the religious tenets of such

organization; %
(4) Educational institutions training individuals for military services or merchant m i
section shall not apply to an educational institution whose primary purpose is t ing*of

individuals for the military services of the United States, or the merchan rﬁai\
(5) Public educational institutions with traditional and continuing admissi oltey in regard to
admissions this section shall not apply to any public institution of \r ate higher

t

education which is an institution that traditionally and continually. ablishment has had
a policy of admitting only students of one sex;

(6) Social fraternities or sororities; voluntary youth servic anfizations this section shall not
apply to membership practices-

(A) of a social fraternity or social sorority which i from taxation under section 501(a) of
title 26, the active membership of which con ily of students in attendance at an

institution of higher education, or Q
(B) of the Young Men's Christian Ass ung Women's Christian Association, Girl

Scouts, Boy Scouts, Camp Fire Gifls, afid vbluntary youth service organizations which are so
exempt, the membership of w traditionally been limited to persons of one sex and
principally to persons of Igss than nif€teen years of age;

.... Content omitte

or activity, in comparison with the total number or percentage of persons of that sex in any
community, State, section, or other area: Provided, That this subsection shall not be construed
to prevent the consideration in any hearing or proceeding under this chapter of statistical
evidence tending to show that such an imbalance exists with respect to the participation in, or
receipt of the benefits of, any such program or activity by the members of one sex.]

(c) "Educational institution" defined
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For purposes of this chapter an educational institution means any public or private preschool,
elementary, or secondary school, or any institution of vocational, professional, or higher
education, except that in the case of an educational institution composed of more than one
school, college, or department which are administratively separate units, such term means each
such school, college, or department.

[Alt-Text]:

A supervisor is talking on their phone in the workplace, holding a clipboard. %
A Spectrum of Concerning Behavior Q
Interactivity Audio Script: L 3 0

A Spectrum of Concerning Behavior. \\

Problematic and discriminatory behavior exists on a wide spectru\@nall, unintentional
comments to more severe, even criminal, forms of discriminatio

Select each number to learn more. %O

Interactivity Text:

[Hotspot 1]: One. \

A coworker is discussing a new non-binary xg/ith another coworker: “They’ pronouns
are just confusing and hard. | don’t get wh@a e to do this... it's so high-maintenance.”
[Hotspot 2]: Two.

An employee feels nervous arou oworker with a mental health disorder and avoids working

with them.
[Hotspot 3]: Thre
A manager doe c odate his male employee’s therapy schedule because he thinks it's

weak for ass their feelings.

[Hotspot 4]: F

[Hotspot 5]: Five.

An interviewer recommends that his company not hire an employee born in “that country”
because “everyone there is corrupt.”

[Hotspot 6]: Six.
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One coworker asks another how the new employee is doing. “Oh, you know, hard-working and
serious, like all Asian people!”

Summary
Video Script:
Summary.

In this section, you learned how discrimination manifests in the workplace and strengt
your aptitude for spotting problem situations. Let’s briefly review:
hi

in

e Awareness is key. The more you notice about what goes on around YO %
ptefvening

yourself, the more effective you'll be at promoting positive behavigr, 4gd
when you see an issue. x
e

e Discrimination refers to unfair treatment toward a person lagsed o in protected
characteristics, such as their gender, race, or other charactef

e Problematic behavior exists on a spectrum, and capn.ra e%
subtle biases.

e There is both federal legal protection and, in som segy state and local legal protection

from certain types of discrimination.
Congratulations!

You have now completed the module Dev@ areness and Recognizing

Discrimination.

pbvious behaviors to
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Cultivating Attitudes and Identifying Harassment
Cultivating Attitudes and Identifying Harassment

Video script:

Cultivating Attitudes and Identifying Harassment.

Explore how harassment manifests in the work environment, and how the attitudes you gaodel
and expect from others can make a difference.

Cultivating Attitudes and Identifying Harassment Q
. : ) 2
Video script: \
Cultivating Attitudes and Identifying Harassment. Q\
t

itude can have a

The second A in the three A’s of bystander intervention is Attitudg
positive impact on your colleagues and the safety of your k QnMment.
The attitude you bring to work makes a difference, as do ttiflides you expect and

encourage from those around you. Harassment is ongyof th st damaging forms of
discrimination and can undermine the attitudes and %taﬁons we all share for a positive

environment means actively making it arassment has no place in the workplace.
Your attitude is part of creating thi§ e t. More than just what you think and perceive,
your attitude includes how you supfiort; urage, and maintain a professional workplace
atmosphere. Here we'll practice ills necessary to support colleagues who intervene in
response to harassment, flacluding sexual harassment.

Knowing When to ghtRv
Interactivity A o

Knowing Wh

workplace. 0
Most people recognize harassment as un@&, but maintaining a respectful, equitable
a

Interactivity Text:

[Carousel 1]: It’s not my business.

It’s not my business.
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People may think they lack the authority to intervene, assuming it’s best left to human resources
professionals, the person’s supervisor, or those who are more familiar with the people involved.

[Carousel 2]: I might make things worse.
I might make things worse.

Lacking confidence in their ability to intervene effectively, people may worry about causing a
scene or making things even worse for the impacted person.

[Carousel 3]: I'll be called a 'troublemaker.’ Q%

I’ll be called a 'troublemaker.’

) 2
In a work environment, people fear being judged negatively for trying to i N ecause they
worry it may affect how they themselves are treated, and possibly their Cage

[Carousel 4]: It won’t be welcome.
It won’t be welcome. 0

A bystander might wonder whether the person being target n wants assistance . . . maybe
it will embarrass them or draw unwelcome attention.

“They didn’t mean any harm.” 0

Well-meaning people can still cause harmflt’s i ant to separate someone’s intention from
the impact of their actions, and share ven when the behavior is coming from a friend.

Discrimination vs. Harass
Interactivity Audio Scrifgk

Discrimination vs, S t.

Harassment is ‘! cu pe of discrimination that includes unwelcome or offensive conduct

toward ang,

Discrimination generic term for all kinds of biased treatment that negatively impacts a
pergbn SYyob opPortunities based on their protected characteristics. Like discrimination, certain
drassment are prohibited by federal, state, or local laws, and some aren’t. For
exam vorkplace bullying (also called “abusive conduct”) is generally not illegal, but it's
always harmful.

Select each number to learn more.

Interactivity Text:
[Tab 1]: Hostile Work Environment.

Hostile Work Environment.
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Although federal, state, and local laws may have different definitions, a hostile work
environment generally involves unwelcome conduct based on a person's sex or other protected
characteristics that is intimidating, abusive, or offensive. Petty slights, annoyances, or isolated
incidents unrelated to a person’s protected characteristics do not generally create a hostile work
environment. However, actions and comments may cross the line into unlawful conduct when
the behavior creates a work environment that a reasonable person would consider hostile. A
“work environment” doesn't just refer to the physical work area, but can be anywhere that
harassment impacts work (e.g., online harassment could potentially result in a hostile w,
environment).

[Tab 2]: Quid Pro Quo Harassment. Q
O

Quid Pro Quo Harassment.

This form of harassment typically involves a person in a position of aut & ng a
subordinate or student to submit to unwelcome sexual conduct in ng&for an academic
or a work benefit or decision. Quid pro quo harassment is illegal he conduct is
unwelcome, even if the person submitting seems to go al

[Tab 3]: Abusive Conduct. (Bullying)

Abusive Conduct. (Bullying) \

Though many forms of abusive or offensive not yet prohibited by law, abusive
conduct doesn't have to be illegal to cause ur responsibility to keep our learning
and work environment respectful and avoi@all s of abusive conduct. Like harassment and
discrimination, abusive conduct d@es happen at the physical workplace or during
work hours to negatively impact théywi ironment (e.q., cyberbullying or trolling among
coworkers during off-hours).

[Alt-Text]:
Two colleagues, on@ of Wwh®m Iooks frustrated, having a conversation.
Dig Deeper: % k Who’s at Risk?

This includes people who identify as LGBTQIA+, as a racial minority, or as having a
disability.

Select each topic to learn more.

Cultural and Language Differences
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e People who are unfamiliar with a country’s customs and laws may find it more difficult to
report harassment, particularly if there is a language barrier. Undocumented people are
at even greater risk. However, federal anti-harassment laws apply regardless of a
person’s citizenship or immigration status, or their national origin.

Isolated or Remote Work Environments

e Working in a setting where there are few people around poses a greater risk of
harassment. People who abuse know that, without bystanders, the person bein%

harassed is less likely to receive help or have a witness to prove what happ .
Similarly, some employees who work remotely may mistakenly believe tha%n

policies against harassing behavior don't apply beyond the physicd W@

Gender Harassment \\

e LGBTQIA+ individuals who do not conform to stereotypicalg

d
they do).

er werms for behavior,
much higher rates
than non-LGBTQIA+ individuals. Gender harass demeaning jokes or
comments about an individual or group, especial ironments where men
outnumber women, or the occupations are not typically held by women.

@r disparities, there is greater risk of

harassment. People with less pow k harassment is just part of the job. For
others, disparities in power ma r to report harassment for fear of
repercussions. For examp n female graduate students at major research
universities reported hging u arassed by a faculty member.

People in Power

e When a work environment has signifi

People with Disabilities

e Individuals is s may be subjected to verbal harassment, ordered to perform
physical abilities, and assigned to perform work in a space without
n using them further physical and mental harm.

accom %
Independ &tors and Interns
eon€é who works as a non-official part of an institution often has less support if they

O
@ arassed. Furthermore, employers may see them as replaceable, leading to less
gficern over their welfare.

Types of Harassment
Interactivity Audio Script:

Types of Harassment.
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Harassment can take on many forms, which makes it challenging to spot—especially when it's
subtle.

Let’s explore some types of harassing behavior that can manifest in the work environment.
Whether they are illegal harassment depends on applicable law and the specific circumstances,
but they are all harmful.

Select each topic to learn more.

Interactivity Text:

[Tab 1]: Sexual or Sex-Based. Q
L J
Sexual or Sex-Based. x\o
I

This includes unwelcome sexual advances, requests for sexual favorg, r g (or
threatening to retaliate) for refusing sexual advances, negative co out pregnancy or
working mothers, sexually suggestive jokes and comments, dis ornography,

inappropriate touch, or sexual assault.

[Tab 2]: Gender.

Gender. \

This includes negative behavior directed at im ased on their transgender status, sexual
orientation, gender identity, gender expre : ny other characteristics that do not conform
to stereotypical assumptions about ge ) erson who experiences harm can be any
gender; the person who harasses e@also be any gender.

[Tab 3]: Disability or Genetics®

Disability or Genetics.

[Tab 4]: Age.
A
This es stereotyping and harassment based on a person's age, age-related jokes or

nicknames, making hostile remarks or assumptions about a person’s competence, capabilities,
or commitment to their work based on their age, and offensive comments about someone’s
appearance as it relates to their age.

[Tab 5]: Race or Color.

Race or Color.
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This can include racial slurs, putting up offensive images or symbols, touching someone’s hair,
invasive questioning, or inappropriate and offensive comments about someone’s appearance
based on their race or the color of their skin.

[Tab 6]: Religion.
Religion.

This can include unwelcome attempts to convert people or mocking someone’s religion an

also involve invasive questioning or insensitivity to religious observances like holidays,
time, or religious dress.

National Origin. \\

Making jokes about a person’s country of origin or ethnicity, makin comments about
someone's accent, or teasing someone about their “weird” na ples of harassment

[Tab 7]: National Origin. TS
s

based on someone's ethnicity or national origin. It can al VO 8isting that they “speak
English!” or telling someone to “go back where you cam

[Tab 8]: Social Class. \

Social Class.

Biased comments about someone’s incon‘@d e neighborhood in which they live (“you
i

make it to work without getting shot?”), ir @ducational background are examples of

harassing behavior toward somed@e heir socioeconomic status.
[Tab 9]: Weight and Height.

Weight and Height.

Harassment based @n on's size can include making jokes and offensive remarks, or
weight or heig . ay also involve making unwelcome remarks about someone’s
size as it pesal ciPdating life, eating habits, or health.

Perspectives: sive Conduct

p€aks directly to the camera. Lower left hand corner of video, name appears: Ed Just
because things have been done a certain way in the past, and just because it's traditional to
behave a certain way, doesn't mean it's the right thing to do. If I didn't like it, I'm not going to do
it to anybody else. The cycle stops with me.

