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WELCOME

| have come to believe that

caring for myself is not
self indulgent...

Caring for myself is

an act of survial.

- Audre Lorde |

I




SOME GENERAL FRAMEWORKS/EXPECTATIONS

m Desire for this to be conversational and participatory
m Make space for different experiences

m Recognize that there are people with various identities (i.e. race, sexual orientation,
ability, class, etc.) “in the room”

= Compassion

m Self-Care

= Framework naming power, privilege, and oppression

= Systems of oppression are real and we live in a society that operates within hierarchies



GENERAL WHY ARE WE HERFE’S?

= Connection, reflection, action
® L earn about ourselves in relation to harm and accountability

= Helping to guide individuals in building healthier relationships and
community

= Examine connection between “restrictive masculinit(ies)” and harm

® Promote a culture of care



TERMS TO BE FAMILIAR WITH

*Intersectionality _ _ S
= The study of the interconnected nature of oppression such as race, class, gender and sexual orientation

*Masculinity
= Masculinity refers to the behaviors, social roles, and relations traditionally applied to male-identified individuals within a given
society as well as the meanings attributed to them. It is a socially constructed concept that can be used to describe what a “man”

should be or how “he” should act

*Expansive Masculinity
= A broad and inclusive understanding of masculinit(ies) that allows individuals to express a wide range of emotions, behaviors,
and characteristics traditionally associated with those who identify as men or masculine. Unlike more "toxic" or "restrictive"
forms of masculinity, which often emphasize rigid gender norms and discourage vulnerability, expansive masculinity encourages
people to embrace qualities such as empathy, emotional intelligence, collaboration, and a diverse array of interests and
expressions

*Restrictive Masculinity
= Restrictive masculinity is an exclusionary form of masculinity that offers a narrow definition of what it means to be masculine.
This masculinity restricts what is acceptable in terms of masculine appearance, behaviors, thoughts, and attitudes, and often
pressures masculine people to display behaviors consistent with “traditional” forms of masculinity or risk being ostracized from
masculine spaces and discussions. Often thought of how a “real man” thinks, looks, feels, and acts



MORE SPECIFIC GOALS FOR THIS GROUP

m Understand differences between stress and trauma

m Recognize how stress/crisis may impact the body and brain, and an
individual’s involvement in the Title IX process

m |dentify ways to reduce stress of respondent and potential re-
traumatization of ““the process”



“They want to be led....”
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“THE MAN BOX”




ACT LIKE A MAN BOX

MEN ARE MEN

FEELINGS

Bread Winners Have no emotions

Confused Stand un £
: tand up ror
Violent Angry themselves
Mean Scared Yell at people
Bullies Ashamed Can take it
Touch Alone Don’t make
e Stupid mistakes
A ,
sty Powerless Don’tcry
Active Vulnerable Take charge
Strong Revenge Push people around
Know about sex
Successful Hopeless
Worthl Don’t back down
orthless

In Control of Women Take care of people




ECONOMIC
AND POLITICAL
SPHERES

not do
be the unpaid care
breadwinner | and domestic

work
have

be financially the final say
dominant in household
decisions

NORMS OF
RESTRICTIVE

' control
um“;’,?.g,‘i',-'gbs MASCULINITIES household

SAY A “REAL” ae
MAN SHOULD...

protect and
exercise
guardianship

be the
“ideal worker”

dominate
be a “manly” sexual and
leader reproductive
choices

PRIVATE
SPHERE




MASCULINITY = DOMINANCE? CONTROL? POWER?

*Even when it hurts the
dominating person



THE EFFECTS OF THE “BOX”

® Depression

= Anxiety

Alexa, turn my
= Volatility

feelings off

m  Sexual violence

® Hyper-aggression

m Escalation

= Bullying/entrapment of women/those with less perceived “power”



Pyramid of Violence

HOMICIDE
SUICIDE

PHYSICAL
EXPRESSION

SEXUAL ASSAULT
RELATIONSHIP VIOLENCE

VERBAL EXPRESSION

SEXUAL HARRASSMENT
MAKING SEXUAL JOKES
BRAGGING

ATTITUDES & BELIEFS

RACISM SEXISM ABLEISM HOMOPHOBIA

Northwestern [ CENTER FOR AWARENESS,
RESPONSE, AND EDUCATION



MASCULINITY, GENDER-BASED VIOLENCE, & BYSTANDER

INTERVENTION

The Social-Ecological Model: A Framework
for Prevention

CDC's goal is to stop violence before it begins. Prevention requires understanding the factors that
influence violence. CDC uses a four-level social-ecological model to better understand violence and
the effect of potential prevention strategies.

Individual @

Relationship @

Community @




CONSENSUS

= There is large consensus across diplomats, policymakers, and advocates
that working on masculinities yields great potential for a transformative
approach to violence prevention and global peacebuilding



CONTRIBUTIONS OF PEER/SOCIAL NORMS

Men are very much informed by the behaviors of their peers. Desire to
prove masculinity to peers can be a strong motivator; Masculinity as a
performance

It's important that we intentionally name our feelings, thoughts, &
commitments around masculinity work



DESIGN CONSIDERATIONS FOR GROUP PROGRAMMING

Design Elements
(1) sustained, intimate engagement in small groups,
(2) explicit attention to process and content,

(3) critical examination of social justice issues through a combination of
structured activities and dialogue

Phases of Dialogue
(i) build relationships and guidelines for dialogue,

(i) clarify expectations, share stories, and gain insight into dynamics of
masculine-identity development

(iii) explore issues in an age-appropriate way to address the
interpersonal, institutional, and cultural contexts of masculinity and its
connection to violence

(iv) End by action planning and alliance building



CURRICULUM — BRIEF OVERVIEW

Wee
Wee
Wee
Wee
Wee
Wee

< |:Intros, Expectations, Ground Rules, & Exploring the Self

< 2: Personal and Family Values as a Navigation Tool

< 3: Healthy Communication & Emotional Intelligence
< 4: Sex & Sexuality
< 5: Dating & Sexual Violence

< 6: Accountability, Action,Wrap Up, & Mentorship



EMPHASIZING El & ER

FOUR DOMAINS OF EMOTIONAL INTELLIGENCE

L . lL. .
Self Self Social Relationship
Awareness Management | Awareness | Management
*Know your "Develop skills "Understand *Develop skills
story and how | for breathing |nonverbal for reflective
it affects you and relaxation Icnmmunit:ation listening and
empathy
*Make peace “Learn positive,| "Develop a
with your past | self-affirming positive view | “Develop skills
beliefs of others for assertive
*Know your communication
beliefs, your *Develop self- | *Understand
emotions and soothing and the basic *Learn conflict
your behavior |self-motivation | emotional resolution
patterns skills needs skills
*Know your *Maintain good | "Understand *Learn skills
relationship physical health |"games™ and | for support &
patterns personal affirmation of
integrity others

Emotional Intelligence Chart

What | Observe What | Do

Personal Self Self
Competence Awareness Management
; j Relationship
Social Social
Competence Awareness Management

Goleman, D. (1995). Emotional intelligence:Why it can matter more than IQ.
New York: Bantam Books



Protective Emotions
_.-""'"- | B

Anger

annoyed
agitated

fed up

frustrabed

irmtated
miad
critical
reseEntiul
disgusted
outraged
raging
furious
seething
Livid
bitter

Fear
timid
uneasy
Lense
NETYOUS
insecure
cowardly
warried
afraid
threatened
frightened
intimidated
fearful
anxious
panicky {ed)
shaky
haemiied
terrified

Panic
flumaoxed
mixed up

unsure
uncomfortable
troubled
perplexed
imsecure
disoriented
sbunned
shocked
anxious
Stuck
lost
trappid
desperate
helpless
frozen
hysterical
paralyzed

Feeling Words List

Sadness
disappointed
low
down
gloamy
disturbed
mingin
unnapey
hurt
awiul
distressed
hopeless
miserable
heartbroken
depressed
terrible
Crushed
devastated

Weak Feelings
Physical Fatigue

thirsty
hungry
tired
run-down
WOrT out
wore
powerless
shaky
sick
impatent
ill
frail
lifeless
exhausted
stressed
fragile
wulferalle
defenseless
AR Ure
discouraged
averwhielmed

Emational Fatigue

Seeking /
Engaging with
Creation
CAHOUS
clever
INGUASITive
motivated
stimudated
active
energetic
intrigued
engaged
constructive
productive
Creative
cager
bold
artistic
fassinated
confident
focused
determined
inspined
inventive
ambitious
absorbed
obsessed

Connective Emotions
- | e

Caring
Connection
hedpiul
SECUre
attentive
considerate
friendly
kind
understanding
giving
suppartive
connected
tender
loving
murturing

joined
attached

Flayful
Connection
relaxed
lad
light-hearted
AL
cheerful
comical
silly
happy
optimistic
alive
delighted
gigaly
spontaneaus
imaginative
whimdical
Jonful
Spirited
energized
cheerful
excived
Bauncy
lively
animabed
elated
ecstatic

These Feeling Word lists are arranged in order of increasing intensity as you go down the list except for the weak feelings list

The Weak Feelings list is arranged on a continuum from feelings in response to physical fatigue to feelings in response to emational fatigue

Copyright © 2020 Dundes Counselling

Sexual
Connection
flirtatious
affectionate
tender
cuddly
frisky
romantic
physical
turned an
AMGraus
desirous
aroused
stimulated
bk
passionate
ey
orgasmic

ENCOURAGING
EMOTIONAL
VOCABULARY




What is Stress?

Trauma response and stress response very distinct

Stress involves external demands/pressures
overwhelming our internal resources and coping

Northwestern | CENTER FOR AWARENESS,
RESPONSE, AND EDUCATION




What is Stress continued...

e Think about stress in terms of 1
High Oplimum
performance Siress
/\
e Psyching up associated with low
stress/boredom Performance
Area of
Best
Performance
* High stress associated with i
. . Low Pressure
anxiousness. Unhappiness, and - om ™ o M
being psyched out o — o

The Inverted-U relationship between pressure and performance
e Optimum stress is in the middle

Klabo & Williams
(2017)

Northwestern [ CENTER FOR AWARENESS,

RESPONSE, AND EDUCATION




BODY

Headaches

Freqguent infections

Muscular tension
Fatigue

Skin irrtations

Breathlessness

Loss of confidence
More fussy
|rritability
Deprassion
Anger
Anxiousness
Apprahension

MIND

Worrying

Muddled thinking
Inakility to concentrate

Nightmares
Indecisions
Megatnity

Hasty decisions

Accident prone
Cwer- ¢ under-eating
Loss of sex drive
Drinking mora
Slewplessness
Restlessness
smoking more

STRESS &

IMPACT




WHEN STRESS TURNS TO CRISIS

Profile of a Crisis

Stressful Event — single hazardous event OR
accumulation of many stressors

¥

Initial Problem Solving Attempts Fail
’ Problem remains unsoved

Tension and anxiety increasa
Internal Strengths and Social Supports Fail

'}

Tension and Anxiety became Overwhelming
Parson becomas a threat to self or others OR

Parzon cannot parform necesiary functlons



Stress, Crisis, Trauma

Psychological Definitions

e Stress — External Events; Typical Coping strategies are taxed

e Crisis — Typical Coping mechanisms are completely
overwhelmed; need of external support

e Trauma — Awareness of threat to life and safety;
psychobiological response - sustained

RESPONSE, AND EDUCATION

Northwestern |CENTER FOR AWARENESS,



PSYCHOLOGICAL IMPACT ON RESPONDENT

The respondent/accused perpetrator of sexual or relationship violence certainly experiences a
stressful situation in which typical coping strategies may be taxed. The potential psychological

impact of being accused of such action is illustrated below:

Potential Psychological Impact

Anxiety Depression
Worry
Fearfulness - e
: " Hopelessness
Somatic complaints )
Sleep disturbances ; Anger
P - Imprisonment
Family disruption
Loss of job/career

Damage to

reputation
Stigma

Concealing
Withdrawal

Intrusive Thoughts
Helplessness
Loss of self-control

Aslan, 2008




IMPORTANCE OF SUPPORT

= Respondent would benefit from support/counseling

® Continuum from stress to crisis is real depending on coping mechanisms

® Counseling/other forms of support for respondent can buffer against re-
traumatization of the process for complainants and less activating for respondents

= MANY INTERESTING STORIES!



CRITICAL ROLE OF SUPPORT

Crisis Reactions: Risk of Harm

To Self To Others

Direct: If | am found respansibie...
| will kil you,

-.you will regret it.

Direct: [f I am found responsible...
I will kill myself
..my life is over
_ Indirect:

I give up. This isn't over.
It would be better if | was gone.
Saying “goodbye”
Giving away items

Elevated risk if also suicidal

Suicide Prevention Approach Threat Assessment Approach



SUPPORTING OUR INDIVIDUALS IN THEWORK



APA GUIDELINES FOR PSYCHOLOGICAL PRACTICEWITH BOYS & MEN

®  Psychologists strive to recognize that masculinities are constructed based on social, cultural, and contextual norms
m  Psychologists strive to recognize that boys and men integrate multiple aspects to their social identities across the lifespan

®  Psychologists understand the impact of power, privilege, and sexism on the development of boys and men and on their
relationships with others

®  Psychologists strive to develop a comprehensive understanding of the factors that influence the interpersonal relationships
of boys and men

®  Psychologists strive to encourage positive father involvement and healthy family relationships
m  Psychologists strive to support educational efforts that are responsive to the needs of boys and men

®  Psychologists strive to reduce the high rates of problems boys and men face and act out in their lives such as aggression,
violence, substance abuse, and suicide

m  Psychologists strive to help boys and men engage in health-related behaviors
= Psychologists strive to build and promote gender-sensitive psychological services

®  Psychologists understand and strive to change institutional, cultural, and systemic problems that affect boys and men
through advocacy, prevention, and education



REFLECTIONS

® What was the first thing you learned regarding what it meant to be a man?