Expert Opinions: Experiencing Sexual Harassment

Video script:
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Expert Opinions: Experiencing Sexual Harassment.
Now, listen to one person’s story of experiencing and reporting sexual harassment.
Lower left hand corner of video, name appears: Holly Rider-Milkovich, Prevention Expert

| experienced an incident of a sexual harassment at the hands of a mentor who | had been
assigned to in my workplace and yet even | who knew very well the people who | was going to
be reporting to understood as closely as anyone at my institution would, what the procegs,would
be, | walked into that office feeling afraid and worrying that | wouldn't be believed. Wha%‘
happened to me next was that my report was taken seriously. They investigated th€'|
looked carefully at a variety of different contexts, not just my report or the repo petrson
who | had named had committed the harms. They also looked at other inf8r well and
they came to a conclusion that | had in fact experienced harassment an ed the
outcome of that report with me and that in itself was an affirming proces e next five
years, what happened in my workplace | think is even more importaptN\ycofftinued to experience
success. | had promotions. My supervisor and then the supervi@ d after that putin

h

ey

place careful plans so that | didn't have to interact with t rs d experienced
harassment from. It's a powerful story of the way in whi e harassment, | got the
support that | needed and that support continued for the entjre fifhe | was at the organization.
Who sexually harasses the sexual harassment lady,qlist goes to show.

Sex, Gender Identity, and Discrimination @a sgender and Non-Binary People
Interactivity Text:

Sex, Gender Identity, and Discri against Transgender and Non-Binary People.

r’ are often used interchangeably. However, let’s go into
u understand how this type of discrimination occurs.

In the law, the terms “sex” an
more detail about each t , So tha

e Cisgender, r, Non-Binary
e children grow up and match these expectations, and are called
er.” “Transgender” people have an assigned birth sex/gender that does
dtch their actual gender identity. It is also possible for someone to grow up
feel like neither a man nor a woman — the umbrella term for this is “non-
binary,” and includes many different genders.
osing Medical Treatment
o Ifa person’s body does not align with their gender identity, they may choose to
undergo medical treatment such as hormone therapy or gender-affirmation
surgery. But keep in mind that not all trans or non-binary people want this. And
not everyone who wants it can access this kind of treatment.
e Workplace Harassment
o About 90% of transgender and non-binary people have experienced some kind of
workplace harassment or mistreatment. About 25% have lost a job because of
bias. Bathroom harassment is a form of discrimination that may be experienced

ot
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by trans, gender-nonconforming, and cisgender people who don'’t fit stereotypical
ideas related to their gender presentation.

e How to Help

o Everyone can help to create a positive environment for people who are

transgender, non-binary, or gender nonconforming. For instance, make sure you
use people’s names and the pronouns they use for themselves, and speak up
when you hear inappropriate remarks or misgendering, even if that person isn’t
around. Treat everyone as a full, unique individual—every person’s expegignce is
different.

Choose What Happens Next: Episode 3 Q
O

Video script: \
Choose What Happens Next: Episode 3. \
In the previous section, you helped our cast of characters navig@hituation involving

potential discrimination. Now, let’s revisit this group.

Scene on screen: Conference room with Charlie and Ne afllie and Netta talk while cleaning
up the conference room.

Charlie: That workshop session was a hit. Q

Netta: People are getting into it. Luke is a & tor. All right, 10 minutes to get this room
into shape. All right. G

Dan: Do you need a hand? @

Enter Dan
Netta: No, we got it.

Enter Mike and 0 begin moving a table. Dan helps Netta erase a white board

Netta: Dan ed help, | would ask.

Dan: When' | s mething that needs doing ...

N s to walk away, Dan puts a hand on her shoulder
ou're doing a great job.

Netta: I'm going to go prep room four.

Dan: Great, I'll come with you.

Choose What Happens Next: Episode 3

Interactivity Audio Script:
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Choose What Happens Next: Episode 3.

Based on the video you just watched, which selection would be the best choice for the
characters involved?

Select a response.
Interactivity Text:
[Question-Text]:

Should Charlie do something about Dan's interaction with Netta? Q
O

[Options]:

[option 1] \
e Yes, Charlie should confront Dan immediately. Call him out since the interaction

happened in public. Tell him that it is sexual harassmen ionally touch someone
without their consent.

[option 2]

e Yes, Charlie should get involved at the eaghi portunity so the situation does not

escalate. Check in with Netta later. \
[option 3] Q

e Possibly, but not right now? h% plenty of people around, so if anything gets out of
hand, someone with e alitho ill speak up.

Choose What Happens Qxt: Episole 3

Video script:

Choose What n xt: Episode 3.

Let's take @ lo at would happen if the characters follow your advice.

cred@y?” Conference room with Charlie, Netta, Dan, Mike, and Irene Netta and Dan
ve. Dan places a hand on Netta's lower back.

Dan: Stop what?

Charlie: She's not interested. You can't just touch people without their consent. It's sexual
harassment.

Dan: Whoa. What?
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Netta: | can't deal with this right now.
Netta walks away
Scene on screen: Close up of Charlie, who addresses the camera directly

Charlie: Well, that didn't work. I'm not an expert on what's harassment and what's not. just ...
Something had to be done. I'm glad | tried, but that was not the best option for this situation. It
didn't really seem to help Netta and it just made Dan defensive. I'd like another try. %

Choose What Happens Next: Episode 3 Q
Video script: . 0
Choose What Happens Next: Episode 3. \\

Let’'s take a look at what would happen if the characters follow yo

Scene on screen: Conference room with Charlie, Netta, Dan, rene Netta and Dan
begin to leave. Dan places a hand on Netta's lower bac

Dan, Netta, wait a second. I'll go with you. Mike, fInISh the t here. And Irene, come with us.
Room four is going to need some work.

Great. Let's go. You okay?

You mean with the whole Dan thing? I'm
someone. I'm just not sure the best pl

ks for stepping in. | think I'm going to talk to
aybe talk to human resource folks or Title 1X.

Do you want to privately expl do you want a review, or an investigation? If you
want to keep things private, ma you talk to a confidential resource.

Scene on screen: Close etta, who addresses the camera directly

| decided to go tQ
what's best for ‘
info, but n

nseling center to talk about Dan, talk about my options, think about
a d Charlie stepped in and checked in. Paying attention, giving me
hat helped.

Choose What ens Next: Episode 3

Vi

Choo € What Happens Next: Episode 3.
Let’s take a look at what would happen if the characters follow your advice.

Scene on screen: Close up of Charlie, who addresses the camera directly
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Charlie: That was awkward. | didn't know if | should do anything. Netta seemed uncomfortable,
but Irene and Mike were there too, and they were closer than me. No, | should have
said something.

Scene on screen: Close up of Netta, who addresses the camera directly
Netta: Why wouldn't he leave me alone?

Scene on screen: Close up of Charlie, who addresses the camera directly

Charlie: | think I'll take a do over. %
Subtle Harassment . OQ
Interactivity text: 0\\

Subtle Harassment.

Subtle forms of harassment might be harder to spot, but some % shows that this type of
harassment might actually be more harmful. When it conffnues owg e, it can be especially
destructive.

Beyond the impact on the individual, subtle harass t has also been shown to have a strong,
negative effect on the entire workplace.

In fact, it is associated with decreased em xgeing and poorer job attitudes to an even

higher degree than overt harassment.

Microaggressions are a common tyjpe tle workplace harassment, and include intentional
or unintentional comments, atfiigide sy or MSults directed at a person based on their marginalized
identity.

Dig Deeper: Exam 0 rsectional Harassment

Interactivity Tg

Examples ional Harassment.

»

Identity is com yand many people identify with multiple, sometimes overlapping, groups
invce, ge, gender, or other identities. This is sometimes referred to as
“intg ghality.”

Here are some examples of how intersecting, marginalized identities can create new or stronger
forms of discrimination and harassment.

e Family and Religion
e Muslim women, especially those who wear hijab, report being questioned about their
intentions with regard to marriage and children. While this does happen to many women,
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it is more common for Muslim women because employers assume they’ll leave
employment soon after they’re married.

e Age and Disability

e Older adults with a disability may face increased workplace prejudice and harassment,
as both identities are often associated with fragility and lower capability.

e Veteran Status and Mental Disabilities

e Veterans with a mental disabilities may be subject to increased discrimination and
harassment, as both veterans and people with mental health conditions may fa
discrimination due to unfounded fears about being “unstable” or “unsafe.”

e Origin and Color
e Someone who is born outside the U.S. and also non-White may fa e |

harassment based on colorism and national origin, as both may K e t treat

that person as “other.”
Examples Opinions: Recognizing Harassment
Video script:
A man speaks directly to the camera.
Lower left hand corner of video, name appears: Ste Miranda, Global HR Business Executive

When it comes to harassment, the most imp
behavior, but it can span a range of behavi
other thing to remember is that harassme
organizations and staff need to beses
people.

remember is that it's not a specific
from the very subtle to the overt. The
erceived equally by all individuals. So both
are of the way that their actions impact other

What is Illegal Sexual Harassm
Interactivity Audio Sgrip
rm of discrimination under federal, state, and numerous local laws.

ever acceptable, and some states have specific legal guidance on what

What is lllegal Sexual Harassment?

Text under link:

Connecticut Law

Sexual Harassment
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Under Connecticut state law, sexual harassment includes harassment based on sex, including
pregnancy, childbirth, or child-bearing capacity or plans.

It's also illegal under state law to discriminate against or harass an employee because of their
gender identity or expression, sexual orientation, race, color, religious creed, age, marital status,
national origin, ancestry, mental disability, intellectual disability, learning disability, physical
disability, or genetic information.

Under state law, sexual harassment includes: %
e Unwelcome sexual advances or requests for sexual favors or any conductgf a
nature when:
1. submission to such conduct is made either explicitly or implic't@ condition
of an individual's employment,

2. submission to or rejection of such conduct by an individual is
employment decisions affecting such individual, or
efing with an individual's

3. such conduct has the purpose or effect of substantialjyig
work performance or creating an intimidating, ile %. ensive working

environment.

the basis for

Examples include:

¢ Unwelcome sexual advances 0\
e Suggestive or lewd remarks \
e Unwanted hugs, touches, kisses Q

¢ Requests for sexual favor

e Retaliation for complaining sexual harassment
e Derogatory or pornographi sters, cartoons or drawings
Harassment can occur n tter the sex or gender of the person engaging in the conduct or of
the target.
Skills Worksh
Video Script:
Skills=\/0rksh

@ shop, you will be practicing the skills of identifying the varying degrees and impact of
haraSsmeft, recognizing how harassment manifests, and working through barriers to
intervention.

Harassment and Abusive Conduct Have Consequences
Interactivity Audio Script:

Harassment and Abusive Conduct Have Consequences.
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Sexual harassment produces some obvious consequences, as well as other consequences that
manifest in ways that might be unexpected.

Select the arrows to learn more.
Interactivity Text:
[Carousel 1]: Impact on Mental Health.

Impact on Mental Health. %
Q

People who'’ve experienced sexual harassment are at a significantly greater risk

of experiencing anxiety and depression, and sometimes even post-traum@ic 3 % der

(PTSD). These mental health effects don'’t just happen in the moment— 3t for many
years after the initial harassment.

[Carousel 2]: Strain on Physical Health. \0

Strain on Physical Health. 0

Someone’s physical health can be impacted by harassmemt: cent study of over 300 women

high blood pressure and clinically poor sleep.

[Carousel 3]: Increased Risk of Workplacs.

Increased Risk of Workplace Accidentsg

Harassment can lead to an increa d% work accidents. When you're distracted, the risk of
injury is greater. While the ris aWbe [6Wer for people with office-based jobs, the risks are
much greater in other settings, su warehouses, construction sites, manufacturing plants, or
hospitals.

found that those who’ve experienced sexual harassr(tw gnificantly more likely to have

[Carousel 4]: HighWRatés @f Employee Turnover.
High Rates of urnover.

Sexual harassfent daccelerates employee turnover rates. In addition to those who leave after a
handled plaint, many people leave without ever filing a report. This is especially

po
co @ en people lack faith that their employer will respond effectively to a complaint.
[Car 8

of’5]: Decreased Productivity and Morale.

Decreased Productivity and Morale.

Abusive conduct (bullying that’s not based on sex or any other protected characteristic) has
negative consequences for productivity and morale. An estimated 48.6 million American
workers have been or are being bullied, and bullying affects approximately 79 million American
workers.
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The Spectrum of Potential Harassment
Interactivity Audio Script:
The Spectrum of Potential Harassment.

It's likely that you will be able to tell when overt harassment occurs and know when to intervene.
But when harassment is subtle, it's harder to determine whether to get involved.

Select each number to learn more.

Interactivity Text: Q
0\‘ >

[Hotspot 1]: Disparaging Comments Based on Stereotypes.

Disparaging Comments Based on Stereotypes. \

An employee sees a Latinx colleague yawning after lunch. Once th ¢employee is out of
earshot, she says to another colleague: “You know how those ed their siestas!”

[Hotspot 2]: Inappropriate Touch.

touches them on their leg and shoulder, see ‘emphasis.”
[Hotspot 3]: Insensitive Jokes.
Insensitive Jokes. @

An older employee asks ;é unge loyee for a reminder about how to log work hours. The

Inappropriate Touch. &)
During a meeting, a senior level staff membﬁ si se to a new employee and repeatedly

younger employee answ ut jokes the older one is “going senile.”

[Hotspot 4]: What%
What Are Yqu?

A biracial empl@yee is asked about her ethnic heritage far more often than her White colleagues
are

[H : Disproportionate Praise.
Disproportionate Praise.

A department head constantly tells a blind employee how “inspiring” he is for doing the same
tasks as other employees.

The Cutest

Interactivity Audio Script:
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The Cutest.

Even well-meaning people can sometimes get caught up in obstacles and miss important
moments to take action.

Select a response.
Interactivity Text:

You're in the cafeteria with two colleagues, Jessica and Kim, who is Asian. Jessica se 'S
phone background. It's a picture of her and her husband. Jessica says “Oooh, your

White? He’s good-looking! You two have to have lots of babies . . . half-Asian babi8g aréthe
cutest.” L S

[Question-Text]: \\
What should you do? \0
[Options]: 0

e Say nothing. Jessica is giving Kim a compliment, efides, Kim smiled.
e Intervene. Kim might have felt uncomfortable gbout Ica making comments about her
race, her husband’s appearance, or the pr: t of having children.
[Answer]: 6

Intervene. Kim might have felt uncomforta%)u Jessica making comments about her race,
her husband’s appearance, or thegr aving children.

[Feedback]:

[Feedback 1] v

Not Quite

Sometimes, e% frig intended as a compliment can be derogatory or make someone
e

uncomfort hey smile. Try again.

[Feedback 2]

Sometimes, even something intended as a compliment can be derogatory or make someone
uncomfortable, even if they smile.

The Bystander Effect
Interactivity Audio Script:

The Bystander Effect.
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The more people who witness an incident, the less likely it is that someone will intervene—that’s
the power of the Bystander Effect. It can happen for a few reasons.

Select each tab to learn more.
Interactivity Text:
[Tab 1]: Reason #1.

Reason #1.

Observing people who witness an incident but do not intervene can cause someo%sume

that the behavior is acceptable and they’re the only one who is uncomfortgbleo
[Tab 2]: Reason #2. \\
Reason #2. 0

When many people observe a potentially harmful or unprofessig itMation, individuals feel
less personal responsibility to intervene. They may assuffie that\it@’so many people around,
surely someone else will help.

[Tab 3]: Reason #3.

Reason #3. 0\

Bystanders often wait in confusion to see ifso e else will intervene. This is a natural
response, but it doesn’t mean the jmp n doesn’t need help.

Empowered to Intervene
Interactivity Audio Scri

Empowered to Int

Not everyone | confidence to intervene in problematic situations. That’s one

reason wh Al td cultivate an environment in which taking action is expected and
supported!

Se Spo

Int Text:

Priti and Chet are both new hires. During a meeting, Priti overhears Chet, who is 30, meeting a
colleague in their late sixties for the first time. Chet is talking to the older colleague using slow,
non-technical language, as if the older employee is altogether new to the workplace. Priti wants
to say something, but her mentor is in the room, too.

[Question-Text]:

Page 46 of 101 © Vector Solutions. All rights reserved.



What should she do?

[Options]:

e Ignore it. Priti doesn’t know how her mentor will interpret her intervention. Will she be
seen as a troublemaker or embarrass herself? Better to leave it to other people who
have been there longer.

e Say something. Maybe it'll be uncomfortable, but it’s the right thing to do—and wouldn’t
any reasonable mentor be supportive? %

[Answer]:

Say something. Maybe it'll be uncomfortable, but it's the right thing to dny

reasonable mentor be supportive?

[Feedback]: \0

[Feedback 1]

Not Quite %
Although ideally a more senior level employee woul eak up first, Priti should still speak up

and trust she’ll be supported. A delayed interventi Id also be effective in a situation like
this. Try again. \

[Feedback 2] ()

That's Right

Although ideally a more senior- I'@mployee would speak up first, Priti should still speak up
and trust she’ll be supported.

Pregnancy Questi

Interactivity A %

Pregnancy( Q %

Jusigaswyjth othefaspects of identity, medical information is personal and private. However,

SO @ people are curious and ask inappropriate questions.

SeleCasfEsponse.

Interactivity Text:

You overhear Adea talking to Lucy, who has recently announced she’s pregnant. Adea knows
that Lucy is married to a woman, Zaineb. “Wait . . .” Adea says. “So how did you get pregnant
then? Was it like a friend or a donor or something? Did you do IVF?”

[Question-Text]:
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What should you do?

[Options]:

Wait for Lucy to respond. You were kind of wondering, too!
Intervene. Those questions are a little invasive!

[Answer]:

Intervene. Those questions are a little invasive!

[Feedback 1]

Not Quite Q\

Feedback]: %
: \Oﬂ\

[Feedback 2]

It's inappropriate for Adea to ask a colleague invasive medical qi:fs y again.

That's Right

It's inappropriate for Adea to ask a colleague inv@%dical questions.

Interactivity Audio Script:

Summary \

Summary. @
In this section, you learned how t gnize different forms of harassment, the impact

harassment has on individ®als and the work environment, and the importance of your attitude
as an active bystan efly review.

Remember:

Hafas Q a significant impact on individuals and the learning

and wo vironment, even if it's subtle.

grounds or identities, and may also face additional barriers to intervening in
gblematic situations.

Well-meaning people can still cause harm. It’'s important to separate someone’s intention

from the impact of their actions, and share concerns even when the behavior is coming

from a friend.

If you're uncomfortable with a situation, it’s likely others will be too, and that they will

support you if you intervene. Most people underestimate how strongly their peers and

colleagues will support a person who intervenes.

me i iduals are more vulnerable to experiencing harassment due to their
C
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Congratulations!

You have now completed module Cultivating Attitudes and Identifying Harassment
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Taking Action Against Retaliation
Taking Action Against Retaliation

Video Script:

Taking Action Against Retaliation Seperator.

In this section, we’ll introduce you to the tools available to help you respond to harm, w er
potential or actual. These tools can apply to a broad range of misconduct in our learni

work environment. Q
Taking Action Against Retaliation * 0
Video script: \\
Taking Action Against Retaliation. \0

. a tion means getting

pething worse.

The third A in the three A’s of bystander intervention is acti
involved if a problematic situation arises, before it escal

some form of intervention. Like discrimination and hafassment, retaliation is a serious threat to

to maintain a positive environment in

Not every situation calls for the same approach, but % matic situation does call for

individuals and organizations that needs to
the workplace.

What Is Retaliation?

Video Script: @
What Is Retaliation?

¢ Requested an accommodation of a disability or for a religious practice

Cultivating a positive learning and work culture means supporting one another in taking action
against problematic actions and behaviors, including retaliation.

What Does Retaliation Look Like?

Interactivity Audio Script:
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What Does Retaliation Look Like?

As with discrimination, retaliatory behavior may be overt (for example, termination), or subtle
(for example, exclusion from workplace activities).

Select each number to learn more.
Interactivity Text:

[Tab 1]: Being denied a promotion, refusal to hire, separation from employer. %

This is a very serious form of retaliatory behavior, and possibly illegal, if any of the@

were done because someone engaged in legally protected activity. 0

[Tab 2]: Bad performance Review. \

This is a very serious form of retaliation, and possibly illegal, if an @hmgs were done
because someone engaged in legally protected activity.

[Tab 3]: Transfer to another location, increased wor Qe of shifts, hours, or
duties.

This is a very serious form of retaliation, and possiblydillegal, if any of these things were done
because someone engaged in legally protected

[Tab 4]: Exclusion from workplace activi

This is a less serious form of retaliatio
or networking maybe a violation, i
activity.

g someone from opportunities for collaboration
ddhe because someone engaged in legally protected

[Tab 5]: Subtle expressi@gs of disapproval or lack of good manners.

This is the a less sdffious f retaliation, and is unlikely to be a policy or legal violation.
However, thes aviars are still wrong, and deeply harmful to our learning and work culture.
Skills Wor

Video_Script:

S shop.

In this Workshop, you will be practicing the skills of recognizing retaliation, distinguishing
retaliation from reasonable actions, and identifying the proper channels to report misconduct in
the work environment.

Choose What Happens Next: Episode 4

Video script:
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Choose What Happens Next: Episode 4.

In the previous section, you helped our cast of characters navigate a tricky situation involving
potential harassment. Now, let’s revisit this group.

Sarah: Hi, James.
James: What can | help you with?

Sarah: | had planned to put Netta and Dan on a project to increase the departments pr@fi ut
this whole thing with them in the conference, she mentioned that she's seeking hewp
to is

counseling center for a situation. The last thing we need is drama and gossip. | ﬁf th

in the bud. L 2

James: Okay. \\
Sarah: I'm looking to transfer Netta to a different department, and\@you can help me. |
ackK t

don't want this to be a distraction for the department. We've go 0 being productive.
Choose What Happens Next: Episode 4 %‘6

Interactivity Audio Script:

Choose What Happens Next: Episode 4. \

characters involved?

Select aresponse. @

Interactivity Text:

Based on the video you just watched, Whi@G would be the best choice for the

[Question-Text]:

How should Ja spond to Sara's plan?

[Options]:

[option 1]

S @ ah by agreeing and help implement her plan.
[opti

Share that Netta is a valuable member of the department, and offer to informally check in with
her and Dan to help everyone move forward.

[option 3]

Point out that seeking help should be encouraged and explain that the plan could be perceived
as retaliation.
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Choose What Happens Next: Episode 4

Video script:

Choose What Happens Next: Episode 4.

Let’s take a look at what would happen if the characters follow your advice.
James: Yeah. Gossip can be destructive. I'll get on the process of moving her.

Sarah: It's just so frustrating. | mean, if she decides to report this, it could impact o @n.
| thought Netta was a team player.

Netta: Sarah had me transferred. | know it's because of the whole Dan thiﬁﬂ\@ir. If you

have a problem with someone, you are supposed to get help.

James: | feel really bad. By agreeing with Sarah, | fed into the id€e Néefia's interests aren't
as important as Dan and the department's, but that's not actual@ | k

Choose What Happens Next: Episode 4. \
Let’s take a look at what would happen if the@s follow your advice.

James: Dan and Netta are really great? dg@partment. Maybe if | just pulled Netta to the

Choose What Happens Next: Episode 4

Video script:

side and talk to her, maybe it'd be\ge eryone if she just didn't pursue it. I'm sure she
doesn't want to leave the departme

Sarah: All right. Let's givegit a shot. t want to get back on track.

Netta: So, Sarah s

James: That w@s aNRig migféke. | thought | could help, that | knew what was best for her. |
should havgsj % d her. Let me try again.

Choose What ens Next: Episode 4

Cho -- :hat Happens Next: Episode 4.

Let’s take a look at what would happen if the characters follow your advice.

get me to keep quiet. That's great. Real empowering.

James: Can | share a concern?

Sarah: Okay.
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James: I'm worried about I'll look if you move Netta for sharing a problem. Could it be seen as
retaliation? | mean, she has a right to make a report, and if the problem is gossip, maybe we
should have discussions or training about that.

Sarah: That's a very good point. Thank you.

Sarah: | almost made a big mistake. | have to let Netta make the decision that she feels best
with. There are other ways for us to get back on track, if need be. | am so glad that James felt
comfortable enough to tell me how he saw it.

How Common Are False Accusations? Q%
Interactivity Audio Script: . 0
How Common Are False Accusations? \\

Unlike those who report known or suspected illegal behavior, peo 0 Mrake deliberately
false accusations or file frivolous claims are not protected by IaD

Select a response. %

Interactivity Text:

[Alt-Text]: Q\
& ion.

Two employees standing together, having
[Question-Text]: G

How often do you think peqgle k @ make false accusations?
[Options]:

e All the time.
e Someti
e Rarely

[Answer]:

R

[Fe
[Feedback 1]
Not Quite

Not Quite
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You might be surprised to learn that intentionally false reports aren’t common, and frivolous
claims are almost nonexistent. According to a recent study, it is far more likely that troubling
behavior will go unreported than that someone will make an intentionally false report. Try again.

[Feedback 2]

You might be surprised to learn that intentionally false reports aren’t common, and frivolous
claims are almost nonexistent. According to a recent study, it is far more likely that troubling
behavior will go unreported than that someone will knowingly make a false report. Try %

[Feedback 3] Q
That's Right 'S 0

You might be surprised to learn that deliberately false reports aren’t co , apd frivolous
claims are almost nonexistent. According to a recent study, it is fxn% at troubling
ti

behavior will go unreported than that someone will make an inten e report.
Is It Retaliation?
Interactivity Audio Script:

Is It Retaliation?

Understanding retaliation means understan @rsection of legally protected activities
and adverse employment actions. Q
Select each number to learn mor %

Interactivity Text:

[Hotspot 1 - A]: Protect@d ActivitieS.

What the law calls c ivities” are actions that applicants, employees and former
employees havega right ffo take. These include things like opposing or reporting discrimination,
fi

complaint, resisting sexual advances and even trying to protect

filing or threate )
others.
[Hotspot 3-B verse Actions.

w @ calls “adverse actions” are actions that have a major impact on a person’s job,
; @f working conditions. These include some of the things we reviewed earlier, including
denying a promotion and giving someone a hegative performance review.