= Who were/are your masculine role models? What did you learn from them?

= When you think of them, how do you think they would manage strong difficult emotions?
How have they responded or behaved in the past? Has their method changed over
time?

= When was the first moment(s) that you realized there were different ways to be a man that
might be different than your socialized understanding?

= What impact did/does that have on you personally, professionally, etc?



MY GUIDELINES

= Do the “self” work **Recall how | started this...”Being Led”

= Do not jump to conclusions

= |nitiate the conversation **Relational approaches to intervention whether on an individual
= Think Cultural Mistrust literature or group level can be very effective and helpful; meet them where
they are

®  Every man/masc/person in general has their own
story to tell! Listen and ask questions

" The"intersectionality” of masculinities **Restorative practices, alternative resolutions, different conditions
= Model and Permission for accountability where appropriate

= Compassion for men; Humanity of men

= Explore Gender Role Conflict/Gender Role Strain **Redirecting the relationship between stress and sense of
belonging

= Become aware of how masculinity/power fits into the
context of their life circumstances

®m  Remember there is no ‘one-size-fits-all’ solution

INTERDISCIPLINARY

= No right way, but probably some “wrong ways”



RESOURCES

Rutger Bregman Humankind: A
Hopeful History

Justin Baldoni and “Man Enough”
Judith Herman (2023) Truth and
Repair: How trauma survivors envision
jJustice

A Will to Change — bell hooks

For Boys Who Dance — Craig
Cartwright

Heroes, Villains, and Healing: A Guide
For Male Survivors of Child Sexual
Abuse Using DC Comic Superheroes
and Villains — Kenneth Rogers Jr.
Remaking Manhood — Mark Greene

Deep Secrets — Niobe Way

The Mask you Live In

The Work — Documentary; Jairus MclLeary
Good Men Project

Ashanti Branch Taking off the mask podcast
APA Division 51 Taskforce for Boys in School
If You’ve Come this Far Podcast’ MenLiving
Me & Adam Dodge Engaging Men in the Digital
Age [Webinar]

Transformharm.org

Dylan Garity - Friend Zone

“Trafficked” with Mariana Van Zeller
Counter messengers



WHAT’S “YOUR WORK?”

= What are the priorities for the conversation on accountability and/or masculinity in your world?

®  What is your role and responsibility in the conversation?

= Write 1 commitment to intentionally incorporating masculinity work into your practice(s) where
appropriate

®  Where will you find support for this commitment?
®  Who can provide Partnership? Mentorship?

®  Who can you collaborate with from this room? Your spheres of influence?



FINAL
THOUGHTS






Beyond Compliance:

Rachel Brian, CEO Blue Seat Studios e 10.29.2024
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Welcome!

Introduction:
® Tea Consent and Blue Seat Studios

Goal of the Session:

e To offer attendees the tools and
inspiration they need to revitalize
their Title IX training programs and
create lasting cultural change within
their institutions.

Icebreaker!

® What are some current challenges
you face in your Title IX training.




The Power of Mixed Media

The goals:

® Create relatable down-to-earth content that helps
people buy in to new behaviors

e Keep in mind diverse learning styles, attention span and
cultural norms

e Shift the culture with near adopters




This group is
These folks may hold

_ : interested in practicing This %’r?”p s aIrea.dy
bellefs. or practice desired behaviors but practlc.:lng the desired
behav!ors that are may not know what behaviors
undesirable they are

Hold

. Inconsistent Need more Practicing
undesirable

ideas education De5|r.e d
Behaviors

beliefs

These people may These folks know how
have different ideas in to behave, but may
play as they consider need a nudge to

their actions remember



Five Strategies to Engage

1.

Storytelling

It’s challenging to
remember statistics and
other facts

It's EASY to remember
stories. As social beings,
human brains are set up to
remember interesting
stories!

2. Appropriate Humor

® Humor helps us bypass our

defensiveness

The key is that the humor
never “punches down”.
While silly, use of humor
must be mindful of these
sensitive topics




Five Strategies to Engage

3. Interactivity 4. Visual Learning

® Online questions that are ® Long text boxes are a

open ended or interesting
(think BuzzFeed quizzes)

Using videos as a jumping
off point for group
discussions to create
shared norms

staple of training videos -
use graphics to “show”
rather than “tell”

Keep content short and to
the point - attention spans
vary




Five Strategies to Engage

5. Collaborative Learning

® Use videos as a jumping off point for
group discussions to create shared
norms

e Create new content with viewers (eg.
social contracts, agreements on core
values)




CONSEI

K5 SINPLE AS 1EA



http://drive.google.com/file/d/1-1ESZegzDIcHxuTLIrnNHIkiGdwERJWU/view

WEAIRLS
SEJL

RRRASSTIERT ()

QUBIECTINE % 0BIECTINE TEST



http://drive.google.com/file/d/10lY-65jf4cau2MwV6u2-8Du4jNr-uBNe/view



http://drive.google.com/file/d/14OwNkaMzHmZnoU3HlWmcViZhoF05usTx/view



http://drive.google.com/file/d/14GthRCTKNI3yeM1tq4z8agSN_5_2ZFNk/view



http://drive.google.com/file/d/1AxLE3b4SsEqNKqiGGLXP7BgptncypWBP/view



http://drive.google.com/file/d/1NuLGpYlht0yFT_h9dKAMsQPalAU3C-8y/view



http://drive.google.com/file/d/1sGaOxyDpCWmIwBg882OGGnmwu0tfr3YW/view



http://drive.google.com/file/d/1RAYfPQ3EU3t6FqUz73-pq45xrXQnvfTF/view



http://drive.google.com/file/d/1KfgE8qYJl8Qka7duju0mojJn_G1oUC6_/view

Collaborations

Futures Without Violence
Domestic Abuse prevention

Hong Kong Universities
Sexual Harassment Prevention and Education

National Hockey League
Bullying, Abuse, Harassment and Discrimination Prevention

Synchrony Bank
Cybersecurity and Leadership Training




1. Come by our table for a free
character portrait!

2. Check out our catalog of
helpful training

Thanks for 3. Set a meeting with Rachel to
- talk about your training needs!
Coming! . .

Calendly.com/rachelbrian
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Siena Ho Shue

Siena (She/Her/Hers) serves as a Title IX
and OEO Technician at Colorado State
University. With a bachelor's degree in
psychology and criminology from the
University of South Florida, she
discovered her passion for Title IX and
DEI work through an internship that
evolved into a five-year career that is
continuing to grow. While continuing
graduate education at CSU, Siena has
since worked in various roles supporting
the Executive Director, civil rights
investigators, and deputy directors
across various departments, including
HR, serving on campus committees
which monitor equity along with physical
and virtual accessibility. Siena is also
part of a clinical psychology lab, which
focuses research on substance use and
risky behaviors in historically
marginalized populations.



Acknowledging Traditional Processes

The Bias Assessment Team is not meant to replace these traditional
routes for addressing incidents of this nature, but intended to supplement
them

Title IX and/or OEO Formal Investigation

e Conducting a formal investigation when a complaint is filed alleging discrimination,

harassment, or retaliation (interviews, evidence collection, determination of findings,
etc.)

Informal Resolution:

* Good-faith pursuit between parties to reach a voluntary agreement in which there is
no determination of responsibility, however the terms become binding when accepted
(e.g. written apology, diversity/inclusivity, training, no-contact measures, etc.)



- p» CSU’s mission is to offer access to an excellent
education, provide oufreach to the people and
communifies we serve, and conduct purpose-
driven research, addressing challenges facing
our state, nation, and world, while playing an
essential role in Colorado’s development.

INCIPLES OF CoMMUNITY

Inclusion

Our Principles of Community reflect our core
values and support CSU’s mission.

ol E‘ » Inclusion
50 \ ' . » Integrity
- \“Stlte » Respect
Fiser » Service

» Social Justice



Colorado State University takes great pride in its mission to provide
access to education to all who have a desire and will to learn. In
alignment with this mission and in pursuit of its goal to allow all
University members to realize their full potential, CSU affirms and
upholds the values of diversity, equity, and inclusion. Any act of hate or
bias is counter to the university’s Principles of Community.

Bias Assessment
Team: Mission




» Support services

Structured
Response to » Climate Assessment

Bias > Response Tracking

» Educational and training initiatives



Purpose of the Bias Assessment Team

s Support

0 First and foremost, individuals who are targeted by perceived bias-related
incidents are offered critical support as they work through their own process and
feelings.

e Education

0 Engage in optional conversations with individuals and groups who, whether
intentionally or not, may have caused harm to others related to some form of bias.
These conversations are rooted in education and aim to provide critical context to
why an action may be perceived as biased.

e Assessment

0 Assessing reported incidents and tracking the data annually, helps to
understand the climate of Colorado State University as it relates to bias. This
data informs and helps shape training programs and educational opportunities
for the university community.



Student
Resources

Survivor Advocacy
and Feminist
Education (SAFE)
Center
0 Complainants
and Secondary
Survivors
O 24-hour hotline
Office of Title IX and
Equal Opportunity
CSU Health and
Medical Center
Counseling Services
Student Case
Management
Tell Someone

Employee
Resources

Survivor Advocacy and
Feminist Education (SAFE)
Center

Office of the Ombuds

e Facilitates connection to
resources, facilitates
dispute mediation,

e Interprets university
policy and shares about
systemic patterns with
administrators

Office of Title IX and Equal
Opportunity

Employee Assistance
Program (EAP)

Tell Someone

Confidential
VS.
Private
Resources

It 1s crucial as part of our bias
assessment structure to inform
students and employees about
the reporting requirements of
each resource

OFFICE OF TITLE IX PROGRAMS
AND GENDER EQUITY

COLORADO STATE UNIVERSITY



Monitoring Behavioral Trends

Analysis and Consultation

on Bohavioral Trends Assessment of Campus Climate
Evaluation of the overall climate and environment,
addressing observed behavioral trends and how they
reflect and/or influence broader culture and dynamics of

the university community

Regular meetings to review and discuss
reported conduct on campus for notable
patterns of risk — '

Collaboration Approach
Team members work together to share insights,

exchange critiques, and guide the institution's
response and intervention tools

Identification of Potential Incidents of Bias

Monitoring for increased risk of:
» Potential incidents of bias
o Election
0 Sporting Events
o Controversial speakers
0 Anniversary dates




"The strength of
the team is each
individual
member. The
strength of each
member is the
team."

- Phil Jackson, most
winning NBA
championship coach
1n history
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THE CORE BAT
TEAM

« 0GC
+ Title IXYOEO

e University Police

» Office of Inclusive Excellence
e Support and Safety

* Marketing/Communication

e Student Affairs
o Student Conduct/Student Resolution Center
0 Associate Dean of Students
0 Assistant Vice President of Student Affairs & Dean of Students
0 Residence Life




BIAS CONSULTATION TEAM

High ranking University officials: Meet multiple times a semester to
evaluate:

Provost Policy changes
OGC High level structural changes
VPSA Trends and patterns

AVP Inclusive Excellence
HR
OEO/TIX
Support and Safety




Collaboration with
Student Affairs and
CSUPD

Coordinates Undergraduate Student
Response

e (Connect students to resources
e Coordinate response

e Student conduct response (when
applicable)

e Student Resolution Center

Coordinates Police Response

 Support with ongoing criminal
Investigations

e Obtaining video footage




Collaboration

Between the
OEO and the OIE

The Office of Equal
Opportunity and Office of
Inclusive Excellence
frequently collaborate in
coordinating bias response
efforts as reported incidents
can overlap

Partnership with key
stakeholders

Follow up conducted by a
team

Determination: Who does
what follow-up?




Working with Housing,
Dining Services
and Facilities Management

 Monitoring of campus communities

* Connecting with Facilities around the
removal of graffiti/defacement around:

o0 Classroom building walls and
hallways

0 Residence hall common areas
o Bathrooms

o0 Parking lots

0 Recreation and dining centers

0 Posters and advertising/media
presented by student organizations
and offices on campus




Navigating
Policy:
Free Speech
and Academic
Freedom

Talk
Talk

Talk:
A Quick

Guide

to Free
Speech at
Colorado
State
University

RESOURCES

Eli.’_Q_EI E&E

% -
Student
Intervention Support
i Resources

re:

.....

First Amendment
to the U.S. Constitution
Congress shall make no law respecting an establishment of ;ﬂl:gic;:;; P:::':Ir:j;“r?gm gffrez




Where 1s the Line?

Protests & Assemblies: WHAT IS AND ISN'T ALLOWED?

ALLOWED:

Peaceful assemblies: Assembling in groups for
peaceful rallies, demonstrations, and gatherings
on parts of the university campus that are desig-
nated public forums and comply with applicable
policy guidelines. Public health restrictions may
also apply.

Countering speech: The First Amendment encour-
ages speech and counter speech, and you may
exercise your own First Amendment rights to coun-
ter someone else’'s speech with your own, pro-
vided it does not interfere with the rights of others
to peaceably assemble or exercise their right to
free speech.

Events: Authorized organizations may reserve spa-
ces on campus and in campus facilities for events.
The sponsoring organization and participants must
comply with law enforcement and the campus’s
relevant policies and event guidelines.

Chalking: In certain designated locations, you may
express yourself with washable chalk (no spray
chalk or paint) on horizontal concrete ground (no
steps, paving stones, buildings, or walls). Please
check with the applicable policy beforehand to
learn where chalking is or is not permitted.
Posters: Only posters that are sponsored by reg-
istered student organizations or an official univer-
sity unit or department are allowed in designated
areas, with university permission.

Silent and symbolic protests: Displaying a sign in
certain locations on campus, gesturing, wearing
symbolic clothing, or otherwise protesting silently
is permissible unless it is a disruptive activity or
impedes access to facilities. In addition, such acts
should not block the audience’s view or prevent
the audience from being able to pay attention to a
lawrful assembly andfor an official university event.
Campaigning: CSU encourages its students, fac-
ulty, staff, and other members of the community
to participate in political discourse, enlightenment
and action, and welcomes these activities to our
campuses. As a public university system of the
State of Colorado, CSU is subject to the limita-
tions of the Colorado Fair Campaign Practices Act
(FCPA), which generally prohibits CSU (and other
public entities) from expending any public money
for contributions to a campaign for elected office
or from urging electors to wvote in favor or against
any ballot issue or referred measures. Employees
and students are free to express their political
opinions when speaking or writing as individuals in
their personal capacity and not as a representative
of an institution.

NOT ALLOWED:

ty: ANy act that unreasonably inter-
feres with the rights of others to peaceably assem-
ble or to exercise the right of free speech, disrupts
the normal functioning of the university, damages
property, interferes with a university ewvent/func-
tion, or endangers health or safety is specifically
prohibited.

Blocking reasonable access: The university is requ-
ired by law to prowvide and maintain reasonable
access to, and exit from, any office, classroom,
laboratory, or building. This access must not be
obstructed at any time.

Silencing or attempting to silence a speaker.
Preventing others from seeing or hearing at an
event: Displaying a sign. gesturing, wearing sym-
bolic clothing, or otherwise protesting silently is
permissible unless it is a disruptive activity or
impedes access to facilities. In addition, such acts
should not block the audience’s view or prevent
the audience from being able to pay attention to a
laweful assembly andfor an official university ewvent.
Unsafe items: The display of firearms or weapons
and the illegal possession of firearms or weapons,
as well as the possession of torches or other items
with an open flame greater than one inch, sticks,
poles, shields or other items that may be used to
cause injury is prohibited. Persons may carry signs
or flags as long as those signs or flags are not
attached to a stick or pole. In addition, depending
upon the event and its location, the university may
have additional restrictions that limit the posses-
sion of other items.

Unpermitted ewvents outside public hours: Using
campus public areas, including the LSC Plaza area,
for events, demonstrations, meetings, assemblies,
or other expressive activity before 7 a.m. and after
7 p.m., without a prior reserwvation for an official
university ewent that has been approved by the
university, is prohibited.

Posting signs, posters, or banners of any kind
on campus trees. It's just hard on the trees and
weildlife.

Posting signs, posters, or banners without offi-
cial permission or in areas not designated for this
purpose.

Disrupting classes. Classroom speech is different
from speech in public forum areas. Certain types of
speech aren’t allowed, including any activity that
interferes with a faculty member’'s ability to con-
duct class.

« Bias: any incident of conduct,
speech, or expression,
motivated in whole or in part
by bias or prejudice intended
to intimidate, demean, mock,
degrade, marginalize, or
threaten individuals or
groups based on that
individual or group’s actual
or perceived identities

 Effective communication to
students and employees
about differences between
assembly and protest

* Self-expression vs. perceived
incidents of bias




Ongoing Climate
Assessment: Aggregate
Bias Reports

Not all incidents of bias which occur at the university are
reported through the Bias Reporting System, for a variety
of reasons including:

. The wishes of the individual(s) targeted or reporting
. Confidentiality

. Safety concerns

. Conflicts with ongoing police investigations

Incidents of bias are shared publicly via report and/or by
emalil through university or division-wide notifications

All incidents of bias submitted through the Bias
Reporting System are included in a confidential aggregate
report released at the end of each academic semester,
with summer semester data included in fall semester
reports.

Incidents of Hate and Bias
Fall 2023 Report




At-a-Glance: Bias
Incidents 1n 2023

e Reported bias incidents
between mid-August and
mid-December

e Record delivery method of
the bias incident (graffiti,
online, physical, verbal)

e Record delivery method of
the bias incident report
(anonymous, student, staff,
faculty, non-affiliated)

 Bias incident locations
include academic,
residential, employee,
online, and off-campus
spaces

Reported Incidents of Bias

A bias incidant I any conduct, Speech, or sxpression, motiated in whole orin part by bias or prejudice
it intimidate, de Tock, degrade, marginalize, or threaten individuals or groups based
ual or group's sctual or perceived identities.

1 36 Total Bias Reports Received

August 16" - December 157

Monthly Report Numbers: August 2023- December 2023

Month August September  October Novambar Decembar
Numberof | 18 50 22 2 15
Ingidents
Delivery Method PRT— Reported by:
Gratfitirvandatism .
u0 d ’i

Types of Bias
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Some incidents contain multiple types of bias. These are the primary bias categories for each incident.

% M =)
Bias Location (‘f/

Bias location indicates where the incident took place. Employee spaces can be emails or
offices.

* Academic spaces are classrooms, online learning environments, labs, advising,
academic committees.

+ Residential Spaces includes incidents that take place in residence halls, on campus
apartments, and dining halls.

+ Student Services encompasses incidents taking place at the LSC, the Plaza, the
Student Rec Center, non-academic settings, and clubs and organizations.

« Onlinessocial media includes incidents that took place on Facebook, Twitter,
Instagram, Snapchat, online messaging platforms, dating apps, and more.

+ Off Campus includes incidents that took place outside of University grounds.

Bias Location Number of Reports
Academic Spaces 44
Employee Spaces 2
Off campus 5
Online/Social Media 10
ial Spaces 35
Sporting Events 4
Student Services 30
Unknown L}




Reporting An
Incident of

Bias at CSU







Bias
Reporting
Website

Bias Reporting | Colorado State
University (colostate.edu)



https://biasreporting.colostate.edu/
https://biasreporting.colostate.edu/

Activity — Pair Up:

What Does Your Bias Assessment Team Look Like?

 Which offices on your campus would you bring into the
conversation?

SR * Sclect 1-2 partners to brainstorm the individuals and areas on
W campus that you would like to include

e Examples: OGC? OIK? SDC?




Post-Activity Discussion:
Members of the Team

Provost's Office: The Provost's Office oversees the assessment process and provides
guldance on institutional policies and procedures

Department Leadership: Department Chairs are responsible for initiating the bias
assessment process within their respective departments and providing input on
potential improvements.

Office of Inclusive Excellence and Diversity Offices: The Diversity and Inclusion
Office serves as a central resource for bias assessment and offers expertise in
1dentifying and addressing biases within the institution.

Human Resources: The Human Resources department collaborates with the
assessment team to ensure compliance with employment laws and provide guidance
on best practices for mitigating bias in hiring and promotion processes.

Faculty Senate: Faculty Senate representatives participate in the assessment process
to ensure the perspectives of the academic community are represented and that any
recommendations align with the university's mission and values.



Activity — Case Study: Lucas

- Case Scenario:

- A cultural center reached out to the BAT to report that a marketing and engagement
coordinator (student worker) has indicated that they will cannot promote or
particpate in any LGBTQ+++ events or materials.

-Their position position includes promoting all cultural center events on social media
- Represent and promote the mission of the center in person and through virtual events

- Responsible for generating and posting content via the center's online platforms

What is your first step?
What are some factors to consider?
Which BAT members will you include?



Activity — Case Study: Blake, Casey,
Taylor, and Jordan

e Divide into small groups of 2-3

e (Case Scenario:

0]

0]

Several incident reports received from two students (CPs), Michaela and Allison, about ongoing behavioral
concerns in Laurel Village involving fellow student residents Blake, Casey, Taylor, and Jordan (RPs)

Incident reports explain the Respondents (4) to be:

» Comments about wanting to engage in sexual activity ("tap that") with the CPs and making sexualized
comments about their age (17)

» Sexist comments made about the CPs current romantic partner and who they "belong" to

» Running through the residence hallways and making noise to prompt the CPs to open their door and
Iinteract with the RPs

» Standing in the doorway of the living space and refusing to allow the CPs to close the door

Reports from residents also mention of subsequent fights breaking out in the residence halls with the
presence of alcohol, further contributing to the safety concerns reported by CPs

There has been drawing of racist imagery on the whiteboards of residents, including swastikas and KKK
members reeling in a monkey with a fishing line.

There has been transphobic graffiti reported on the RA's bulletin board as well.

During one of the recent football games residents on campus were pre-gaming and a physical altercation was
reported. The report indicated that there were people with blood and "girls who were not involved were being
pushed and elbowed" during the reported incident.

What is your first step? Which BAT members will you include?
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Collaborative Publications on Advancing Efforts to Prevent
Sexual Harassment in Higher Education

NEW - PREVENTING AND ADDRESSING RETALIATION RESULTING FROM SEXUAL
HARASSMENT IN ACADEMIA

This paper discusses the existing legal protections against retaliation towards those who

Preventing and Addressing

Retaliation Resulting . . . . .
o Sbxuzl Harasstent experience or report sexual harassment in higher education, conditions that enable

A Sicadema retaliation to occur, negative consequences of retaliation, and policies and practices that
may help prevent retaliation. It serves as research-based resource for higher education
administrators; practitioners; faculty, staff, and student leaders. It is available for free:
https://nap.nationalacademies.org/catalog/27362/preventing-and-addressing-retaliation-

NATIONAL 2=
ACADEMIES 2o

resulting-from-sexual-harassment-in-academia

DA - APPROACHES TO THE EVALUATION OF SEXUAL HARASSMENT PREVENTION AND

RESPONSE EFFORTS
The limited research evaluating efforts to prevent, respond to, and create policies around

Approaches to the
Evaluation of Sexual
Harassment Prevention
and Response Efforts

sexual harassment makes it challenging to determine whether efforts to address sexual
harassment are effective, ineffective, or even harmful in application. This paper explores
the principles of sexual harassment evaluation and the methods available to researchers
and higher education administrators for evaluating a broad array of different interventions.
It is available for free: https://nap.nationalacademies.org/catalog/27267/approaches-to-the-

NATIONAL pn
ACADEMIES S

evaluation-of-sexual-harassment-prevention-and-response-efforts

Prepublication copy - uncorrected proofs

NEW - EXPLORING POLICIES TO PREVENT “PASSING THE HARASSER” IN HIGHER
EDUCATION

This paper explores decision points around the development and implementation of

Exploring Policies

to Prevent P : “ ; »
«Passing the Harasser” policies to prevent the practice known as “passing the harasser.” In order to foster

T e A eatioh organizational climates that prevent sexual harassment and hold individuals accountable
for their behavior, institutions need to explore options for policies and procedures that

augment background checks, increase transparency, and facilitate the sharing of
information about findings of sexual harassment. It is available for free:
https://nap.nationalacademies.org/catalog/27265/exploring-policies-to-prevent-passing-the-

NATIONAL
ACADEMIES

Bispbila o opy - s o harasser-in-higher-education

NEW - STRATEGIES FOR DEVELOPING, IMPLEMENTING, AND SUSTAINING SEXUAL
HARASSMENT BYSTANDER INTERVENTION PROGRAMS FOR FACULTY, STAFF,
AND GRADUATE STUDENTS

Strategies for Developing,

Implementing, and Sustaining This paper explores different approaches to developing, implementing, and evaluating the
Sexual Harassment Bystander
Intervention Programs!for Faculty, efficacy of sexual harassment bystander intervention trainings for faculty, staff, and

Staff, and Graduate Students
graduate students. These approaches highlight the importance of collaboration across an

institution’s offices and the use of field-specific scenarios tailored to different audiences

and power dynamics. It is available for free:
https://nap.nationalacademies.org/catalog/27266/strateqies-for-developing-implementing-
and-sustaining-sexual-harassment-bystander-intervention-programs-for-faculty-staff-and-

TIONAL em,

NA
ACADEMIES

Prepublication copy - uncorrected proots

graduate-students

NATIONAL enes

Engineering

AC /\ D E M | E S Medicine


https://nap.nationalacademies.org/catalog/27266/strategies-for-developing-implementing-and-sustaining-sexual-harassment-bystander-intervention-programs-for-faculty-staff-and-graduate-students
https://nap.nationalacademies.org/catalog/27266/strategies-for-developing-implementing-and-sustaining-sexual-harassment-bystander-intervention-programs-for-faculty-staff-and-graduate-students
https://nap.nationalacademies.org/catalog/27266/strategies-for-developing-implementing-and-sustaining-sexual-harassment-bystander-intervention-programs-for-faculty-staff-and-graduate-students
https://nap.nationalacademies.org/catalog/27265/exploring-policies-to-prevent-passing-the-harasser-in-higher-education
https://nap.nationalacademies.org/catalog/27265/exploring-policies-to-prevent-passing-the-harasser-in-higher-education
https://nap.nationalacademies.org/catalog/27267/approaches-to-the-evaluation-of-sexual-harassment-prevention-and-response-efforts
https://nap.nationalacademies.org/catalog/27267/approaches-to-the-evaluation-of-sexual-harassment-prevention-and-response-efforts
https://nap.nationalacademies.org/catalog/27362/preventing-and-addressing-retaliation-resulting-from-sexual-harassment-in-academia
https://nap.nationalacademies.org/catalog/27362/preventing-and-addressing-retaliation-resulting-from-sexual-harassment-in-academia