[Hotspot 2 - AB]: Protected Activities + Adverse Actions.

This overlap is where retaliation comes into play. When an employee, applicant, or even a
former employee faces an adverse action because they did something they had a right to do
(a legally protected activity), that's unlawful retaliation.

Page 55 of 101 © Vector Solutions. All rights reserved.



Hugging Hack
Interactivity Audio Script:
Hugging Hack.

When you have reason to believe that retaliation is occurring, it's important to know how to take
action.

Select a response. %

Interactivity Text:

Hallie’s supervisor James often asks Hallie if she “needs a hug.” She sa & e often
hugs her anyway. One day, Hallie’s coworker Sofia intervenes and tells at ‘enough is
enough.” James feels humiliated by the confrontation, feels he can no | e rk with Sofia,
and has her transferred to a different department.

[Question-Text]:
Sofia is considering the following actions. Which would b *[@ast* effective?

[Options]:

e Report to human resource professio 0\
o Report to James’s supervisor.

e Confront James about the transfer.Q
[Answer]:

Confront James about the transfer®

[Feedback]:

[Feedback 1]

Not Quite Q

Reporting to J ’s supervisor is a good option under these circumstances. Try again.

Reporting to James’s supervisor is a good option under these circumstances. Try again.
[Feedback 3]

That's Right
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This is probably not an effective action. When Sofia confronted James about his unwelcome
hugging, he responded by transferring her. There’s no reason to believe that confronting him
again about a different issue would work better.

How to Take Direct Action
Interactivity Audio Script:

How to Take Direct Action.

A direct action is a way to demonstrate strong disapproval about something. There@%
en@ on the

number of ways to take direct action or intervene, and the best one to choose wj
situation. Here are three to get you started.

Select each tab to learn more. \\
Interactivity Text: \0
[Tab 1]: Speak Up. 0

Speaking up can be powerful. If you feel comfortable doi

expressing disapproval) to either the person who is bghavi
who is experiencing the bad behavior.

[Tab 2]: Speak for Yourself. xg

It's usually best to speak for yourself, not f@r s ne else (do say: “I'm offended by what you
said to Julie” as opposed to: “Juligghe ed . ..”) “Swooping in” to “save” someone who
has the situation under control mayjin isempower the person experiencing harm.

[Tab 3]: Don't Participa

ppropriately or to the person

Non-participation, c e a clear expression of disapproval, sends a quiet but direct
message. Nonverbal cugs, ¥ clearly expressed (and usually accompanied by speaking up), can

send a strong e fthaPyou do not support the misconduct.
[Alt-Text]:

Video script:

If you have a concern in the workplace that someone in particular, somebody you really respect
or like or admire is actually someone who is engaging in harassment or disrespectful behavior,
that can seem like a really tough conversation and a really tough issue to tackle. But in fact
that's exactly the situation where we would want to step forward because you are a respected
friend of that individual. They may be more likely to listen to you when you raise your concern.
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Speaking to them as a peer for example, or speaking to them in a way that says, "l really
respect and admire you, but | was concerned when | saw this happen,” can really go a long way
and will increase the likelihood that they'll receive that feedback and take it to heart.

You start by letting them know how much you care about them and how much you want for
them to be a part of your life or you want to keep working with them in ways that are great for
both of you. And that is the context of the concern that you're bringing to them. And then naming
the behavior that you're seeing as clearly and as carefully as you possibly can. Let them know
what it is that you're seeing and then in as nonjudgmental terms as possible, let them Khowawhy
it is that you're concerned and what you're worried about, both for the person who t e
subject of their actions and for them as well. And let them know that you're there to%gelp%and
that you'd like to help them get support. TS 6

Other Ways to Take Action

Interactivity Audio Script: \0

Other Ways to Take Action.
Sometimes taking direct action isn’t right for the situation%ting, delegating and delaying
nd

are three other intervention techniques you can use whe action isn’t an option.

Select each topic to learn more.

Interactivity Text: \0
[Tab 1]: Distract. %Q
Distract.

Distracting someone allows you to se a tough situation. It can also be a helpful way to gain
more time to seek help fr ers. Some ways you can employ distraction are:

e Asking the persdnh engaging in harassment for the time, or interrupting and changing the

meeétingl Once you’re alone with the person, offer them support and admit that you just
excuse to get them out of the situation.

Delegate.

Delegating allows you to reach out for support when you need it. It calls on power and safety in
numbers, or for help from someone with more authority or social pull. Some ways you can
employ delegation are:

e Asking your colleagues how they feel about the situation and for help intervening.
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e Seeking advice from someone you trust if you’re unsure whether the concerning
behavior is bad enough to report.

e Reporting misconduct to human resource professionals.

e Calling security or dialing 911 if you feel a situation is unsafe.

[Tab 3]: Delay.
Delay.

Delaying offers support to someone who experienced harm after an incident. It is a for
times when in-the-moment interventions are impractical or might do more harm thah g
Some ways you can employ delaying are:

O
Asking them if what just happened made them uncomfortable. \
Expressing concern.
Going with them to report the incident.
Offering to corroborate their version of events if you WitrG incident.
[Alt-Text]: %
Three colleagues standing together listening to their sgpervisas

Dig Deeper: Perspectives: Turning Mistakes iQ ning Moments

Video script:
A man speaks directly to the camera. Q

e@ars: Ed

| always want to know if there's something that I've done that's wrong. | need to know about it. |
make mistakes. Other pe ake mistakes, and the important thing is that we try to learn from
our mistakes and b@ cols f what it is we're doing and how we're doing it.

A person spea tI the camera.

Lower left-gand cotmer of video, name appears: Nancy

Lower left-hand corner of vid

I gn

es to language. | remember going off to college for the first time. | was making a
jok sed the word retarded. | remember someone stopping in their tracks and telling me
that they didn't appreciate the language that | use, especially since they had a family member
who identified as having different abilities and that it was a really hurtful word. And | think it was
a moment where | had to really put myself and my pride aside to really listen, and engage, and
understand why it was hurtful, what impact it has on the community, and what | could do moving
forward. It wasn't enough to apologize for it, but to make the decision that that wasn't a word
that | was going to use in my language again. We hear phrases all the time like that's so gay or
retarded or you know different things that are really impactful and hurtful towards other people.

g UPNN a small community, one that may have not been the most inclusive, especially
- Co
EnAl 10
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That was one of the first learning moments for me to think about identity with recognition that,
yeah, | have one marginalized identity, but | also have privilege in my other identities. | can
harm people with those. And so that was a really good learning moment.

A person speaks directly to the camera.
Lower left-hand corner of video, name appears: Cassie

I think getting feedback is a gift, honestly and if someone can, and is willing, to give it tog@u,
that is so generous of them. 6

Close Call

® Q
Interactivity Audio Script: \0
Close Call. \

We have reviewed several instances in which it would be appropgig e direct action. Now,
let's examine a situation in which another technique may p @ ate.

Select a response.
Interactivity Text:

You sit near Heidi, and for the past week yo
times. He often hovers over her shoulder wji
thought you saw David rubbing her back

[Question-Text]: @

What should you do?

avid come over to talk to her several
KIAG to her quietly. You're not sure, but you

[Options]:

. re fiot positive you saw David rubbing Heidi's back.
0] xually harassing Heidi.

de when David isn’t around, and ask if she feels uncomfortable with

[A

Tak aside when David isn’t around, and ask if she feels uncomfortable with David’s
behavior.

[Feedback]:
[Feedback 1]

Not Quite
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Not quite. You don’t have to be certain that potentially concerning behavior crosses the line
before taking action. You saw David stand close to and hover over Heidi, which also could make
her uncomfortable. It's usually better to do something than nothing. Try again.

[Feedback 2]

Not Quite

by the target, and it's hard to tell whether this particular behavior was unwelcome. Als
confronting David in this way may cause the situation to escalate. Another approa@

better. Try again.
O
[Feedback 3] \\

Not quite. First, remember that for something to be sexual harassment, it must be unw me
ly
e

That's Right
This is an example of the “delay” intervention tool. Taking this agtitg s Heidi that you
support her if she’s uncomfortable with David’s behavior 0 % 5 the door to further

dialogue in case she needs support in the future.

Legal Penalties and Remedies \
Interactivity Audio Script: 0
Legal Penalties and Remedies. \

Employees who commit harassment, ' ion or retaliation can be subject to discipline,
including separation from their em legal consequences. There are also remedies for
illegal conduct afforded by the

Select each topic to lea ore.
Interactivity Text: (»
[Tab 1]: Penal%
Penalties (»
apt hafms both individuals and the entire work environment. In addition to holding

@ esponsible, some states' laws also hold individuals responsible. They may face legal
i d penalties.

[Tab 2]: Enforcement.
Enforcement.

There are federal, state, or local enforcement agencies that enforce anti-discrimination laws.
Workers may seek remedies internally; through federal, state or local enforcement agencies; or
through civil action. The agency that enforces federal laws prohibiting discrimination against job
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applicants and employees is the U.S. Equal Employment Opportunity Commission (EEOC), and
the U.S. Department of Education's Office for Civil Rights (OCR) enforces federal civil rights
laws that prohibit discrimination, harassment, and retaliation in education programs or activities
that receive federal financial assistance.

Employers may not retaliate against someone for reporting unlawful discrimination and
harassment to the EEOC or OCR, and the EEOC may pursue legal remedies on the person’s
behalf or grant them permission to file a lawsuit.

[Tab 3]: Remedies. Q%

person may sometimes be fired, but not always. The goal is always to ure harm. If

Remedies.
A9
Anyone found responsible for discrimination or harassment will be disci% sponsible
t

misconduct continues, the discipline will escalate. \

There are also legal remedies for illegal conduct that a court or pute resolution forum
may impose if a legal claim is filed. For example, worker, 0 nce discrimination or
harassment may be awarded lost employment opportuni r Benefits, such as being hired or
promoted, given a raise that was denied, or provided ith r able accommodations.
Summary 0

Video Script: \

Summary. @9

In this section, you learned algut togls trategies to help you respond to broad range of
situations that involve actual or jal harm in the work environment. Let’s do a brief review:

e Retaliation, discri ion, and harassment are some of the most egregious forms of

workplace nfisc .
o guany Stragegies you can use to intervene when you see problematic behavior

armful or problematic situations helps build a positive,
, and respectful work environment that’s free from retaliation, harassment,
ination—a work environment that you feel good about and are motivated to
ribute to.

Congratulations!

You have now completed the module Taking Action Against Retaliation.
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Building Supportive Communities
Building Supportive Communities
Video Script:

Building Supportive Communities.

Explore the support, opportunities and responsibilities included under the Clery Act and gitle 1X.
Building Supportive Communities

Video Script:

’ OQ
Building Supportive Communities. \\
In this part of the course, you’re going to: 0

0 @ pleyees and students by
raising awareness of how to prevent, identify an diffegent types of sexual

harassment, including sexual assault, relationshi enge, and stalking.
e Review our institution's responsibilities underﬁl wefrederal law that prohibits
in

e Focus on the important role that you play in protectin

discrimination based on sex or gender ster g, including the following types of

sexual harassment:
o Rape and sexual assault \
Relationship violence

o]

o Stalking that is based

o Unwelcome condu sis of sex that is severe, pervasive, and objectively
offensive, cre a \hostife environment" that effectively denies a person equal

access to an educa rogram or activity
e Aninstitution's em& conditioning a grade or other educational benefit or service on

an individu 0 unwelcome sexual conduct (called "quid pro quo")
Title IX

Title IX apgliesye ss of a person's sex, gender identity, or sexual orientation, and prohibits
sex discrimina including discrimination based on pregnancy, childbirth or related
congd — afd sexual harassment specifically in the context of educational programs or

ac ainst persons located in the U.S.

Buildilmg Supportive Communities
Video Script:
Building Supportive Communities.

One of the major roles you will play in creating a safe and healthy higher education community
is being an active bystander.
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Narrator: When a higher education environment is positive and professional, everyone benefits.
No matter your role, you have a unique chance to make a difference for individuals and for the
community. Learning to spot problems and take appropriate action is critical for creating
educational spaces free from discrimination and harassment. It's also central to building
communities where everyone understands that stalking, dating, and intimate partner violence as
well as sexual violence are completely unacceptable. Whether or not your role is student facing,
you may have responsibilities to ensure that everyone has equitable access to employment or
educational opportunities. Next, we'll focus on how sexual assault, intimate partner violegge and
stalking can impact our campus and resources available to support those who experie%m.
We'll apply what we've learned about awareness, attitude, and action. And practic, t
respond when a student or a colleague turns to you for help so that you are w red to
make a positive impact on your campus. * Eb

The 3 A’s of Bystander Intervention \\
Interactivity Audio Script: \0

The 3 A’s of Bystander Intervention.
Part of your role in creating a safe educational and workplace culture is to understand when and

how to intervene.

Select each tab to learn more. 0\
Interactivity text: \

[Tab 1]: Tab 1. QC)
Awareness.

ening around you and your colleagues in the workplace and the
and assessing your environment is the first step to being an
bystander.

Be conscious of what is
learning community. Eval
active, rather than assi

[Tab 2]: Tab 2!

Attitudes.

g a réspectful, equitable environment means actively modeling the attitude that
on, harassment, and retaliation have no place in the work and learning environment.

[Tab 3]: Tab 3.
Action.

You have the power to act, whether by intervening directly or by reaching out to others. If you
are uncomfortable intervening directly, you can still make a difference by informing someone
who is equipped to help address the situation.
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[Alt-Text]:

A student and a professor are talking.
Building Positive Relationships
Video Script:

Building Positive Relationships.

Building relationships that are based on respect is one of the key elements of a posii orking
and learning community. This is extremely important in higher education, where rél@tionghips
and authority structures can be difficult to navigate and define. . @

, staff-

faculty, staff-students, to name just a few.
The hierarchies within those groups can create perceived barriers jorgthat allow disrespect
to flourish, even though most people in the community would r K'and learn in a

respectful environment.
Reflecting on Relationships

Interactivity audio script: \
Reflecting on Relationships. 0

Before moving on, please take a moment @ consider a relationship you have developed or hope
to develop at your institution. Congide @ tiom&hips with different dynamics, such as faculty-
student, student-student, faculty-staff, @d the others we reviewed previously.

Many unique relationships exist in higher education: faculty-student, stu%

e What are some indicators t he relationship is positive?
e What are some in tars that it is not harmful?

e Do thosein r s the dynamics differ, or are they consistent across the board?
Healthy Relati DS
Interactiv ript:
He

2 Relati hips.

@ ows that healthy relationships both at home and at work enhance well-being, foster
greatems€curity and encourage better decision-making. While successful relationships can take
many forms, they typically share similar characteristics.

Select the arrows to learn more.
Interactivity text:

[Carousel 1]: Carousel 1.
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Respect.

Accepting others for who they are, even when you may not agree with what they believe or
value.

[Carousel 2]: Carousel 2.
Trust.

Having confidence in the compassion and reliability of others, so that accountability is %
present.

[Carousel 3]: Carousel 3. . OQ
Collaboration. \\

Working together toward a common goal. People always accomp\@hen they are all

looking in the same direction.

[Carousel 4]: Carousel 4. 0

Communication. %

Exchanging thoughts and ideas in an honest andG%anner; speaking up for yourself while
respecting the right of others to do the sam

[Carousel 5]: Carousel 5. Qe\

Positivity.

Cultivating a positive outlook t uild and maintain a respectful, equitable environment.

Unhealthy Relationship

Interactivity AudiogSc

Unhealthy % i

Relationship a happens when one intimate partner coerces and controls the other. It tends
to g8 e oveWtime, and is often part of a larger pattern of dominance. There are a few key
ch ics everyone should understand about relationship abuse.

Selectthe arrows to learn more.
Interactivity text:
[Carousel 1]: Carousel 1.

It has a serious impact.
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Intimate partner violence has a serious, negative impact on people we know well or work with
and on our entire community. It's important to recognize it so you're prepared to help.

[Carousel 2]: Carousel 2.
It's not just physical.

Relationship abuse, which also includes domestic violence and dating violence, consists of
more than physical harm. A person who is abusing someone often seeks to maintain p rand

control in other ways, some of which are subtle and difficult to identify—even to the pe
being abused. 6

It may manifest in unexpected ways. \\

rmal, be agitated
enjoyed, or withdraw
or more begin to occur,

[Carousel 3]: Carousel 3. *
n

A colleague or student who is experiencing abuse may act differe
or aggressive, seem jumpy or on guard, lose interest in activitieg
from people. These behaviors don’t always indicate abusg®ut
you may want to say something.

Forms of Relationship Abuse

Interactivity Audio Script: \0\

Forms of Relationship Abuse.

Relationship abuse manifests ways. These means of exerting power and
control over another person often oVerlaysehd are often perpetrated at the same time.
Select each card to learngqore.

Interactivity text:
[Carousel 1]: | %
Pressuringfa % cut off ties with family, friends, colleagues and students.

[Caretsgl 2]: tional.

@ artner feel bad about themselves or unworthy of being treated well.
[Carousel 3]: Financial.

Interfering with or jeopardizing a partner’s job, preventing them from obtaining employment, or
withholding financial information or access to shared assets in order to keep a person financially
dependent.

[Carousel 4]: Physical.
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Threatening assault or actually acting on those threats in a physically violent way. This may
include slapping, hitting, punching, kicking, or assaults involving weapons such as blunt objects,
knives, or guns.

[Carousel 5]: Sexual.
Forcing a partner to engage in unwanted sexual activity without their explicit consent.

[Carousel 6]: Academic.

Deliberately starting an argument before an exam, project deadline, or presentatio&

preventing a partner from attending class or department events.

A g
Dig Deeper: Ask an Expert: Graduate Student Considerations \\0

Video Script:

Director

Lower left hand corner of video, name appears: Mickey Irizarry,@\gotion Center

One trend that we noticed amongst graduate students is hay tend to experience higher
levels of dating violence or unhealthy relationship dynamics! er than sexual assault or
sexual violence, which we see more often in the u d%duate population.

Dating violence in graduate students can be ick up on compared to acute trauma of
sexual violence, because the signs are ha t e.

Some red flags that you might notjce i orking with a student who is experiencing an
unhealthy relationship or dating violen ht be things like they are constantly checking their

phone, and having to like repo they are, what time they will be back, what time they're
leaving.

If you start to notic
property, or in th

er shows up unexpectedly in the building, or on the campus
at student, that might be a sign that they are having tabs kind of
el on edge about having to stay late for extra projects.

officefof

g’around financial stress and financial abuse. So if they are worried about
to spen ney or having to get permission to use money or different funds, or if they
aryYperson paying for everything, they might be more on edge about having to do

Skills Workshop3
Interactivity Audio Script:
Skills Workshop.

In this workshop, you’ll refine your ability to be alert and aware, and to intervene when
appropriate.
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Signs of Struggle
Interactivity Audio Script:
Signs of Struggle.

Troubling situations in the work environment always call for sensitivity, but sometimes also
require specific responses. Take a moment to practice your ability to respond with sensitivity in
a challenging situation.

Select aresponse. %
Interactivity text: . Q
Niamh’s work-study job is as an administrative assistant at the Registrar% e has

missed several days of work and returns to work with a nasty cut on her¥ig. seems anxious
and tells Igra, her boss, that she can’t stay late to catch up on her Iqiedis concerned that

Niamh might be in some kind of trouble. 0
Is Igra’s concern for Niamh warranted?
Yes, Igra is right to be concerned.

No, Igra is assuming too much and should not in@.

I’'m not sure. Q\

[Question-Text]:

Is Igra’s concern for Niamh WQ
[Options]:

Yes, Igra is right to n .
No, Igra is ass to h and should not interfere.
I'm not surg€.

[An

Ye g/right to be concerned.
[Correct Feedback 1]:
That's Right.

Igra is observant enough to note that Niamh may be in some kind of trouble. Expressing
concern for a student or colleague is always acceptable.

[Incorrect Feedback 2]:
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Not Quite.

It's a supportive gesture to share your concern in a nonjudgmental way when you think a
colleague or student may be in some kind of trouble. Try again.

[Incorrect Feedback 3]:
Not Quite.

It can be hard to know what is really going on, but expressing concern in a nonjudgme y
shows Niamh that Igra cares about her. If Niamh is in an unsafe situation, she will orgdikely
to turn to Igra for help now or in the future. Try again.

Registering Concern ’\0
Interactivity Audio Script: 0\

Registering Concern. \

Igra noticed potential signs that Niamh may be in some % and registered concern.
In the scenario, this situation continues.

Select aresponse.

Interactivity text: 0\

Igra worries that Niamh may be in an abusive r nship, but isn’t sure how to offer help,
especially because Niamh has a child and she doesn’t want to place her or her child
in further danger. Igra wants to reagh afid express her concerns in a non-threatening way.

Which of the following would be

“I noticed the cut on your t week, and that you’ve been off work more often than usual.
You looked upset % er the conference call today. Is there anything | can do to

best response?

help?”

“I've notic ad trouble meeting your deadlines lately. Can we talk about how to
manage your workload?”

“l rned about you. You seem isolated and afraid. Are you OK? Did Karl do that to your
lip* Ip?"

[Question-Text]:
Which of the following would be Igra’s best response?

[Options]:
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“I noticed the cut on your lip last week, and that you've been off work more often than usual.
You looked upset and worried after the conference call today. Is there anything | can do to
help?”

“I've noticed that you’ve had trouble meeting your deadlines lately. Can we talk about how to
manage your workload?”

‘I am concerned about you. You seem isolated and afraid. Are you OK? Did Karl do that to your
lip? Can | help?“ %
[Correct Answer]: Q

“I noticed the cut on your lip last week, and that you’ve been off work more oft sual.
You looked upset and worried after the conference call today. Is there a\ do to

help?”

[Correct Feedback 1]: \0

That’s Right. 0

This is a good place for Igra to start. By referencing her @ instead of making
notiCed s

assumptions, Igra communicates to Niamh that she omething is troubling her, and
offers a non-confrontational expression of care. 0

[Incorrect Feedback 2]: \

Not Quite.

While discussing a neutral topic lik@&w! rformance is another way for Igra to address her
concerns with Niamh, it may h&r anxious about her job in addition to the personal issues
she is experiencing. A cle@r non-ju ental reflection of what Igra has noticed and an
expression of concern mal better approach. Try again.

[Incorrect Feedback 3
Not Quite.

Here, Igra asksiNi@mh more directly if she is a target of abuse. While this is a safe and non-
thredtenimg wayfor her to express concern, if Igra offers more specific information about why
erned, Niamh may be more likely to avoid the question, and hide the abuse. Try

A Disturbing Disclosure
Interactivity Audio Script:

A Disturbing Disclosure.
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Igra asked Niamh about the potential signs of abuse that she noticed in a kind, non-
confrontational manner. In the scenario, this situation continues.

Select aresponse.
Interactivity text:

After Igra reached out, Niamh explained that she was just tired from classes and taking care of

her daughter as a single mother.
But one week later, Igra is walking across the quad and sees Niamh on a bench, %&
lo

heatedly and crying into her phone. “No, that's not what | said!” Niamh hangs u at
Igra, looking anxious and upset. . 6

Igra sits down next to her and asks if she is OK. \\

Niamh replies, “Honestly, no. | knew my boyfriend could sometime littke possessive, but

threatening to embarrass me at work or worse if | don'’t. | his accusations or

he’s out of control—making me call him every hour, accusing n@ ating on him, and
't

threats anymore.”

What should be Igra’s first response to Niamh'’s discﬁe?

“What about your daughter, are you worried gbo re you sure that she is safe?”

“No one deserves to be harassed by their n e can put you in touch with people who can
help if you need that.”

“What you're sharing is really conc&nifg togme, Niamh. Because of my role on campus, | do
have reporting responsibilities, also here to help. If you would prefer to talk about your
options with someone wh@, can keepYour experience confidential, | can connect you to them as

well.”

[Question-Text]: (»

What shou gra’Sifirst response to Niamh'’s disclosure?
[Options]:

help if you need that.”

“What you're sharing is really concerning to me, Niamh. Because of my role on campus, | do
have reporting responsibilities, but I'm also here to help. If you would prefer to talk about your
options with someone who can keep your experience confidential, | can connect you to them as
well.”
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[Correct Answer]:

“What you're sharing is really concerning to me, Niamh. Because of my role on campus, | do
have reporting responsibilities, but I'm also here to help. If you would prefer to talk about your
options with someone who can keep your experience confidential, | can connect you to them as
well.”

[Feedback 1]:

Not Quite. It's thoughtful of Igra to show care for Niamh’s family, but she needs to dire%
address the situation Niamh is facing. Try again.

[Feedback 2]: L 3

Not Quite. It's good of Igra to offer resources to help, but this shouldn’t %{irst response.

Try again.
[Feedback 3]: 0\
That’s Right

intimate partner violence to the Title IX Coordinato 0 can tell her about institutional

Igra should inform Niamh about confidential resourc<&that vailable and how to report
resources and supportive measures that can, hel @

Federal and State Laws: Dating and Do tl olence

Interactivity Audio Script: %
Federal and State Laws: D%e and Domestic Violence.

It's important to be aware\@f federal and state laws defining dating violence and domestic

violence.
Explore federal (S% definitions below.

Interactivi

st view state's laws before continuing, using the dropdown below. If you are
ou €an compare it to other states by selecting another state from the dropdown

[View your state laws]
[Dropdown: Select State]
[Explore federal law definitions using the link below.]