PREVENTING SEXUAL HARASSMENT AND REDUCING HARM BY ADDRESSING
ABUSES OF POWER IN HIGHER EDUCATION INSTITUTIONS

Pulling from research and institutional examples, this paper examines the types of power
differentials in academia, how abuses of power can take the form of sexual harassment,
and strategies for preventing and remediating such abuses. It is available for free at:
https://www.nationalacademies.org/news/2023/02/preventing-sexual-harassment-and-

reducina-harm-by-addressing-abuses-of-power-in-higher-education-institutions

APPLYING PROCEDURAL JUSTICE TO SEXUAL HARASSMENT POLICIES,
PROCESSES, AND PRACTICES

This paper explores how a procedural justice framework could help guide improvements and
revisions to policies, processes, and practices within higher education institutions with the
potential to mitigate the negative experiences and outcomes of those affected by sexual

harassment. The paper encourages institutions to apply procedural justice and thereby
promote increased perceptions of fairness and trust for those in the organization. It is
available for free at: https://www.nationalacademies.org/news/2022/04/applying-procedural-

justice-to-sexual-harassment-policies-processes-and-practices

INNOVATIVE PRACTICES TO STOP PASSING THE HARASSER

Two innovative practices from the University of Wisconsin System and the University of
California, Davis provide comprehensive descriptions of policies and practices for stopping
what is called “passing the harasser.” The publications detail how the policies work and what
processes were used to develop and implement them, with the aim of enabling other
organizations to adapt and apply it to their own environment. They are available for free:

e https://www.nationalacademies.org/news/2022/04/innovative-practice-university-of-

california-davis-stop-passing-the-harasser-policy

e  https://www.nationalacademies.org/news/2022/04/innovative-practice-university-of-

wisconsin-system-stop-passing-the-harasser-policy

EXPLORING SANCTIONS AND EARLY INTERVENTIONS FOR FACULTY SEXUAL
HARASSMENT IN HIGHER EDUCATION

This paper lays out the challenges and current landscape for how higher education deals with
harassment by faculty members and notes some ways in which academic administrators may
intervene and hold tenured or tenure-track faculty accountable for harmful behaviors that are
not deemed institutional or legal violations. The paper draws attention to four current

challenges for responding to sexual harassment by faculty members: coordination,
transparency, consistency, and correcting behavior through accountability. It is available for
free at: https://www.nationalacademies.org/news/2022/10/exploring-sanctions-and-early-

interventions-for-faculty-sexual-harassment-in-higher-education

N AT | O N A L Sciences

Engineering
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https://www.nationalacademies.org/news/2022/04/innovative-practice-university-of-california-davis-stop-passing-the-harasser-policy
https://www.nationalacademies.org/news/2022/04/innovative-practice-university-of-california-davis-stop-passing-the-harasser-policy
https://www.nationalacademies.org/news/2022/04/innovative-practice-university-of-wisconsin-system-stop-passing-the-harasser-policy
https://www.nationalacademies.org/news/2022/04/innovative-practice-university-of-wisconsin-system-stop-passing-the-harasser-policy
https://www.nationalacademies.org/news/2022/10/exploring-sanctions-and-early-interventions-for-faculty-sexual-harassment-in-higher-education
https://www.nationalacademies.org/news/2022/10/exploring-sanctions-and-early-interventions-for-faculty-sexual-harassment-in-higher-education
https://www.nationalacademies.org/news/2023/02/preventing-sexual-harassment-and-reducing-harm-by-addressing-abuses-of-power-in-higher-education-institutions
https://www.nationalacademies.org/news/2023/02/preventing-sexual-harassment-and-reducing-harm-by-addressing-abuses-of-power-in-higher-education-institutions
https://www.nationalacademies.org/news/2022/04/applying-procedural-justice-to-sexual-harassment-policies-processes-and-practices
https://www.nationalacademies.org/news/2022/04/applying-procedural-justice-to-sexual-harassment-policies-processes-and-practices

GUIDANCE FOR MEASURING SEXUAL HARASSMENT PREVALENCE USING CAMPUS
CLIMATE SURVEYS

Measuring the prevalence of sexual harassment on a campus can be achieved by collecting
population-based data in the form of a large-scale survey such as a campus climate survey.
The ability for such a survey to do so accurately, however, depends on many factors. To help
the higher education institutions conduct climate surveys that align with best practices
identified by research, this guide provides key considerations for each step in the climate
assessment process. It is available for free at:
https://www.nationalacademies.org/news/2021/09/quidance-for-measuring-sexual-

harassment-prevalence-using-campus-climate-surveys



https://www.nationalacademies.org/news/2021/09/guidance-for-measuring-sexual-harassment-prevalence-using-campus-climate-surveys
https://www.nationalacademies.org/news/2021/09/guidance-for-measuring-sexual-harassment-prevalence-using-campus-climate-surveys
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Title IX

U.S. Department of Education (ED) civil
rights laws and policy information:
https://www.ed.gov/laws-and-
policy/civil-rights-laws

Full Title IX Regulations 34 C.F.R. § 106:
https://www.ecfr.gov/current/title-
34/subtitle-B/chapter-1/part-106

2020 Regulations: federal register
publication of final rules published
05/2020 (select pdf from the left toolbar
to see document with page numbers):
https://www.federalregister.gov/docume
nts/2020/05/19/2020-
10512/nondiscrimination-on-the-basis-
of-sex-in-education-programs-or-
activities-receiving-federal

OCR Q&A regarding 2020 regulations:
https://www.ed.gov/sites/ed/files/about/
offices/list/ocr/docs/202107-ga-
titleix.pdf

2024 Regulations: federal register
publication of final rules published
4/29/24 (selected pdf from the left
toolbar)
https://www.federalregister.gov/docume
nts/2024/04/29/2024-
07915/nondiscrimination-on-the-basis-
of-sex-in-education-programs-or-
activities-receiving-federal

2023 Department of Education higher
education compliance resources:
https://www.ed.gov/sites/ed/files/about/
offices/list/ocr/docs/supporting-
educational-environments-disc-free-pse-
072023.pdf

Department of Education Reading Room
(guidance documents):
https://www.ed.gov/laws-and-
policy/civil-rights-laws/resources
Department of Education OCR Resolution
Agreements: (OCR Search Page)
https://ocrcas.ed.gov/ocr-search

Significant Legal Cases

Bostock Supreme Court - Bostock v Clayton

Co - multiple individual cases finding that
discrimination on the basis of sexual

orientation or gender identity is necessarily

also discrimination "because of sex" as
prohibited by Title VII.

https://www.supremecourt.gov/opinions/19

pdf/17-1618 hfci.pdf

| TITLE IX FOUNDATIONS

Baum 6th Circuit - Doe v. Baumet al. -
extending process rights in Title IX
procedures - Littler blogpost:
https://www.littler.com/publication-
press/publication/sixth-circuit-provides-
expansive-due-process-rights-title-ix-cases;
Court finding:
http://www.opn.caé.uscourts.gov/opinions.p
df/1820200p-06.pdf Of note: “...This court
has found that when witness credibility is at
issue, the accused must have an opportunity
for at least a “circumscribed form” of cross-
examination where he or she is allowed to
submit questions to the trier of fact, who will
then directly pose those questions to the
witnesses. Doe v. Cummins, 662 F. App’x
437,446 (6th Cir. 2016). “ (p18) and “...this
court has instead held that the university
must provide

at least the “circumscribed form” of cross-
examination set out in Cummins” (p20)

Clery Act

Jeanne Clery Disclosure of
Campus Security Policy and
Campus Crime Statistics Act

of 1990

¢ United States Code 20 U.S. Code § 1092
https://www.law.cornell.edu/uscode/text
[20/1092

e VAWA Reauthorization Regulations
2014:
https://www.govinfo.gov/content/pkg/FR
-2014-10-20/pdf/2014-24284.pdf

e Resources for Clery Compliance:
https://www.clerycenter.org/the-clery-
act

e Federal Bureau of Investigations Hate
Crime UCR (Uniform Crime Reporting):
https://www.fbi.gov/how-we-can-help-
you/more-fbi-services-and-
information/ucr/hate-crime

e Regulations at 34 CFR 668.46 (last
amended in 2024); and adds reference to
VAWA to include “dating violence” as
defined in.34 U.S.C. 12291(a)(10),

“domestic violence” as defined in.34 U.S.C.

34 U.S.C.12291(a)(30).

¢ Violence Against Women Reauthorization
of 2013 (VAWA) amended the Clery Act
§668.46 of Title 34 of the Code of Federal
Regulations enact the changes.

e https://www.ecfr.gov/current/title-
34/subtitle-B/chapter-VI/part-
668/subpart-D/section-668.46 and

e https://www.federalregister.gov/docume
nts/2016/11/16/2016-25888/violence-
against-women-reauthorization-act-of-
2013-implementation-in-hud-housing-
programs

Training requirement under the Clery
Act is found in § 668.46(k)(2)(ii) reflects
what is required by section 485(f)(8)(B)
(iv)(1)(bb) of the Clery Act as amended by
VAWA.

Title IV Spending Reauthorization of
VAWA 2022, beginning on page 869,
Find information about requirement of a
Federally developed climate survey for
postsecondary school experiences,
details. SEC. 1507. Online Survey Tool
For Campus Safety beginning on page
959,
https://www.govinfo.gov/content/pkg/P
LAW-117publ103/pdf/PLAW-
117publ103.pdf

The Clery Act also refers to the Federal
Bureau of Investigations (RBI) Uniform
Crime Report (UCR) program for
reporting data, this allows for
comparison of law enforcement data
nationwide. More information can be
found here: https://www.fbi.gov/how-
we-can-help-you/more-fbi-services-and-
information/ucr/publications

Title VII

e Title VIl prohibits employment
discrimination based on race, color,
religion, sex and national origin.
https://www.eeoc.gov/statutes/title-vii-
civil-rights-act-1964

e Justice Department discussion of
relationship between / overlap of Title IX
and Title VII:
https://www.justice.gov/crt/title-
ix#2.%C2%A0%C2%A0%20Relationship

%20t0%20Title%20VII

e EEOC Pregnant Workers Fairness Act:
https://www.eeoc.gov/pregnancy-
discrimination

TITLE IX FOUNDATIONS | 2
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https://www.govinfo.gov/content/pkg/FR-2014-10-20/pdf/2014-24284.pdf
https://www.clerycenter.org/the-clery-act
https://www.clerycenter.org/the-clery-act
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Prevalence and
Prevention
Resources

e CDC National Intimate Partner and
Sexual Violence Survey (NISVS):
https://www.cdc.gov/nisvs/about/index.h
tml (2016/17 data, published in 2023)

e LGBTQ Victim’s Assistance Resources:
http://avp.org/wp-
content/uploads/2019/02/WhyltMatters.
pdf

e LGBTQDV and barriers to reporting
https://vawnet.org/sc/rates-and-
prevalence-dv-lgbtg-communities

e Community College health outcomes
(sexual health and sexual violence):
https://cchealthstudy.com/

e College Health and Wellbeing data
(American College Health Association):
https://www.acha.org/resources-
programs/data-solutions-
assessments/data-hub/

e Training.and Prevention Overview (2021
Conference presentation, 2020 regs)

e Non-profits that provide programming,
campaigns, blogs and ideas about healthy
relationships, ending sexual violence:

e https://www.nsvrc.org/prevention
National Sexual Violence Resource
Center (NSVRC)

e https://www.stalkingawareness.org/stalki
ng-behaviors/ Stalking Prevention And
Resource Center (SPARC)

e https://stopsexualassaultinschools.org/se
xual-assault-k-12-reports/ Stop Sexual
Assault in Schools

e http://onestudent.org/
http://www.loveisrespect.org/
http://www.vday.org/home

e Educational materials, resources and
ideas:

e http://www.stopbullying.gov/

e Resources for LGBT friendly campus:
https://www.campuspride.org/resources/
strategies-for-lgbt-campuses/

¢ Climate Assessment / Data / Evaluation

e U.S. Department of Education(ED)
developed the ED School Climate Surveys
(EDSCLS) and associated web-based
platform. The EDSCLS allows States, local
districts, and schools to collect and act on
reliable, nationally-validated school
climate data (K12)
https://safesupportivelearning.ed.gov/eds

cls

The National Assessment of Collegiate
Campus Climates (NACCCQ) is a trio of
quantitative surveys on campus racial
climate administered annually at
colleges and universities across the
United States.
https://race.usc.edu/colleges/naccc/
National Center for Education Statistics
(NCES)’s School Survey on Crime and
Safety, a nationally representative
survey of about 4,800 public elementary
and secondary schools. The study was
conducted from February 15 to July 19
of 2022.

And
https://nces.ed.gov/admindata/crdc/pdf/
AIR-CRDC-Ext-Sources-Brief-508-Dec-
2020.pdf

2019 - Center for Education Equity
report https://maec.org/wp-
content/uploads/2019/06/Exploring-
Equity-Teen-Dating-Violence-1.pdf

Sample Higher Ed
Reports

e https://sites.usc.edu/sopdei/2022/04/01

/usc-campus-climate-survey-on-sexual-

assault-intimate-partner-violence-
domestic-violence-and-gender-and-
power-based-harm-in-the-lgbtq-
community/

e https://libguides.tulane.edu/c.php?
g=517735&p=5817749

e https://ira.virginia.edu/data-
analytics/survey-data/campus-climate

e https://udayton.edu/arc/equity complia

nce/ resources/2018-equity-
compliance-report.pdf

ATIXA Resources

Ensuring the Parties Have Title IX
Process Advisors:
https://www.atixa.org/blog/ensuring-
the-parties-have-title-ix-process-
advisors/

Who's Who on the Higher Education
Title IX Team? (2020 Regulations)
https://www.atixa.org/resources/whos-
who-on-the-higher-education-title-ix-
team/

ATIXATitle IX Toolkit (TIXKit) Hub:
https://www.atixa.org/resources/atixa-
title-ix-toolkit-tixkit-hub/
Understanding Training vs. Prevention
Education Requirements Under the Title
IX Regulations and VAWA
https://www.atixa.org/blog/understandi
ng-training-vs-prevention-education-
requirements-under-the-title-ix-
regulations-and-vawa/

You are not a Reasonable Person:
https://www.atixa.org/blog/you-are-not-
a-reasonable-person/

Training and Events:
https://www.atixa.org/training-and-
events-schedule-at-a-glance/

20 minutes to...Trained Video Modules:
https://www.atixa.org/20-minutes-to-
trained-video-modules/

Mentor Match:
https://www.atixa.org/mentor-match/
Scholarships:
https://www.atixa.org/atixa-
membership-scholarship-program/
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Compliance Categories

Where is our institution at with each of these categories?

Athletics

Policy Development

Supportive Measures

Remedies
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Compliance Categories

Pregnancy and Related Conditions

Clery Act: VAWA Section 304

Other Overlapping Laws/Regulations/Case Law/Resolution Agreements

Training (Campus Training, Title IX Team Training, etc.)
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Building a Title IX Office/Team

What would be your ideal organizational structure and why? Where would the
Title IX Office be best suited within the organization?

What would be the ideal staffing structure?

What political considerations do you need to take into account on your campus?

What financial constraints do you need to consider? Do you have a designated
budget? Are you looking at a budget deficit? Are there ways to maximize
resources?
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Building a Title IX Office/Team

What would an ideal office space look like? Where would it be located? What

considerations do you need to think about for balancing visibility and privacy
concerns?

What would training look like for the Title IX Team? Are there individuals who
are currently trained who just need updates? Are you starting from scratch?

What resources are available to you? Is there a training scholarship on campus?
Are there grant funds you can apply for? Can you join forces with other offices on
campus who may have more funding to support your efforts? Can you partner
with other institutions?

What other considerations do you need to think about?
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Building a Title IX Office/Team

How will we fill the following roles:

Title IX Coordinator

Intake Specialist/Coordinator

Dismissal Appeal Decision Maker/Challenge Decision Maker

Investigators
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Building a Title IX Office/Team

Informal Resolution Facilitators

Decision Makers

Appeals Decision Makers

Advisors

Live Hearing Facilitator

IX FOUNDATIONS | 9



Answer the following questions to help develop a list of
stakeholders that may be included or impacted by your work

Who is impacted by the work in your office?

Who makes decisions about the work and its implementation?

Whose voices need to be included during the process of planning?
Think about: participants, funders, staff, community members, etc.

Who needs to hear the story of your work?

What areas of expertise do you need to do the work? Who can you draw on

for that expertise? (This question will likely be revisited as the office
development takes shape)



Training Content Planning

What learning outcomes do you desire for your audience?

What content are you required to include? What other content do you
think is important to include?

What are some of the values you want to infuse? What messages do you
want to emphasize as takeaways?

What other considerations do you want to take into account?
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Who is Responsible?

Content Development Content Delivery

Scheduling Reserving Space

Participant Tracking Other



Other Considerations

What resources do we have available?

When will the content be delivered?

Will the content be delivered online or in person? By whom or what platform?
Is it accessible?

Will content be delivered by team, by class, by gender, random, something else?



- REMIEIeN
[N |

Gouclen

SEX, GENDER, GENDER
IDENTITY, GENDER EXPRESSION

_ H‘O\‘N-has your ident'i.t)."had an impact on .i'nteractions wit'h étu,dents?

How has your identity had an impact on interactions with colleagues?

“How does your identity impact your role within the Title IX Process?
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Types of

[ ]
Biases
CONFIRMATION BIAS

When we establish a pre-
conceived belief about a person
before the meeting and then we
look for information to support
this belief. This can cause us to
have a narrow view of an
individual.

ATTRIBUTION BIAS

When individuals make attributions to
their or others' behavior. These
attributions often does not reflect
reality. When we do something wrong
or poorly, the tendency is to attribute
that to external factors. However, when
it comes to others we think the
opposite. When a person does
something well, we tend to attribute
that to external factors and when they
do something wrong, we tend to
attribute that to their personality or
level of intelligence.

BEAUTY BIAS

The unconscious connection between a
person's appearance and their
personality.

CONFORMITY

The force behind our desire to fit
in with the dominant group.

AFFINITY BIAS

The tendency to get along with
others who are like us.

HALO/HORN EFFECT

The tendency to allow one strong point
that is valued highly to overshadow all
other information. When this works in
the individual's favor, it is called the
halo effect. When it works in the
opposition direction, it is called the
horn effect.

CONTRAST EFFECT

The process of judging two things
in comparison to one another,
rather than individually assessing
them.

GENDER BIAS

Favoritism toward one gender
over another. This is linked to
sexism (prejudice or
discrimination based on a person's
sex or gender.)

RACIAL BIAS

Tendency to prefer a person to
another on the basis of race and to
favor that person as a result.

ANCHORING BIAS

Making snap judgments and letting
a first impression (either positive
or negative) cloud the entire
interaction.

and reflect

CORRESPONDENCE BIAS

Tendency to make inferences
about a person's disposition from
behaviors that can be explained by
the situation and context in which
they occur.

EXPERIENCE BIAS

The tendency to see the world
from your own experience and
taking your perception as the

objective truth.

AVAILABILITY
BIAS/RECENCY EFFECT

A mental shortcut that relies on
immediate examples that come to
a given person's mind when
evaluating a specific topic,
concept, method, or decision. The
tendency is to weigh the latest
information more heavily than
older data.

BIAS BLIND SPOT

This is a failure to recognize our
own cognitive biases. Our ability
to recognize the existence and
effects of cognitive biases in
others' thinking is easier than our
ability to recognize this within
ourselves.

STEREOTYPE THREAT

A situational predicament in
which people are or feel
themselves to be at risk of
conforming to stereotypes about
their social groups.

WAYS TO MINIMIZE BIAS

Be aware of your own personal preferences
Question your assumptions and first impressions
Ensure you have enough time set aside to evaluate

Create two possible impressions of people when
you first meet them and collect objective
information on which impression is more accurate
Take note when you feel strongly about a
conclusion and seek out missing perspectives to
challenge your opinions

Create/provide time to consider all facts of the

case in context

Separate undisputed facts and items under dispute
Parse the policy

Utilize checklists
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UNIVERSAL DESIGN

Work toward universal design and offer
opportunities for Participants to share
needs for accommodations at multiple
points in the process. Enable closed
captioning on Zoom when you are able.

PRONOUNS

Ask participants if they feel comfortable
sharing their pronouns and name when
meeting them and introducing them to
colleagues. Have individuals interacting
with participants share their pronouns
when doing introductions as well (when
comfortable). Be aware that in some states
you are not permitted to ask pronouns.

CASE DISCUSSION

Recognize the ways in which the case is
discussed. pay attention to biases that
might be showing up and challenge any
potential gender norms that might be
coming up. What if the roles were reversed
or someone had a different identity? Would
you have different thoughts about the
case?

FIRST IMPRESSIONS

Refrain from making snap judgments and
allowing first impressions to cloud the
entire interview. Explore your own biases.
Do not assign a story to someone.

TAKE YOUR TIME

Allow enough time to read through
materials, take notes, write, take notes,
etc. Schedule time for writing and reading.

TITLE IX FOUNDATIONS

Challenge biases in decision
making

Ensure decisions are made
based on relevant evidence
A party's personal identities
are never considered relevant
evidence

Written materials should be
objective and bias-free
Spontaneous judgments are
more likely to yield to
stereotypes or bias

Regard each party as an
individual, not as part of a
group

Ensure sufficient time and
sufficient focus

AVOID ASSUMPTIONS

Do not assume you know the answer to a
question before it is asked. Do not make
assumptions about how a person identifies.
Don’t be afraid to ask specific questions
that are needed to get the information you
need.

CONTINUE YOUR LEARNING

Take it upon yourself to learn more. In
what areas do you need more growth or
experience? Find articles or books that
can expand your knowledge. Participate in
more training that will allow you to
challenge assumptions you may have.

ACCESSIBILITY STATEMENT

Include an accessibility statement when
communicating with the parties regarding
the process.



Reflection

What are three things you learned during this session?

What is something you will do differently when you return

to campus as a result of this session?

What are three priorities you want to work on?

What is one campus partnership you want to develop?
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Title IX

U.S. Department of Education (ED) civil
rights laws and policy information:
https://www.ed.gov/laws-and-
policy/civil-rights-laws

Full Title IX Regulations 34 C.F.R. § 106:
https://www.ecfr.gov/current/title-
34/subtitle-B/chapter-1/part-106

2020 Regulations: federal register
publication of final rules published
05/2020 (select pdf from the left toolbar
to see document with page numbers):
https://www.federalregister.gov/docume
nts/2020/05/19/2020-
10512/nondiscrimination-on-the-basis-
of-sex-in-education-programs-or-
activities-receiving-federal

OCR Q&A regarding 2020 regulations:
https://www.ed.gov/sites/ed/files/about/
offices/list/ocr/docs/202107-ga-
titleix.pdf

2024 Regulations: federal register
publication of final rules published
4/29/24 (selected pdf from the left
toolbar)
https://www.federalregister.gov/docume
nts/2024/04/29/2024-
07915/nondiscrimination-on-the-basis-
of-sex-in-education-programs-or-
activities-receiving-federal

2023 Department of Education higher
education compliance resources:
https://www.ed.gov/sites/ed/files/about/
offices/list/ocr/docs/supporting-
educational-environments-disc-free-pse-
072023.pdf

Department of Education Reading Room
(guidance documents):
https://www.ed.gov/laws-and-
policy/civil-rights-laws/resources
Department of Education OCR Resolution
Agreements: (OCR Search Page)
https://ocrcas.ed.gov/ocr-search

Significant Legal Cases

Bostock Supreme Court - Bostock v Clayton

Co - multiple individual cases finding that
discrimination on the basis of sexual

orientation or gender identity is necessarily

also discrimination "because of sex" as
prohibited by Title VII.

https://www.supremecourt.gov/opinions/19

pdf/17-1618 hfci.pdf

| TITLE IX FOUNDATIONS

Baum 6th Circuit - Doe v. Baumet al. -
extending process rights in Title IX
procedures - Littler blogpost:
https://www.littler.com/publication-
press/publication/sixth-circuit-provides-
expansive-due-process-rights-title-ix-cases;
Court finding:
http://www.opn.caé.uscourts.gov/opinions.p
df/1820200p-06.pdf Of note: “...This court
has found that when witness credibility is at
issue, the accused must have an opportunity
for at least a “circumscribed form” of cross-
examination where he or she is allowed to
submit questions to the trier of fact, who will
then directly pose those questions to the
witnesses. Doe v. Cummins, 662 F. App’x
437,446 (6th Cir. 2016). “ (p18) and “...this
court has instead held that the university
must provide

at least the “circumscribed form” of cross-
examination set out in Cummins” (p20)

Clery Act

Jeanne Clery Disclosure of
Campus Security Policy and
Campus Crime Statistics Act

of 1990

¢ United States Code 20 U.S. Code § 1092
https://www.law.cornell.edu/uscode/text
[20/1092

e VAWA Reauthorization Regulations
2014:
https://www.govinfo.gov/content/pkg/FR
-2014-10-20/pdf/2014-24284.pdf

e Resources for Clery Compliance:
https://www.clerycenter.org/the-clery-
act

e Federal Bureau of Investigations Hate
Crime UCR (Uniform Crime Reporting):
https://www.fbi.gov/how-we-can-help-
you/more-fbi-services-and-
information/ucr/hate-crime

e Regulations at 34 CFR 668.46 (last
amended in 2024); and adds reference to
VAWA to include “dating violence” as
defined in.34 U.S.C. 12291(a)(10),

“domestic violence” as defined in.34 U.S.C.

34 U.S.C.12291(a)(30).

¢ Violence Against Women Reauthorization
of 2013 (VAWA) amended the Clery Act
§668.46 of Title 34 of the Code of Federal
Regulations enact the changes.

e https://www.ecfr.gov/current/title-
34/subtitle-B/chapter-VI/part-
668/subpart-D/section-668.46 and

e https://www.federalregister.gov/docume
nts/2016/11/16/2016-25888/violence-
against-women-reauthorization-act-of-
2013-implementation-in-hud-housing-
programs

Training requirement under the Clery
Act is found in § 668.46(k)(2)(ii) reflects
what is required by section 485(f)(8)(B)
(iv)(1)(bb) of the Clery Act as amended by
VAWA.