[Link: View federal laws]
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Skills Workshop Review: Relationships

Interactivity Audio Script:

Skills Workshop Review: Relationships.

Now that you’ve practiced identifying signs of relationship abuse, let’'s do a brief review.
Remember:

¢ Healthy relationships form the basis of a positive working and learning envir
e Some of your colleagues or students, or you yourself, may be in unhealth
dating relationships, experiencing relationship abuse—whether physic

emotionally controlling, or both. x
e There are many reasons why relationship abuse stays private, N izing the signs
of abuse is the first step toward getting help.
Consent 0

Interactivity audio script: %

Consent.

Consent is a vital part of open communication. B%&r and open about your values and
what you want and don’t want helps others k& ou are and what matters to you.
Select each topic to learn more.

Interactivity text: @

[Tab 1]: Consent.

Consent is when someon "yes,” gives permission, or clearly agrees, through a mutual
understanding of w@rdsYor @Ctions to a specific sexual activity. Sexual assault occurs when one
cons

person does n t, or the other person does not get consent during the activity.

[Tab 2]: 1

e given if a person is mentally or physically incapacitated. This could be
du se Of alcohol and/or other drugs, or due to a mental or physical condition.
Fu , Silence, passivity, or lack of resistance do not imply consent.

[Tab 3]: Coercion.

A person CANNOT consent to sexual activity f they are coerced in any way or pressured to do
something they do not want or agree to. Coercion occurs when a person intimidates, tricks,
forces, or manipulates someone into engaging in sexual activity. The person may also use
threats of violence or blackmail, or try to exert their power or authority.

State Law: Consent
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Interactivity text:

State Laws: Consent.

It's important to be aware of state laws defining consent.
Explore state law definitions below.

Interactivity Text:

You must view your state's laws before continuing, using the dropdown below. If yo
interested, you can compare it to other states by selecting another state from the @gop n

menu. . 0
[View your state’s laws] \\
[Dropdown: Select State] \0

Absence of Consent

Video script: % :

Absence of Consent.
When consent is not given, a person is impoging @
without their agreement, and this could vioI i

both.
I {on — occurs when someone purposely uses
ic8 t sure, intimidate, or otherwise make someone

hes and needs on another person
o0ol's policies or state criminal laws, or

The absence of consent — or se
physical force or manipulativ
engage in an unwanted sexual a

[Alt-Text]: v

at allapgtop computer with their hands on the keyboard. Another person is
er first person’s hands.

Federal ar% aws: Sexual Assault
Int Ny A¥dio Script:

Fe d State Laws: Sexual Assault.

It's important to be aware of federal and state laws defining sexual assault.
Explore federal and state law definitions below.

Interactivity Text:

Page 75 of 101 © Vector Solutions. All rights reserved.



You must view your state's laws before continuing, using the dropdown below. If you are
interested, you can compare it to other states by selecting another state from the dropdown
menu.

[View your state laws]
[Dropdown: Select State]

[Explore federal law definitions using the link below.]

[Link: View federal laws] %
Sexual Assault and Your Response . 0

Video script: \\

Sexual Assault and Your Response. 0

It is never acceptable to use physical force, threats, intimidatio % coercive tactics to
make someone engage in sexual activity—furthermore, griminalNawg’and institutional policies
prohibit such behavior.

Your supportive response to someone who shares affiexperience of harm can make a positive
difference in their healing process. It's an opport ou to express your values and
empathy through your actions.

Giving your full attention and truly Iistenin{rexr ortant communication skills at any time, and
S

they’re especially helpful for supp ti% 0 have been sexually assaulted or abused.
Understanding the ImpactsagJ rafim

Interactivity Audio Scri

Understanding thegllmpa Trauma.

Understanding g
to trauma
terms with @&n exper

ways researchers have identified that the brain and body may react
to offer a caring and informed response. It may also help you come to
nce of your own.

of effécts highlighted here may be caused by many forms of trauma, including trauma
\ngfir@m witnessing violence, surviving violent or sexual crimes, experiencing social

Peing in an accident, or having combat experience.

Select each topic to learn more.
Interactivity text:

[Tab 1]: Memory.
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A person who experiences trauma may hesitate when remembering an event, or remember only
details like smells, sounds, or what something felt or looked like. They may also have accurate,
but fragmented, memories and not be able to recall details in a linear fashion.

[Tab 2]: Emotions.

During a traumatic experience, the person's body may release opiates to block physical and
emotional pain. These neurobiological effects can't be controlled and may contribute to
unexpected emotional reactions. For example, a person may not cry, or they could ex nce

extreme emotional feelings (e.g., laughter, fear, or rage) while recalling an incident.Q

[Tab 3]: Physical Response.
L J

A person’s physical response to trauma can also be significantly impact iological
factors. Tonic immobility (or trauma-induced paralysis) is an autonomic response that
causes the body to freeze in situations that provoke extreme fear %or escaping is not
possible for someone experiencing this, because they do not ha'x ver their muscle
response. 6

[Tab 4]: Recovery.

Just as each person’s experience is unique, their re@@very process is as well. It may be
influenced by multiple factors, such as their idenffeSang their familiarity with or relation to the
person who harmed them. Another influence @ ry is how someone expects important

individuals in their lives to react and how t C e may define or react to their experience.
Despite these unique elements, there mnjon reactions that many people share.
Skills Workshop @

Interactivity text:

Skills Workshop.

In this worksho Il Practice identifying trauma reactions, responding to issues and reporting.

Raising Q

Interactivity A

Ra @ estions.

Sometiffies problems may come to your attention through non-traditional means. In the following
scenario, a professor is teaching an online class and is having a difficult discussion with one of
his students via video chat.

Script:

Select a response.

Interactivity text:
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Dr. Lutz, is video chatting with one of his students, Mei, who asks, regarding an assignment,
when to use terms like “sexual assault” and “rape,” and whether the two are interchangeabile.
She goes on to say that part of her confusion arises from an unreported incident that happened
on campus.

What advice would you give Dr. Lutz?

He should first address the incident by thanking Mei for sharing this, telling her that he wants to
help, and offering to connect her with support and confidential resources that are avalil on-
campus or in the community. Dr. Lutz should also follow any other reporting or resp, %
procedures set forth by his institution.

He should not respond to Mei, but address the incident she mentions wi hion, since

he has to fulfill his duty to report.

He should respond to the student but only address her academic ionYAfterwards, he
should report the incident to the institution's Title IX coordinatoré t rm Mei of that
decision.

[Question-Text]:

What advice would you give Dr. Lutz?

[Options]: @
in

He should first address the incident by th i for sharing this, telling her that he wants to
help, and offering to connect her with d confidential resources that are available on-
campus or in the community. Dr. L tz@i also follow any other reporting or response

procedures set forth by his insi

He should not respond toWei, but address the incident she mentions with the institution, since
he has to fulfill his dufiato

He should resp o the sfudent but only address her academic question. Afterwards, he
should report t ento the institution's Title IX coordinator, but not inform Mei of that
decision.

[Co Ans

rst address the incident by thanking Mei for sharing this, telling her that he wants to
help™andsOffering to connect her with support and and confidential resources that are available
on- campus or in the community. Dr. Lutz should also follow any other reporting or response
procedures set forth by his institution.

[Correct Feedback 1]:
That's Right.

Mei has raised a serious incident, and Dr. Lutz needs to directly address it.
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[Incorrect Feedback 2]:
Not Quite.

Although in a situation such as this, it would be easier to simply pass the information on to the
institution's Title IX coordinator, Dr. Lutz should respond directly to the student as well as follow
any other reporting or response procedures set forth by his institution. Try again.

[Incorrect Feedback 3]:

Not Quite. %
In this situation, Mei raised a serious incident. In addition to following any gepqftingoRgesponse
procedures set forth by his institution, Dr. Lutz should also let Mei know % and
confidential resources are available for her. Try again.

Doctor’s Duty \0

Interactivity audio script: 0

Doctor’s Duty. %

Mei has just told Dr. Lutz that an unreported incident@ccurred on campus, and Dr. Lutz wants to
respond appropriately.

Select a response. Q\O

Interactivity text: %
As Dr. Lutz responds to Mei, e haSyso ecisions to make about what he should say.

Which of the following is best rep

“In order to respon i tion appropriately, | would have to know more about what
happened.”

"Confidenti re available to explain your options, and if you decide to report the
incident, thig saho itle IX Coordinator can provide supportive measures to you.”

“A early§fid not intend to report this, | will forget we ever had this conversation.”

[Q ext]:

Which of the following is the best reply?
[Options]:

“In order to respond to this situation appropriately, | would have to know more about what
happened.”
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"Confidential resources are available to explain your options, and if you decide to report the
incident, the school’s Title IX Coordinator can provide supportive measures to you.”

“As you clearly did not intend to report this, | will forget we ever had this conversation.”
[Answer]:

"Confidential resources are available to explain your options, and if you decide to report the
incident, the school’s Title IX Coordinator can provide supportive measures to you.” %

[Feedback 1]: Q
Not Quite. . Q

While it's important that Dr. Lutz assures Mei that there are support and N resources
available for her, it is not his place to try to gather more informatign aboUit. faculty
member, performing an investigation of any kind is not his responsSigility, T@»again.
[Feedback 2]: 0

That's Right.

Dr. Lutz should encourage Mei to seek support and povide contact information for confidential
resources that are available on or off campus, ar@ school's Title IX Coordinator.

[Feedback 3]: \

Not Quite. %Q

Not quite. Even if the studentgdid nokin to disclose the incident, Dr. Lutz should encourage
Mei to seek support and offer to ct her with confidential resources that are available on or

off campus. He should als@follow any response or reporting procedures expected of him by the
institution. Try agai

Just the Facts
Interactivi ipt:

Just the Fact

oken to Mei, Dr. Lutz begins writing an email to his institution’s Title IX coordinator.
Select@response.

Interactivity text:

Dear Hilo,

This is Alan Lutz from the Anthropology Department. One of my online students inadvertently
told me about an unreported incident on campus. Please note that the student was not intending
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to make a report, but | wanted to confirm whether or not | am required to report this incident to
you under our school's policies and any other responsibilities | may have in this situation.

What else, if anything, should he add to his email?

Dr. Lutz should tell the Title IX coordinator both what happened and his impressions of the
situation: Dear Hilo, This is Alan Lutz from the Anthropology Department. One of my students
inadvertently told me about an unreported incident. Knowing this student, | think that she...

Dr. Lutz should tell the Title IX coordinator that an incident occurred, but protect Mei’s % to
the greatest extent possible: Dear Hilo, This is Alan Lutz from the Anthropology Dgpa
One of my students inadvertently told me about an unreported incident. That i n disclose
without violating the student’s trust... ¢ 6

Dr. Lutz doesn’t need to add anything unless required to do so under thgs policies.

[Question-Text]:

What else, if anything, should he add to his email? %O

[Options]:

Dr. Lutz should tell the Title IX coordinator both w ppened and his impressions of the
situation: Dear Hilo, This is Alan Lutz from the A gy Department. One of my students
inadvertently told me about an unreported in wing this student, | think that she...

Dr. Lutz should tell the Title IX coordin r@n incident occurred, but protect Mei’s identity to
the greatest extent possible: Dea i|%l lan Lutz from the Anthropology Department.
One of my students inadvertegtly t out an unreported incident. That is all | can disclose
without violating the student’s tr

Dr. Lutz doesn’t need to ything unless required to do so under the school's policies.

anything unless required to do so under the school's policies.

[Feedback 2]:

Not Quite. Dr. Lutz became aware of an incident of sexual misconduct that was not intended to
be reported. While Title IX does not require him to make a report to the Title IX coordinator, he
needs to confirm whether or not the school's policies require him do so. Try again.
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[Feedback 3]:

That’s Right. Title IX does not require Dr. Lutz to report this information, however, he should
confirm whether or not he has a reporting obligation under the school's policies. When
responding to a student's disclosure, employees who are designated reporters should interrupt
and inform students of their reporting obligation, and give them the option of talking to a
confidential resource.

Review of Consent and Sexual Assault

Video script: Q%
Review of Consent and Sexual Assault. LS 0
Now that you’ve practiced responding to a student who disclosed an @exual assault,

let’s do a brief review.
Remember: Q\
e You should strive to cultivate healthy personal a% ationships that are based

on respect, open communication, and positivity.
e Itis important to listen to and respect others’ d
someone has not agreed to something.
boundaries; caring for others means g those boundaries.
e People who have experienced trau act differently than we think they should,
but there are neurobiological reas fofithis, and it should not interfere with your ability
to respond to them in a caging thetic way.

cisions—especially in situations where
grson is unique regarding their

Stalking

Video Script: v
Stalking.
Under federal & s, stalking is generally a pattern of behavior directed at another

person th @m to suffer emotional distress or to reasonably fear for their safety or for
the safety Of saimegne close to them, such as a family member.
f

Th of Stalking
Inte y audio script:
The Signs of Stalking.