Title IV Spending Reauthorization of
VAWA 2022, beginning on page 869,
Find information about requirement of a
Federally developed climate survey for
postsecondary school experiences,
details. SEC. 1507. Online Survey Tool
For Campus Safety beginning on page
959,
https://www.govinfo.gov/content/pkg/P
LAW-117publ103/pdf/PLAW-
117publ103.pdf

The Clery Act also refers to the Federal
Bureau of Investigations (RBI) Uniform
Crime Report (UCR) program for
reporting data, this allows for
comparison of law enforcement data
nationwide. More information can be
found here: https://www.fbi.gov/how-
we-can-help-you/more-fbi-services-and-
information/ucr/publications

Title VII

e Title VIl prohibits employment
discrimination based on race, color,
religion, sex and national origin.
https://www.eeoc.gov/statutes/title-vii-
civil-rights-act-1964

e Justice Department discussion of
relationship between / overlap of Title IX
and Title VII:
https://www.justice.gov/crt/title-
ix#2.%C2%A0%C2%A0%20Relationship

%20t0%20Title%20VII

e EEOC Pregnant Workers Fairness Act:
https://www.eeoc.gov/pregnancy-
discrimination
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Prevalence and
Prevention
Resources

e CDC National Intimate Partner and
Sexual Violence Survey (NISVS):
https://www.cdc.gov/nisvs/about/index.h
tml (2016/17 data, published in 2023)

e LGBTQ Victim’s Assistance Resources:
http://avp.org/wp-
content/uploads/2019/02/WhyltMatters.
pdf

e LGBTQDV and barriers to reporting
https://vawnet.org/sc/rates-and-
prevalence-dv-lgbtg-communities

e Community College health outcomes
(sexual health and sexual violence):
https://cchealthstudy.com/

e College Health and Wellbeing data
(American College Health Association):
https://www.acha.org/resources-
programs/data-solutions-
assessments/data-hub/

e Training.and Prevention Overview (2021
Conference presentation, 2020 regs)

e Non-profits that provide programming,
campaigns, blogs and ideas about healthy
relationships, ending sexual violence:

e https://www.nsvrc.org/prevention
National Sexual Violence Resource
Center (NSVRC)

e https://www.stalkingawareness.org/stalki
ng-behaviors/ Stalking Prevention And
Resource Center (SPARC)

e https://stopsexualassaultinschools.org/se
xual-assault-k-12-reports/ Stop Sexual
Assault in Schools

e http://onestudent.org/
http://www.loveisrespect.org/
http://www.vday.org/home

e Educational materials, resources and
ideas:

e http://www.stopbullying.gov/

e Resources for LGBT friendly campus:
https://www.campuspride.org/resources/
strategies-for-lgbt-campuses/

¢ Climate Assessment / Data / Evaluation

e U.S. Department of Education(ED)
developed the ED School Climate Surveys
(EDSCLS) and associated web-based
platform. The EDSCLS allows States, local
districts, and schools to collect and act on
reliable, nationally-validated school
climate data (K12)
https://safesupportivelearning.ed.gov/eds

cls

The National Assessment of Collegiate
Campus Climates (NACCCQ) is a trio of
quantitative surveys on campus racial
climate administered annually at
colleges and universities across the
United States.
https://race.usc.edu/colleges/naccc/
National Center for Education Statistics
(NCES)’s School Survey on Crime and
Safety, a nationally representative
survey of about 4,800 public elementary
and secondary schools. The study was
conducted from February 15 to July 19
of 2022.

And
https://nces.ed.gov/admindata/crdc/pdf/
AIR-CRDC-Ext-Sources-Brief-508-Dec-
2020.pdf

2019 - Center for Education Equity
report https://maec.org/wp-
content/uploads/2019/06/Exploring-
Equity-Teen-Dating-Violence-1.pdf

Sample Higher Ed
Reports

e https://sites.usc.edu/sopdei/2022/04/01

/usc-campus-climate-survey-on-sexual-

assault-intimate-partner-violence-
domestic-violence-and-gender-and-
power-based-harm-in-the-lgbtq-
community/

e https://libguides.tulane.edu/c.php?
g=517735&p=5817749

e https://ira.virginia.edu/data-
analytics/survey-data/campus-climate

e https://udayton.edu/arc/equity complia

nce/ resources/2018-equity-
compliance-report.pdf

ATIXA Resources

Ensuring the Parties Have Title IX
Process Advisors:
https://www.atixa.org/blog/ensuring-
the-parties-have-title-ix-process-
advisors/

Who's Who on the Higher Education
Title IX Team? (2020 Regulations)
https://www.atixa.org/resources/whos-
who-on-the-higher-education-title-ix-
team/

ATIXATitle IX Toolkit (TIXKit) Hub:
https://www.atixa.org/resources/atixa-
title-ix-toolkit-tixkit-hub/
Understanding Training vs. Prevention
Education Requirements Under the Title
IX Regulations and VAWA
https://www.atixa.org/blog/understandi
ng-training-vs-prevention-education-
requirements-under-the-title-ix-
regulations-and-vawa/

You are not a Reasonable Person:
https://www.atixa.org/blog/you-are-not-
a-reasonable-person/

Training and Events:
https://www.atixa.org/training-and-
events-schedule-at-a-glance/

20 minutes to...Trained Video Modules:
https://www.atixa.org/20-minutes-to-
trained-video-modules/

Mentor Match:
https://www.atixa.org/mentor-match/
Scholarships:
https://www.atixa.org/atixa-
membership-scholarship-program/
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Compliance Categories

Where is our institution at with each of these categories?

Athletics

Policy Development

Supportive Measures

Remedies
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Compliance Categories

Pregnancy and Related Conditions

Clery Act: VAWA Section 304

Other Overlapping Laws/Regulations/Case Law/Resolution Agreements

Training (Campus Training, Title IX Team Training, etc.)
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Building a Title IX Office/Team

What would be your ideal organizational structure and why? Where would the
Title IX Office be best suited within the organization?

What would be the ideal staffing structure?

What political considerations do you need to take into account on your campus?

What financial constraints do you need to consider? Do you have a designated
budget? Are you looking at a budget deficit? Are there ways to maximize
resources?

6 | TITLE IX FOUNDATIONS



Building a Title IX Office/Team

What would an ideal office space look like? Where would it be located? What

considerations do you need to think about for balancing visibility and privacy
concerns?

What would training look like for the Title IX Team? Are there individuals who
are currently trained who just need updates? Are you starting from scratch?

What resources are available to you? Is there a training scholarship on campus?
Are there grant funds you can apply for? Can you join forces with other offices on
campus who may have more funding to support your efforts? Can you partner
with other institutions?

What other considerations do you need to think about?

TITLE IX FOUNDATIONS | 7



Building a Title IX Office/Team

How will we fill the following roles:

Title IX Coordinator

Intake Specialist/Coordinator

Dismissal Appeal Decision Maker/Challenge Decision Maker

Investigators

8 | TITLE IX FOUNDATIONS



Building a Title IX Office/Team

Informal Resolution Facilitators

Decision Makers

Appeals Decision Makers

Advisors

Live Hearing Facilitator

IX FOUNDATIONS | 9



Answer the following questions to help develop a list of
stakeholders that may be included or impacted by your work

Who is impacted by the work in your office?

Who makes decisions about the work and its implementation?

Whose voices need to be included during the process of planning?
Think about: participants, funders, staff, community members, etc.

Who needs to hear the story of your work?

What areas of expertise do you need to do the work? Who can you draw on

for that expertise? (This question will likely be revisited as the office
development takes shape)



Training Content Planning

What learning outcomes do you desire for your audience?

What content are you required to include? What other content do you
think is important to include?

What are some of the values you want to infuse? What messages do you
want to emphasize as takeaways?

What other considerations do you want to take into account?

TITLE IX FOUNDATIONS | 11



Who is Responsible?

Content Development Content Delivery

Scheduling Reserving Space

Participant Tracking Other



Other Considerations

What resources do we have available?

When will the content be delivered?

Will the content be delivered online or in person? By whom or what platform?
Is it accessible?

Will content be delivered by team, by class, by gender, random, something else?



- REMIEIeN
[N |

Gouclen

SEX, GENDER, GENDER
IDENTITY, GENDER EXPRESSION

_ H‘O\‘N-has your ide_nt'i.ty."had an impact: on .ihteractions wit'h s;tu,dents?

How has your identity had an impact on interactions with colleagues?

“How does your identity impact your role within the Title IX.Process?
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Types of

[ ]
Biases
CONFIRMATION BIAS

When we establish a pre-
conceived belief about a person
before the meeting and then we
look for information to support
this belief. This can cause us to
have a narrow view of an
individual.

ATTRIBUTION BIAS

When individuals make attributions to
their or others' behavior. These
attributions often does not reflect
reality. When we do something wrong
or poorly, the tendency is to attribute
that to external factors. However, when
it comes to others we think the
opposite. When a person does
something well, we tend to attribute
that to external factors and when they
do something wrong, we tend to
attribute that to their personality or
level of intelligence.

BEAUTY BIAS

The unconscious connection between a
person's appearance and their
personality.

CONFORMITY

The force behind our desire to fit
in with the dominant group.

AFFINITY BIAS

The tendency to get along with
others who are like us.

HALO/HORN EFFECT

The tendency to allow one strong point
that is valued highly to overshadow all
other information. When this works in
the individual's favor, it is called the
halo effect. When it works in the
opposition direction, it is called the
horn effect.

CONTRAST EFFECT

The process of judging two things
in comparison to one another,
rather than individually assessing
them.

GENDER BIAS

Favoritism toward one gender
over another. This is linked to
sexism (prejudice or
discrimination based on a person's
sex or gender.)

RACIAL BIAS

Tendency to prefer a person to
another on the basis of race and to
favor that person as a result.

ANCHORING BIAS

Making snap judgments and letting
a first impression (either positive
or negative) cloud the entire
interaction.

and reflect

CORRESPONDENCE BIAS

Tendency to make inferences
about a person's disposition from
behaviors that can be explained by
the situation and context in which
they occur.

EXPERIENCE BIAS

The tendency to see the world
from your own experience and
taking your perception as the

objective truth.

AVAILABILITY
BIAS/RECENCY EFFECT

A mental shortcut that relies on
immediate examples that come to
a given person's mind when
evaluating a specific topic,
concept, method, or decision. The
tendency is to weigh the latest
information more heavily than
older data.

BIAS BLIND SPOT

This is a failure to recognize our
own cognitive biases. Our ability
to recognize the existence and
effects of cognitive biases in
others' thinking is easier than our
ability to recognize this within
ourselves.

STEREOTYPE THREAT

A situational predicament in
which people are or feel
themselves to be at risk of
conforming to stereotypes about
their social groups.

WAYS TO MINIMIZE BIAS

Be aware of your own personal preferences
Question your assumptions and first impressions
Ensure you have enough time set aside to evaluate

Create two possible impressions of people when
you first meet them and collect objective
information on which impression is more accurate
Take note when you feel strongly about a
conclusion and seek out missing perspectives to
challenge your opinions

Create/provide time to consider all facts of the

case in context

Separate undisputed facts and items under dispute
Parse the policy

Utilize checklists

TITLE IX FOUNDATIONS | 15



UNIVERSAL DESIGN

Work toward universal design and offer
opportunities for Participants to share
needs for accommodations at multiple
points in the process. Enable closed
captioning on Zoom when you are able.

PRONOUNS

Ask participants if they feel comfortable
sharing their pronouns and name when
meeting them and introducing them to
colleagues. Have individuals interacting
with participants share their pronouns
when doing introductions as well (when
comfortable). Be aware that in some states
you are not permitted to ask pronouns.

CASE DISCUSSION

Recognize the ways in which the case is
discussed. pay attention to biases that
might be showing up and challenge any
potential gender norms that might be
coming up. What if the roles were reversed
or someone had a different identity? Would
you have different thoughts about the
case?

FIRST IMPRESSIONS

Refrain from making snap judgments and
allowing first impressions to cloud the
entire interview. Explore your own biases.
Do not assign a story to someone.

TAKE YOUR TIME

Allow enough time to read through
materials, take notes, write, take notes,
etc. Schedule time for writing and reading.

TITLE IX FOUNDATIONS

Challenge biases in decision
making

Ensure decisions are made
based on relevant evidence
A party's personal identities
are never considered relevant
evidence

Written materials should be
objective and bias-free
Spontaneous judgments are
more likely to yield to
stereotypes or bias

Regard each party as an
individual, not as part of a
group

Ensure sufficient time and
sufficient focus

AVOID ASSUMPTIONS

Do not assume you know the answer to a
question before it is asked. Do not make
assumptions about how a person identifies.
Don’t be afraid to ask specific questions
that are needed to get the information you
need.

CONTINUE YOUR LEARNING

Take it upon yourself to learn more. In
what areas do you need more growth or
experience? Find articles or books that
can expand your knowledge. Participate in
more training that will allow you to
challenge assumptions you may have.

ACCESSIBILITY STATEMENT

Include an accessibility statement when
communicating with the parties regarding
the process.



Reflection

What are three things you learned during this session?

What is something you will do differently when you return

to campus as a result of this session?

What are three priorities you want to work on?

What is one campus partnership you want to develop?
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About the Action Collaborative on Preventing
Sexual Harassment in Higher Education

CONSENSUS STUDY REPORT

Created in April 2019, the Action
Collaborative grew out of a desire Sexual Harassment
among higher education of Women
institutions to collaborate and
learn from each other as they
worked to act on the findings and
recommendations from the
National Academies’ Sexual
Harassment of Women report.
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Key Recommendations for Higher Education Institutions

A systemwide change to the culture and climate in higher education is required
to prevent and effectively address sexual harassment.

e Address the most common form of sexual harassment;
gender harassment

« Create diverse, inclusive, and respectful environments

« Diffuse the hierarchical and dependent relationship between
trainees and faculty

 Improve transparency and accountability
* Provide support for targets
« Strive for strong and diverse leadership

Engineering



Goals of the Action Collaborative

1. Facilitate and inform action on preventing and addressing harassment;

2. Share and elevate evidence-based policies and strategies for reducing and
preventing sexual harassment;

3. Advance research on sexual harassment prevention, and gather and apply
research results across institutions;

4. Raise awareness about sexual harassment and its consequences, and
motivate action to address and prevent it; and

5. Assess progress in higher education toward reducing and preventing
sexual harassment in higher education.

N AT I O N A L zfligeinnct:ring
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Public Resources from the Action Collaborative

© © B

Summit: Annual open forum for identifying, discussing, and elevating
innovative and promising approaches — Presentation and Materials
available online

Publications: Working Groups, composed of representatives from the Member
Institutions, work together to gathering information on research and practices
and produce publications that can inform and enable action.

Rubric: List of the areas of work that align with the findings and
recommendations from the National Academies 2018 report on Sexual
Harassment of Women

Repository of Work: Collection of the most significant, novel actions that
each Action Collaborative institution has taken

NATIONAL e http://nationalacademies.org/sexual-harassment-collaborative
/\C/\DEM I ES Medicine



Repository of Work

NATIONAL e

Engineering

ACADEMIES wedicine About Us Events Our Work

Sexual Harassment Collaborative Repository

By Keyword
Keyword Filter pF————
Topic - Prevention p—

Ally or Ambassador Programs

Anti-Sexual Harassment Education

Bystander Intervention Programs

Civility or Respect Promotion Programs

DE! In Hiring, Promotion, Advancement, and Admissions
Identifying and Reinforcing Community Values
Leadership Education and Skill Development

Other Prevention

Prevention Program or Toolkits

SEARCH Q

SOTERIA SOLUTIONS

A Comprehensive Approach to Assessing Climate and Culture: Workplace Culture Survey

Soteria Selutions created a survey to measure | | and organizational strengths, as well as uncover social norms that will

support culturs change

TOPIC: Climate Survey Measuring Prevalence | Qualitative Research | Sharing the Results/Data from Evaluation | Using Evaluation
to Inform Action
YEAR: 2020-2021

DOWNLOAD PARTNER NETWORK DESCRIFTION OF WORK —»

UNIVERSITY OF CALIFORNIA. SANTA CRUZ
A Guide on Best Practices for Graduate Students Impacted by SVSH

UC Santa Cruz created a guide on processes to mitigate the impact of sexual harassment on graduate student survivors: the guide
outlines potential consequences (loss of 2 recsmmendation letter, slowed academic progress, etc.), identifies the lzader responsible
for ensuring the issue is addressed (chair of graduate program, dean, etc.), highlights applicable campus resources, and cutlines
potential solutions.

TOPIC: Reintegrstion Strategizs snd Programs
YEAR: 2015-2020

DOWNLOAD MEMBER DESCRIFTION OF WORK —»

UNIVERSITY OF CALIFORNIA. BERKELEY

Academic Department Sexual Harassment Prevention Toolkit

UC Berkeley developed & multi-step toolkit to help academic department leadership create and implement 2 plan to prevent sexual
harassment within their community.

TOPIC: Prevention Program or Teolkits | Leadership Educstion and 2kill Developmant
YEAR: 2015-2020

DOWNLOAD MEMBER DESCRIPTION OF WORK —




New Work Shared through the Action Collaborative

Increased transparency on the range of disciplinary and responsive actions, particularly how decisions
are made (University of Minnesota)

Customized education programs and prevention toolkits for leaders and work groups (Massachusetts
Institute of Technoloqgy-1, Massachusetts Institute of Technology-2, Michigan State University, Rutgers University-1,

Rutgers University-2, University of California, Berkeley and University of Michigan)

Anonymous disclosure and reporting systems (Harvard University, University of Kansas and University of
Kansas Medical School, and California Institute of Technology)

Setting up ombuds offices to provide confidential and non-mandatory reporting resources and tools
(International Ombudsman Association, Cold Spring Harbor Laboratory, and Argonne National Laboratory)

Using Climate Survey Data to inform action: identify and reinforce community values (University of

California, Berkeley), inform institution-wide resources (Harvard University), develop action plans at the
departmental level (Massachusetts Institute of Technology), and inform changes within an organization
(University of Minnesota, Soteria Solutions, and Rutgers University)
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https://vimeo.com/showcase/7711364/video/471563430#t=16m9s
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/lab-based-inclusive-culture-workshops-massachusetts-institute-of-technology.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/lab-based-inclusive-culture-workshops-massachusetts-institute-of-technology.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/mindhandheart-department-support-program-massachusetts-institute-of-technology.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/michigan-state-university-leadership-series-creating-and-sustaining-a-respectful-work-environment-series.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/we-r-here-staff-and-faculty-training-initiative-rutgers-university.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/rutgers-university-faculty-and-staff-training-initiative.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/academic-department-sexual-harassment-prevention-toolkit-university-of-california-berkeley.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/respect-in-striving-for-excellence-rise-university-of-michigan.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/harvard-university-resource-for-online-anonymous-disclosures-harvard-university.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/university-of-kansas-and-university-of-kansas-medical-center-transparency.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/university-of-kansas-and-university-of-kansas-medical-center-transparency.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/california-institute-of-technology-launching-of-new-equity-and-title-ix-office-website.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/ombuds-tookit-international-ombudsman-association.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/setting-up-a-part-time-ombuds-office-during-a-pandemic-cold-spring-harbor-laboratory.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/integrating-the-ombuds-office-into-the-argonne-community-argonne-national-laboratory.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/social-norms-activities-university-of-california-berkeley.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/social-norms-activities-university-of-california-berkeley.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/the-gender-inclusive-restroom-mapping-project-harvard-university.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-1/mindhandheart-department-support-program-massachusetts-institute-of-technology.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/university-of-minnesota-development-and-implementation-of-an-organizational-climate-assessment-tool.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/soteria-solutions-a-comprehensive-approach-to-assessing-climate-and-culture-workplace-culture-survey.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/rutgers-university-measuring-the-prevalence-of-sexual-harassment-university-wide.pdf

Working Group Resources and Publications

Prevention

Response

Remediation

Engineering



Past Working Group Projects

* Applying Procedural Justice to Sexual Harassment Policies, Processes, and Practices
(Published)

Prevention * The Role Civility Promotion Programs Can Play in Preventing Sexual Harassment in
Different Higher Education Environments (Published)

» Strategies for Developing, Implementing, and Sustaining Sexual Harassment Bystander
Intervention Programs for Faculty, Staff, and Graduate Students (Published)

* Preventing Sexual Harassment and Reducing Harm by Addressing Abuses of Power in
Remediation Higher Education Institutions (Published)

* Preventing Retaliation to Discourage Sexual Harassment (Published)
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Past Working Group Projects

» Exploring Sanctions and Early Interventions for Faculty Sexual Harassment in Higher
Education (Published)

» Exploring Policies to Prevent “Pass the Harasser” in Higher Education (Published)

Response

* Innovative Practices: Stop “Passing the Harasser” Policies (Published)

» Guidance for Measuring Sexual Harassment Prevalence Using Campus Climate Surveys
(Published)

» Approaches to the Evaluation of Sexual Harassment Prevention and Response Efforts
(Published)
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statf, and Graduare Students

NATIONAL snce

ons Discussed in This Session

STRATEGIES FOR DEVELOPING, IMPLEMENTING, AND SUSTAINING
SEXUAL HARASSMENT BYSTANDER INTERVENTION PROGRAMS
FOR FACULTY, STAFF, AND GRADUATE STUDENTS (2023)

This paper explores different approaches to developing, implementing, and
evaluating the efficacy of sexual harassment bystander intervention trainings for
faculty, staff, and graduate students.

PREVENTING AND ADDRESSING RETALIATION RESULTING FROM
SEXUAL HARASSMENT IN ACADEMIA (2023)

This paper discusses the existing legal protections for retaliation directed at those
who experience or report sexual harassment in higher education. It discusses the
conditions that enable retaliation to occur, negative consequences of retaliation,
and policies and practices that may help prevent retaliation.

Engineering
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Where to find this paper:

Kuhn, J-U., N. Arain, N., J. Bell, B. Davis, H. Kaiser, D. Madden,
G. Prepetit, and K. Williamsen. Strategies for Developing,
Implementing, and Sustaining Sexual Harassment Bystander
Intervention Programs for Faculty, Staff, and Graduate Students.
Washington, DC: The National Academies Press.
https://doi.org/10.17226/27266.

Project Website: https://www.nationalacademies.org/our-
work/bystander-intervention-for-faculty-staff-and-graduate-students
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Bystander Intervention

When an individual who observes sexual harassment is able to speak up and/or
act in such a way that discourages or resists the harassment that is occurring
(Griffith, 2022, Holland et al., 2016)

Engaging the person

Responding o9 Acting before,
directly or pceorr;orrr: I\f\f;]rc])gig‘]c?\:?z;gé:?sg during, or after
indirectl ’ the incident

y and/or other bystanders
NATIONAL  sciences
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Bystander Intervention Program Commonalities

Training programs often:

- Take participants through Understanding that the event is a problem
each of the five stages that

bystanders encounter when

: _ — Taking personal responsibility for responding
Intervening

« Provide opportunities for
participants to role-play these
skills; and

« Explore options for
Intervention

N AT I O N A L zfligeinnct:ring
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Potential Value of Bystander Intervention Programs

- Helping all members of a community realize that they have a role
to play in preventing and disrupting harm

- Developing tangible skills to interrupt individual harms

- Helping to shift culture through establishing and reinforcing
healthy social norms and demonstrating intolerance for
harassment at the community level

N /\T I O N A L Ziligeinnc:;ing
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Bystander Intervention in Higher Education

In academia, bystander behavior may be further complicated by:

« Fluid and intersecting power dynamics/identities
- Position changes (e.g., department chair appointments)
« Context (e.g., in a meeting vs. in watercooler conversations)

« Social isolation, where individuals are separated from the rest of the
institution and siloed in their workplace environment

« Culture & physical design of faculty, staff, and graduate students’
academic environments typically prioritizes individual scholarship
and minimal collaboration

« Minimizes opportunities for institutional accountability & support

« Can make it challenging to properly identify harassment & feel
compelled to intervene

N AT I O N A L Ziligeinnct:ring
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Institutional Examples of Bystander Programs for
Faculty, Staff, & Graduate Students



Sample Questions Asked of Institutional Examples

Strategies for a Training Program Focused on Faculty, Staff, & Grad Students

 How did you apply general bystander intervention strategies to faculty, staff,
and/or graduate student intervention training?

Institutional Support

 Where did you generate “buy-in,” who was involved in generating “buy-in,” and
what did “buy-in” look like for your program?

Program Evaluations
 What are your program’s goals and how do you measure them?

Internal Program Sustainability and External Program Applications
* Who owns the initiative(s)?

N /\T I O N A L Ziligeinnc:;ring
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Example 1. Harvard University, Bystander Video Project

e Organized by TIX office (2019)
» Goal: Viewers able to identify their roles in creating a “culture of inclusivity”

» Designed to address issues of gender inequity, actions that contribute to climates at
risk for sexual harassment, racial microaggressions, ableism, and power dynamics

* Input from faculty, staff, & graduate students
* Involves video vignettes, small group exercises, activities, and feedback
» Strategies for disrupting, deescalating, and discouraging conduct
» Evaluated by a faculty researcher via pre- and post-session surveys

» Advertised by Office of the President & Provost

NATIONAL sciences.
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Example 2: University of California-Irvine, Field Safety 201

 Led by TIX office & the University Office of Equal Opportunity and Diversity (2021)

e (Goals: educate supervisors & trip leaders on responsibility, and inform students on
how to ID inappropriate environments in field work & intervene

 Modeled off UC-Santa Cruz Better Fieldwork Future Workshop

* Focused on grads; involves discussion of real-world scenarios & discussion on
application of intervention skills

» Addresses general field safety, discrimination, microaggressions, sexual
harassment prevention & response, and bystander intervention

» Faculty, staff, & grad students continuously involved in development,
implementation, and evaluation

» Developed by Director of UCI Center for Environmental Biology & CARE office

N AT I O N A L zfligeinnct:ring 23
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Example 3: Boston University, Beyond Bystanders

* Funded by the Office of the Provost ARROWS program (2018)

e (Goals: provide male STEM graduate students with the skills to ID &
interrupt sexual misconduct

e Longitudinal workshop facilitated by male STEM graduate student peers

* Involves multiple sessions of increasing complexity focused on
providing basic frequency/definition information and discussion of
scenario-based power differentials

 Development involved Sexual Assault Response & Prevention office,
Graduate Women in Science and Engineering group, ARROWS
program members, and WISEGuys graduate student group

* Pre- and post-workshop assessments conducted

N AT I O N A L Ziligeinnct:ring
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Recurring Themes

1. Collaborating and Engaging Multiple Stakeholders

* Engaging senior leaders, employee and graduate student groups, and other stakeholder groups
helps promote bystander intervention even if changes in leadership and roles occur and helps
Incorporate the ecosystem

2. Incorporating Voice to Address Power Dynamics, Microaggressions, and Other Challenges

» Every program made use of the lived experiences and perspectives of faculty, staff, and/or graduate
students, keeping content relevant and helping to build a sense of community trust

» Engaging peers can directly facilitate a social norm that intervention—not silence—is desired and
expected by the community

3. Follow-up Activities to Promote Norms

» Continued revisiting/dedicating resources to follow-up may be able to further promote a norm
that sexual harassment is not tolerated by the institution
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Lessons Learned from Program Staff

Developing bystander intervention programs:
- Difficult to generate buy-in from leaders across departments & schools

« Challenging to tailor trainings to the climate of the department, school, lab, etc.

without understanding the specific climate and power dynamics of an environment

« Trainings need to account for learners’ roles and responsibilities (e.g., faculty

members that are mandatory reporters)
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Lessons Learned from Program Staff

Implementing and executing bystander intervention programs:

- Limited staffing (sometimes just one person) makes it challenging to implement
programs and deliver content effectively

« Need for effective trainers and facilitators

Maintaining and evaluating bystander intervention programs

« Perceived risk of retaliation when intervening can make people more hesitant to
engage or use the training

« Challenges in maintaining funding and resources for supporting programs
- Need to evaluate bystander intervention programs and use effective measures
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Conclusions & Call for Research

- More research needed to better understand, identify, and assess factors and
strategies for successful programs in complex work environments

- More detailed evaluation efforts are needed to determine effectiveness of these
programs tailored to faculty, staff, and graduate students, including around
doses, boosters, training

- How does the design of bystander interventions correlate with changes in bystander
behavior and culture change that discourages sexual harassment over the short and
long term?