Anyone on campus can be a target of stalking, but students between the ages of 18 and 24 are
at the greatest risk. Research points to factors like predictable class schedules and technology-
facilitated stalking as factors for why students are so vulnerable.

Select each topic to learn more.
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Interactivity text:
[Tab 1]: Unwanted Contact.

Following or watching someone; unwanted and repeated face-to-face, phone, text, or email
communication; continuing to contact someone after they have asked that it stop.

[Tab 2]: Digital Stalking.

Tracking or following someone digitally, such as through social media; posting derogat%

defamatory, or explicit information about the person online.
[Tab 3]: Masking Identity. .

Repeatedly contacting someone over the phone using masked or “spooK S.

[Alt-Text]: \
A student is working at a laptop computer, checking their nO

Hard to Pinpoint
Interactivity audio script:

Hard to Pinpoint. 0\

Certain warning signs of stalking can makég it di t to identify when it is happening.
Select each number to learn mor @

Interactivity text:

[Hotpot 1]:

Digital Stalking.

Tabitha kee tening text from Roz, her ex-girlfriend, even after she blocked her
number. ing masked or “spoofed” phone numbers that allow her to communicate
with Tabitha infa vstually untraceable way.

Bl

urrees£ines.

Abi and Derek are on-again, off-again. After each breakup, Derek hangs around Abi’'s dorm and
posts cryptic public messages to his social media account. Derek may be taking advantage of
their intermittent relationship status to manipulate and threaten Abi. Tools like social media can
be used for stalking if a relationship ends and one partner is unhappy with the outcome.

[Hotpot 3]:
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What Happens on Campus.

Beau and Jen broke up last year, but his fraternity and her sorority hold events together weekly.
At their parties, Jen follows Beau and his new girlfriend around, and keeps inventing excuses to
cross paths with them. Sometimes she engages in passive aggressive attempts to harm Beau
or his girlfriend, under the guise of “an accident,”. like spilling her drink on them or physically
bumping into them when she walks by. Attending school in a campus environment can present
obstacles for people, especially students, who may be the targets of stalking.

Barriers to Intervention %

Interactivity audio text: Q
O

Barriers to Intervention. \\

You can’t always count on your personal experiences to provide the @ to take action.

If you can’t personally relate to the situation in question, you may*feg ant to intervene or

you may assume that someone else will intervene. This i a & action.

Excuses are easy to invoke, and can take several forms, DUt yo@ cannot allow such barriers to

prevent you from intervening when a student or collﬂe needs your help.

Select each card to learn more. 0

Interactivity text: Q\

[Flip Card 1]: Flip 1. @

Individual.
“I'm not sure what to do, what if ’'m wrong?”

[Flip Card 2]: Flip &.

Relationship. Q

“What will % es think of me?”
[Fli 3]

So

“Am | the only one noticing this? Maybe I'm taking the situation too seriously.”

[Alt-Text]:
A professor is standing in their classroom looking into the distance.

Skills Workshop5
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Video Script:
Skills Workshop.

In this workshop, you’ll practice and fine-tune identifying warning signs of stalking and
intervening in problematic situations.

Student Stressor

Interactivity audio script: %

Student Stressor.
Knowing how to react when someone exhibits signs of relationship stre s% i@ln the
following activity, see how well you are able to navigate one of these sitik

Select a response. \0

Interactivity text: g

Like you, Jeh is a postdoctoral fellow. You share researci , SO you're excited that you'll
be co-authoring a journal article with him. The last few time have met to go over revisions,

though, he seems on edge, frequently checking his pfione and worrying out loud about receiving
threatening messages from his ex-boyfriend: “I just lay off. We are OVER!”

Which of the following would be the most esponse?
Jeh is my colleague, and | don’t want y lines into his personal life.
Jeh’s public display of stress may be indieative of a much deeper problem in his personal life. |

should say something.

I’'m not sure; there must b eone better equipped to talk to Jeh.

)

Like you, Joctoral fellow. You share research interests, so you're excited that you'll
be co-auth®ring a jolrnal article with him. The last few times you have met to go over revisions,

[Question-Texy

[Options]:

¢ Jehis my colleague, and | don’t want to cross any lines into his personal life.

e Jeh’s public display of stress may be indicative of a much deeper problem in his
personal life. | should say something.

¢ I'm not sure; there must be someone better equipped to talk to Jeh.
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[Answer]:

Jeh’s public display of stress may be indicative of a much deeper problem in his personal life. |
should say something.

[Feedback]:

[Feedback 1]

Not Quite %
While there are important personal/professional boundaries that are in place for %on,

0
expressing concern about Jeh’s disposition does not jeopardize your profwsi fonship.
Try again. \\

[Feedback 2] 0

That's Right Q\

Expressing your concern for your fellow student is a great w. municate that you care.
“Checking in” is a good, non-confrontational, non-judgmental ap@roach.

[Feedback 3]

Not Quite \Q
d, byt

There may well be someone better equipped, re they with you at the table right now? The
only person in this moment who can cern for Jeh’s personal life is you, right now.
Try again.

Collegial Dilemma

Interactivity audio p

Collegial Dile
Understan @ say something if you suspect someone is in an unhealthy relationship

can be very challenging. In the following activity, see how well you are able to navigate one of

Interactivity text:

Your colleague Sonja went through a difficult divorce last year. Her ex-husband Slav still works
in the same department. Lately, you've noticed Sonja exhibiting some concerning behavior, like
following Slav around on campus at a distance, or leaving early to catch him walking to his car.
One day, you're leaving campus and spot her outside Slav’s car, with him in it, trying to force
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open the door. The situation seems to be concerning, but there are plenty of other people in the
parking lot, and they’re just walking by.

Should you stop and say something?
I’'m friends with Sonja and Slav, but we’re not that good friends.
Yes, | should check on them to make sure everything is OK.

I’'m not sure; isn’t it intrusive to walk up to his car and interrupt them?

[Question-Text]: Q
)

Your colleague Sonja went through a difficult divorce last year. Her ex-hus still works
in the same department. Lately, you've noticed Sonja exhibiting some ¢ rniRg behavior, like
following Slav around on campus at a distance, or leaving early t@,catch Iking to his car.
One day, you're leaving campus and spot her outside Slav’s car,N in'it, trying to force

open the door. The situation seems to be concerning, but there a y of other people in the
parking lot, and they’re just walking by.

Should you stop and say something?

[Options]: \
e I'm friends with Sonja and Slav, but @at good friends.
e Yes, | should check on them to ma@ erything is OK.
e I'm not sure; isn’t it intrusive to his car and interrupt them?

[Answer]:

Yes, | should check on t to make Sure everything is OK.

[Feedback]:

[Feedback 1] Q(»

Not Quite

We pLetty d at making excuses not to intervene. The fear of what others will think of us

e
is ¢ @ . Don’t let your inhibitions prevent you from stopping at Slav’s car. He may be in
istieSs#auld your help may be exactly what he needs. Try again.

[Feedback 2]

That's Right

Given Sonja’s recent behavior, this could be a situation involving stalking. Showing support is a
positive and empathetic act toward your colleagues. One way to do this is simply ask—is
everything OK?
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[Feedback 3]
Not Quite

Even if others seem to not notice, your gut tells you something is not right. Slav may benefit
greatly from your intervention. Asking Sonja a question about work, or even making a joke could
create enough distraction to diffuse the situation and allow Slav to move on. Or, more directly,
you could simply ask them, “Is everything OK?”. Try again.

Graduate Student on Edge

Interactivity audio script: Q

) 2
Graduate Student on Edge. \Q
Balancing school priorities and the duty you have to support people de&« g potential

signs of abuse can be hard. In the following activity, see how well e able to navigate one
of these situations. 0
Select a response.

Interactivity text:

Maikki is a graduate student teaching assistant i &qram you chair, and you’ve been

meeting at a coffeehouse to go over projectsYgio , lately, she’s been missing deadlines, is

late replying to emails and showing up for@ and just seems exhausted all of the time.
S

When you ask Maikki what'’s up, she pr improve, but also makes a comment about a
Tinder date—a student in anothe ro@r o won’t stop calling and texting her: “He’s kind
of freaking me out, to be hongst.”

You know you should woik with her
elaborate on the Tinder d

evise your project deadlines, but should you ask her to

Don’t even go there®Hef relationship is her business, and if she wants to get help, she should
probably seek % seling Center on campus.
)

Yes, you s@ou mething. It's incredibly troubling that someone is interfering with her work
life in a confroniati®nal way.

I @ . Didn’t she choose to go on a date with him?

[Question-Text]:

Maikki is a graduate student teaching assistant in the program you chair, and you’ve been
meeting at a coffeehouse to go over projects. However, lately, she’s been missing deadlines, is
late replying to emails and showing up for meetings and just seems exhausted all of the time.
When you ask Maikki what's up, she promises to improve, but also makes a comment about a
Tinder date—a student in another program—who won'’t stop calling and texting her: “He’s kind
of freaking me out, to be honest.”
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You know you should work with her to revise your project deadlines, but should you ask her to
elaborate on the Tinder date?

[Options]:

e Don’'t even go there. Her relationship is her business, and if she wants to get help, she
should probably seek out the Counseling Center on campus.

e Yes, you should say something. It’s incredibly troubling that someone is interfering with
her work life in a confrontational way. %

e I'm not sure. Didn’t she choose to go on a date with him? Q
[Answer]: L J Q

Yes, you should say something. It's incredibly troubling that someone is

N With her work
life in a confrontational way. \0

[Feedback]:

[Feedback 1]

Not Quite
You shouldn’t assume that Maikki will seek eIp,@&he even knows where to seek help.

Consider expressing your support for her andjés r to follow up on her comment; she may

be experiencing stalking. Try again. Q
[Feedback 2] @

That's Right

Consider, too, that this sit@fation may be significantly interfering with her academic work in other
ways as well. Expregsayo cern and offer supportive resources available to her.

[Feedback 3]

Not Quite Q

Maikkimade it r that she is now receiving unsolicited attention from him after she

made it clear she didn’t want a second date. That sounds very troubling, and you
sider taking the responsibility to follow up with her on what she told you. Try again.

Federal and State Laws: Stalking
Video Script:
Federal and State Laws: Stalking.

It's important to be aware of federal and state laws defining stalking.
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Explore federal and state law definitions below.

You must view your state's laws before continuing, using the dropdown below. If you are
interested, you can compare it to other states by selecting another state from the dropdown
menu.

[View your state laws]

[Dropdown: Select State]
[Explore federal law definitions using the link below.] %
[Link: View federal laws] OQ
Review of Stalking \\
Video Script: 0
Review of Stalking. Q\
Now that you’ve practiced identifying incidents of stalkin% rief review.
Remember: \
e Stalking can affect people of all age bu@n , especially those aged 18-24, are at
the greatest risk. X
to ral factors, including the use of masked

e Stalking can be tricky to identify ducj
phone numbers, covert use of ia, and relationships that are difficult to leave.

e Coming up with excuses w sliould not intervene to help someone in need is easy.
Don't let these barrier ou are empowered to safeguard students and
colleagues on youyg campus.

Reporting and Dis u

Video Script:

Reportingan ure.

To respect the nomy of a person who has experienced sexual harassment, Title IX
reg

fons do ot require an institution to investigate sexual harassment allegations until that
jjes, or the Title IX Coordinator signs, a formal complaint.

Title IX does, however, require institutions to offer supportive measures to the persons involved
when the Title IX Coordinator or an "official with authority” has actual notice of sexual
harassment allegations. Officials with authority are those employees who can institute corrective
measures when a student or employee reports sexual harassment, and "actual notice" means
either by direct knowledge or someone reporting an incident.
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Under Title IX, school policies may also designate additional employees who "may, must, or
must only with a student's consent," report information about possible incidents of sexual
harassment or violence, intimate partner violence, or stalking to the Title IX coordinator or other
appropriate designee.

Reporting Options
Interactivity audio script:
Reporting Options.

Title IX protects employees and students at federally funded institutions, and bif@

descriptions of some reporting options. L 3

Select each topic to learn more. \\
Interactivity text: \0
Notify Title IX Personnel 0
Anonymous reporting options %

Law Enforcement

As an employee of our institution, you may fi f Ih a position of responding to someone
who reaches out for support because of a I erience. When someone chooses to

disclose to you, it's because they trust yougandgthe way you respond can have a significant
impact on their healing process. %
Here are a few key points to imynind:
e If you are a facult staff member, check with your school’s Title IX office about any
institutional or responsibilities related to reporting disclosures of possible

[Tab 1]: Accordion 1.
Notify Title IX Personnel.

e Every federally funded school must have a Title IX coordinator who is responsible for
responding to actual notice of sex discrimination, including sexual harassment
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o Officials With Authority are employees who can take corrective measures to address all
types of sexual harassment, such as providing supportive measures or initiating
investigations

[Tab 2]: Accordion 2.
Anonymous reporting options.

e May be available by the school

e Must report the type of offense, but do not need to include identifying inform o%e
report 6
[Tab 3]: Accordion 3. ) 4 0
Law Enforcement. \\

In addition to making a report to your Title IX coordinator or an OffiGy ith#&uthority, victims
and survivors have the right to notify law enforcement, and the % e assisted by school

authorities in notifying law enforcement. They may also e notify law enforcement.

Even if you or someone else is undecided about filing a repart, if’s important to consider
preserving evidence, which can be helpful in obtainig@ a protective order and ensuring you have
as much information about what happened as pt@ in case you or they decide to report in

the future. \

[Alt-Text]:

A professor is sitting at their desk, o@t a laptop computer.
Barriers to Reporting

Interactivity audio scrip

Barriers to Repggi

Let’s look e reasons why a colleague or friend might have difficulty making the decision
whether to¥ep@rt amficident, so we can understand their experience and offer our support.

Se

& arrows to learn more.
Inte text:

[Carousel 1]: Carousel 1.

A Distinguished Colleague.

People renowned in their field are sometimes “given a pass” because of the value of their
professional contributions.

[Carousel 2]: Carousel 2.
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A Friend.

A student is sitting in a classroom, looking down uncomfortably.
[Carousel 3]: Carousel 3.

The Star Athlete.

Athletes often contribute to a positive perception of their institutions, and it can be tempting to
look the other way when wrongdoing occurs.

[Carousel 4]: Carousel 4. Q
“O

Your Best Student.

When a model student steps out of line, it can be easy to make the e@ eporting them

would put their academic progress at risk.

Expert Perspectives: Responding Supportively to Disclosu@

Video Script:
Expert Perspectives: Responding Supportively tﬁjl res.

Responding to disclosures in a supportive mann W
demonstrating support are explored in this e 0.

reparation. Several options for

Lower left-hand corner of video, name rsHolly Rider-Milkovich, Prevention Expert If
someone trusts you enough to sh&re e harm that they've experienced, there are a lot
of ways that you can respond,ithat @re 9ei@g to support that person and support their healing.

You can say, certainly, "l am so this happened to you. Thank you so much for trusting

me." You can say, "This iSgomething that is really serious, and | want to make sure you get the
support you need." Y.
| want to support y
that you share

, "I'm not sure what | need to do next, but what | do know is that
going to find out what our resources are. "You can say, "I'm so glad
ion with me. | want to make sure that | help you get to someone
ssue, because this is not something that I'm as familiar with, but | do

you get that support.” You can say, "I'm glad that you shared this
. | want to help. Here's someone whom | know on this campus has a lot of

Supportive Measures

Video Script:

Supportive Measures.
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When someone reports an incident of sexual harassment to the Title IX Coordinator or a
designated Official with Authority at our institution, the first step is to discuss and offer available
supportive measures that the person reporting sexual harassment ("complainant") may need
(e.g., changing their academic, living, transportation, and/or working situations), regardless of
whether a formal complaint is filed.

Supportive measures are provided to ensure that equal access to educational programs and
activities is preserved for the person who reports being sexually harassed, assaulted, abused,
or stalked, as well as provide any appropriate supportive measures for the person accusedgof

sexual harassment.
The person making the report will also be provided information about: . Q

e Protection against retaliation (for example, intimidation, coercion%
discrimination) for reporting misconduct, or participating in_ an invegti@aion or grievance
process

e The school’s responsibilities regarding orders of protecti

way no-contact orders, and restraining orders

ing mutual and one-

e How the school will protect the complainant’'s an les' confidentiality or privacy
in any publicly available record-keeping, protective res taken, and grievance or
disciplinary process &

Questions regarding Title IX or prohibited se n uct may be referred to our Title IX
coordinator or to the Department of Educatigg SNOTHEE for Civil Rights.

Review of Reporting Options and S@QMeasures
Video Script: A‘
Review of Reporting Opions and Stipportive Measures.

Now that you've le a eporting Options and Supportive Measures, let's do a brief
review.

e Some ifcidents may happen off-campus, or may involve someone outside of the
pust€ommunity. When in doubt about the proper course of action, consult your
ution's policies and refer your questions to the Title IX coordinator.
mployees should follow their institutional policy when they become aware of a

troubling incident and need to respond to someone who has disclosed sexual or
relationship harassment or violence.

The Grievance Process
Video Script:

The Grievance Process.
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It is important to understand the grievance process prescribed by the U.S. Department of
Education for determining an employee's or a student's responsibility for committing sexual
harassment that violates Title IX.

A school's policies may have additional rules for Title IX hearings — such as limiting the
introduction of evidence not produced prior to the hearing or rules requiring respectful cross-
examination of withesses — provided that they apply equally to both parties.

If a formal complaint is filed by a person alleging sexual harassment (the "complainant gfer
signed by a Title IX Coordinator, the proceedings must:

and conducting grievance or disciplinary proceedings
e Provide both the complainant and the person accused of commit
(the "respondent") equal opportunities to:

o Access information that will be used at formal a Q meetings or hearings,
and review any evidence obtained during % ion

o Present witnesses and other evidence
o Have an advisor or other support person pre uring the grievance process
o Allow advisors to cross-examine witn@8ses and parties, and either party to

request that they be in separate rgb ith technology enabling them to see and
hear a witness or party answe % S

Both complainant and respondent must be@ at the same time of:

e A statement of, and ration f@ result of the proceedings and any sanction
Qn%

¢ Be reasonably prompt, fair, and impartial
e Be conducted by unbiased officials who are trained on investigatrassment

ual harassment

imposed against the r nt
¢ Information on how to exerciSéthe right to appeal
¢ Any change to the t
e Whenther e final

Federal and S egal Protections

Interactiv ript:
Fe ds Laws: Legal Protections.
It nt to be aware of federal and state laws defining legal protections.

Explore federal and state law definitions below.
Interactivity Text:

You must view your state's laws before continuing, using the dropdown below. If you are
interested, you can compare it to other states by selecting another state from the
dropdown menu.
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View your state laws

Dropdown: Select State

Explore federal law definitions using the link below.
Link: View federal laws

Forms of Retaliation

Interactivity Audio Script: Q%

position where they are subjected to retaliation.

Forms of Retaliation. . Q
Reporting sexual harassment can sometimes put the person reporting OK\ tina

Retaliation is prohibited by Title IX and the Clery Act, and our insN iy not tolerate
retaliatory behavior. Some forms of retaliation are specific to th pls environment, and
developing awareness of what they look like will improvefyour al 0 respond accordingly.

Select the arrows to learn more.
Interactivity Text: \
[Carousel 1]: Carousel 1. \0

Reporting Sexual Harassment.

Retaliation against someone who r @exual harassment, or filed a complaint, testified,
assisted, or participated or re t@\participate in a Title IX investigation, proceeding, or
hearing is prohibited by Title IX. Retalfation can be intimidation, threats, coercion, or
discrimination.

Duty to Respo

Our institutj espond to retaliation to preserve equal access to education. For

()
example, i ersewho threatens a complainant is a friend of the respondent, but is not one
students, the appropriate response may be a no-trespass order. On the
person who threatens the complainant is one of our students the response
pnduct violation.

Protecting Individuals' Identity

In order to protect individuals from retaliation, schools are required to keep the identity of
complainants, respondents and witnesses confidential during investigations, hearings, and
judicial proceedings, except as hecessary to carry out their Title 1X responsibilities or to comply
with other applicable laws.

Conduct Violations
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Title IX prohibits charges against someone for code of conduct violations that arise out of the
same facts or circumstances of a sexual harassment report or complaint, but do not involve
sexual harassment (e.g., underage drinking or drug violations), if the charges are brought to
interfere with that person's Title IX rights. However, if a school has a "zero tolerance" approach
to underage drinking and consistently imposes the same sanction for violations, that would not
be considered retaliation.

False Statements

Charging an individual with a conduct violation for making a materially false statem @
faith during a grievance proceeding is not considered retaliation. However, a detefdgin
t.

regarding responsibility alone is not conclusive evidence of an intentionalleaIG en

[Carousel 2]: Carousel 2. \\

Retaliation Against Graduate Students. \Q

Graduate students are among the most vulnerable populations education due to
factors such as contingent employment status and tenu ta their academic field. For

this reason, graduate students who face retaliation often selves in a particularly
endangered status.

[Carousel 3]: Carousel 3. 0\
Witnessing Retaliatory Conduct. \

Remember, if you encounter retaliator, you can do something about it. Depending on
the circumstances, subtle forms ofget ofyy behavior should be reported so that our institution
can address situations befor COME Title IX or conduct violations.

Expert Perspectives: THRYWork Is Important

Video Script:

Expert Persp : ork Is Important.
Consider tRis exp rspective on the consequences of inaction, or ineffective action, in the

face of probleniai€ behavior among students.

Lo @ and corner of video, name appears: Holly Rider-Milkovich, Prevention Expert. The
spet dent whom | was working with had worked really hard to get into a program that was
overwhelmingly male-identified, and she had a lot of difficulty in working in her study groups,
which are critical for success for the student, and reported these problems to her faculty advisor.
But if that faculty member had, in fact, taken the actions to ensure that the individuals who are
committing the behavior ended the behavior, and that this student felt safe and comfortable in
their program, we would probably have another amazing female engineer out in the world right
now. But instead, this student ended up leaving that program, and we have a loss of her
knowledge, her expertise. That program lost, our community lost, because certainly the kind of
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behavior that we saw in that graduate student program, when left unchecked, moves into the
professional work environment.

Reflection and Summary
Video Script:
Reflection and Summary.

When an educational environment is positive and professional, everyone benefits.

We all have a role to play in creating a safe and supportive community and encoufdge o]
use your experience, your perspective, and your values to make a positivgim ever you
live, work and learn. \
We hope that this course has provided you with an opportunity to reflec x ollowing
concepts: \

e Cultivating healthy relationships 0

¢ Intervening in potential situations of harm

e Supporting those who are affected by relationship ahuseysexual assault and stalking
Congratulations! \
You’ve now completed Building Supportive (\@s.

Page 98 of 101 © Vector Solutions. All rights reserved.



Maintaining Positive Workplaces
Maintaining Positive Workplaces
Video Script:

Maintaining Positive Workplaces.

discrimination and harassment are promptly addressed. You truly can make a differen

We all want to work in an environment where we feel supported and respected, and whq
creating and maintaining a positive work environment where everyone can thrive Q r

best work.
L J
Reviewing the 3 A’s of Bystander Intervention \\

Interactivity Audio Script: \0

Reviewing the 3 A’s of Bystander Intervention 0
Select each number to learn more. %
Interactivity Text:
[Tab 1]: Awareness. 0\
Awareness. \
Be aware of what is happening aroun g/our colleagues. Evaluating and assessing
t
t

your educational environment an ding how harassment occurs and is experienced is
the first step to being an acti a passive, bystander.

[Tab 2]: Attitudes.
Attitudes.

Maintaining a r ullgfuitable environment means actively modeling the attitude that
discriminati 3 ent and retaliation have no place in our educational environment. You
can also sfifow @ positive attitude toward our institution’s respectful workplace initiatives. This will
let othegs arou ou know that you support a respectful, inclusive educational environment,
expect others to do so as well.

[Tab Ction.
Action.

You have the power to act, either by saying or doing something at the moment you see it or by
following up after the fact. If taking action on your own makes you uncomfortable, you can still
make a difference by seeking help from others or reporting the situation to someone who is in a
position to evaluate it and take action if necessary.
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[Alt-Text]:

Several employees are seated together listening to their supervisor.
Resources

Interactivity Audio Script:

Resources.

There are many national resources available that focus on harassment and discri@
ost

prevention. Take a moment to explore some of the resources listed to see which
helpful to you. . 0
Select the links to learn more. \\
Interactivity Text: \0

National Resources

U.S. Equal Employment Opportunity Commission % :

Job Accommodation Network

Rape, Abuse & Incest National Network \0\

Institute for Women’s Policy Research

Human Rights Campaign
AAUW (American Associatio Uniyersity Women)

National Conference of S Legislatures

U.S. Department offEdica Office for Civil Rights
Law Resourc

Title VII (Sevemn) o Civil Rights Act of 1964

Titl ix) of Wie Civil Rights Act of 1964

Titl e) of the Education Amendments Act of 1972
You’re Almost Done!

Interactivity Audio Script:

You’re Aimost Done!
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Select Next to complete the course. If you'd like to continue exploring these concepts, we’ve
pulled all the Dig Deeper content from different sections of the course. You can also use the
Menu to review previous parts of the course.

Explore the following categories to learn more about each topic. Select Next to complete the
course.

Thank You
Video Script:

-~ &
SN

You have now completed the Preventing Harassment and Discriminatio
x educational

Thank you for being a part of the commitment to cultivate and majntain
culture. Remember, this is an ongoing process. What you do eveNe has a positive

impact on the lives of others. 0

xO
S
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