- Who are the essential people and what are the offices needed to develop,

implement, maintain, and evaluate a bystander intervention program for faculty,
staff, and graduate students?
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What is Retaliation?

» Retaliation: when an individual experiences an adverse (negative)
action or actions as a direct consequence of opposing discrimination,
such as by “filing a complaint of discrimination, participating in a

discrimination proceeding, or otherwise opposing discrimination”
(Equal Employment Opportunity Commission, 2015)

« Examples: job termination, failed grades, exclusions from activities
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Retaliation: Scale and Effects

e Scale

— Number of official, annual complaints to EEOC has nearly doubled in last 20 years (eeoc, 2021b)

— Retaliation complaints make up over:
e 50% of EEOC complaints (EEOC, 2021a)
e 24% of Title VI complaints (Office for Civil Rights, 2023)
— 98% of cases where women reported sexual harassment, also experienced retaliation (wendt & Slonaker, 2002)

e 9 out of 10 instances of sexual harassment go unreported (reflects use of informal avenues & underreporting of scale)

« Effects
— Negatively impacts targets professionally, psychologically, and hurts community more broadly
e Damage to career progression & career stability
e PTSD, anxiety, and depression symptoms
e Damage to organizational climate, organizational trust, and can create feelings of Institutional betrayal

— Applies not only to targets of sexual harassment, but anyone who formally/informally reports or considers reporting
(e.g., bystanders, allies)
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Components of Retaliation (Per Law)

1) An adverse action takes place

2) Because or due to

3) Target of retaliation engaged in a protected.activity by opposing sexual harassment or
participating in an investigation.of sexual hara

Sexual

Opposition Adverse Action

Misconduct

CAUSAL LINK:
the adverse
action occurs

v [ “because,” or RETALIATORY ACTION
| in response taken against the person
PROTECTED ACTIVITY: to, the who engaged in a
opposition to sexual harassment or participation opposition to protected activity

in a sexual harassment investigation sexual

harassment
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Challenges in Supporting a Claim of Retaliation

Sexual
Misconduct

Opposition Adverse Action

CAUSAL LINK:
the adverse
action occurs
“because,” ar
in response
to, the
opposition to
sexual
harassment

RETALIATORY ACTION
taken against the person
who engaged in a
protected activity

||
PROTECTED ACTIVITY:
opposition to sexual harassment or participation
in a sexual harassment investigation

Challenge #1: Insufficient Evidence To Show a Protected Activity
Challenge #2: The Adverse Action is Subject to Debate

Challenge #3: Insufficient Evidence to Prove the Causal Link Between An Adverse Action & Protected Activity
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Example: Adverse Action — Through Professional Evaluation

Graduate Student E has repeatedly experienced sexual harassment from Advisor F, and turns to a
Junior Faculty Member G in the same department to disclose the harassment and ask for advice.

As a mandated reporter, Junior Faculty Member G reports the harassment to the Title IX
coordinator. Fearful of Advisor F’s response, as they are Junior Faculty Member G’s
senior colleague, Junior Faculty Member G never discusses the case with colleagues and is never
certain whether Advisor F is aware that Junior Faculty Member G made the initial report.

When Advisor F begins to openly undermine Junior Faculty Member G’s contributions in department
meetings and in private (e.g., by opposing Junior Faculty Member G’s application for a research leave),
Junior Faculty Member G suspects this is a form of punishment for making the report.

Faculty Member G, lacking evidence of the motivation behind Advisor F’s actions, does
not file a complaint of retaliation but rather starts looking for a new position elsewhere.
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Example - Discussion

* Reflects various challenges:
— Proving Advisor F knew of the protected activity before denying leave application
— Proving the denial of leave is negative and adverse, not a neutral event (Challenge #2)

— Proving Advisor F retaliated because of the protected activity (Challenge #3)

* Inanenvironment where career advancement depends heavily on support from individual faculty
and/or administrators, the opportunities for retaliation are extremely varied and can be subtle
(e.g., denial of informal privileges such as a semester of leave)
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Going Beyond Legal Compliance

By recognizing the limitations inherent in the legal framework, institutions have an
opportunity to develop creative anti-retaliation strategies and solutions—by modifying and/or
expanding their current policies and practices in ways that better serve their communities.

Strategies for
Preventing

Strategies for

Responding to
Retaliation

Retaliation
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Strategies for Responding to Retaliation

1. Broaden the definition of what is considered an “adverse action”

1. Would expand to include not just punitive adverse actions (e.g., poor evaluations) but also passive adverse

actions (e.g., refusing recommendations) — any action that “well might have dissuaded a reasonable
worker” from reporting

2. Broaden the definition of what is considered a “protected activity”
1. Clarifies that individuals who make formal reports (including bystanders) are not the only ones protected

3. Create policies on responding to reports made across institutions or extra-
institutionally

1. E.g., at another university, during an association or agency meeting, at a conference
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Strategies for Preventing Retaliation:
Johns Hopkins University Model

Create individualized anti-retaliation plans
1. Provides protection while complaint process is underway

2. Can empower more reports

Key considerations when creating anti-retaliation plans (Johns Hopkins University

approach)

1. Initiate when an individual engages in a protected activity & shares concerns of retaliation, or plans to engage in a

protected activity
2. Consultindividuals who have insight into the responsibilities & interests of both parties

3. Regularly communicate forms of action and institutional responses

Understand

- Collaboration . e -
Explain the the Concepts Respect Proactive, Not Flexibility is

& : ...
Privacy Punitive Key

Concept
P & Players Coordination
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Conclusions

* Much work needs to occur to address, respond to, and prevent
retaliatory behavior

» Academia still needs to understand how institutions can best respond
to retaliation, what actions and responses are successful, what factors

help prevent retaliation, and more

— How does educating others about the existence of anti-retaliation plans affect
the willingness of the target to initiate a conversation?

— What kinds of anti-retaliation policies and procedures would center and
address how retaliation is experienced by the most marginalized individuals
in higher education, such as women and men of color, persons with
disabilities, and those with sexual orientation and gender identity expression

that differs from the majority population?
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Introduction

To address the persistent problem of sexual harassment within higher education, research suggests that
environments need to convey that sexual harassment is not a norm and actively discourage it when it does
occur. One approach that researchers have identified as helping to create such environments is bystander
intervention programs, which prepare and equip individuals to interrupt and intervene when harassing
behavior occurs (Banyard, 2015; Holland et al., 2016; NASEM, 2018).

Historically, much of the research on bystander intervention in academia has focused on improving bystander
behaviors in undergraduate populations.! Only recently have organizations’ interest in and attention to
bystander intervention trainings that focus on workplace environments affecting faculty, staff, and graduate
students increased (Griffith et al., 2022), even though these populations also experience and witness sexual
harassment (NASEM, 2018).

The lack of bystander intervention resources specifically catered to faculty, staff, and graduate students may
be attributed to the complex work environments that make it hard for individuals to intervene. For instance,
research shows that individuals’ relative power can vary in different situations in the academic workplace.
Differences in social identities (career, gender, race, etc.) can affect how an individual’s relative power
changes in one situation compared with another (Banyard, 2015; Kleinman and Thomas, 2023), which can
make it challenging for individuals to determine how and when to intervene (Haynes-Baratz et al., 2021).
The ever-changing roles of power, such as a university administrator returning to a faculty role, also create
an environment that makes individuals less willing to intervene because of fear of retaliation, inconsistency
of social norms or policies, and so forth (Haynes-Baratz et al., 2021). Additionally, the isolated academic
environments typically experienced by faculty, staff, and graduate students can make it challenging to identify,
recognize, and feel compelled to intervene when sexual harassment, incivility, bullying, and microaggressions
occur—the latter of which is particularly hard to identify because they can present as subtle, indistinct biases
(Haynes-Baratz et al., 2021).

The 2018 National Academies of Sciences, Engineering, and Medicine report Sexual Harassment of Women:
Climate, Culture, and Consequences in Academic Sciences, Engineering, and Medicine noted that, despite these
complexities, institutions would benefit from engaging all levels of their organization to endorse a culture
that promotes the prevention of sexual harassment and enforces relevant policies and procedures. Building
on this recommendation and hoping to close the research gap in bystander intervention trainings in higher
education, the Prevention Working Group in the National Academies’ Action Collaborative on Preventing
Sexual Harassment in Higher Education sought to provide a review of past literature, highlight a set of
current programs, and point to areas of research needed to advance this topic; all of which could guide
institutions that are exploring, developing, and implementing bystander intervention programs for faculty,
staff, and graduate students. The Action Collaborative is a group of more than 50 academic research
institutions that are working toward targeted, collective action on addressing and preventing sexual
harassment across all disciplines and among all people in higher education. The collaborative includes four

! Bystander behavior is understood as the factors that “lead to an individual’s decision to intervene or not when someone needs help” (Banyard, 2011, p. 217).
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working groups (Prevention, Response, Remediation, and Evaluation) that identify topics in need of research,
gather information, and publish resources for the higher education community.

This Issue Paper focuses on bystander intervention for faculty, staff (including postdoctoral trainees),

and graduate students, and specifically for sexually harassing behaviors more frequently found in higher
education workplaces (i.e., gender harassment), and other bias and discriminating behaviors. This paper also
explores bystander intervention training approaches that are designed for the complex work environments
within higher education, and considers how to apply the principles of bystander intervention to the
experiences and environments of faculty, staff, and graduate students. To understand how institutions are
addressing the gap in bystander intervention training for this population, institutions within the Action
Collaborative were identified as having bystander intervention programs that focused on the experiences of
faculty, staff, and graduate students. We asked these institutions a standard set of questions to learn about
their experiences with commitment and buy-in from leadership, details on how the trainings were developed
and what audience it was targeted to, and how the training programs were evaluated (see Box 1-1). The paper
summarizes responses from seven of these institutions and ends with a call for additional research and action
in several areas, including evaluation of the effectiveness of bystander intervention programs, with the aim of
compelling readers and funders to prioritize work on these topics.

Some aspects of the statement of task were not fully addressed. For example, one of the original goals

of this paper was to provide a tool for those who are interested in creating and implementing prevention
programs. Another was to identify factors that made the programs effective or successful. The information
collected and analyzed from the literature review and the information from the seven programs showed that
programs were created for specific needs (i.e., there is no one-size-fits-all approach) and the measures of
effectiveness and success are still being developed. As a result, this paper does not provide “how to” guides
or tools for creating and evaluating a bystander intervention program. Nonetheless, the shared experiences
(see Boxes 1-2 through 1-8) provide a potentially valuable “lessons learned” resource. Finally, in our Call for
Research section, we focus academics and funders toward specific areas of research such as the evaluation
and sustainability of the trainings.

We hope this paper provides faculty, staff, advocates, and those in higher education who implement
prevention programs with resources, information, and important questions to consider when developing,
implementing, adapting, or improving bystander intervention efforts for faculty, staff, and graduate
students. Moreover, we hope it serves to build awareness of how some institutions are creating, maintaining,
and evaluating bystander intervention training programs for faculty, staff, and graduate students and to
understand what is needed for implementing a program similar to the institutional examples.
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Bystander Intervention

What Is It and What Are Factors That Affect Bystander Behavior?

In the context of sexual harassment, bystander intervention occurs when an individual who observes
sexual harassment is able to speak up and/or act in such a way that discourages or resists the harassment
that is occurring (Griffith, 2022; Holland et al., 2016). Bystanders can intervene as a response to bias,
microaggressions, and/or harassing behaviors with the goal of interrupting and discouraging the harm

that may occur in the incident (Griffith, 2022; Holland et al., 2016). Researchers have outlined a set of five
consecutive steps that lead to action by a bystander: by first noticing the event or harmful situation, then
understanding that the event was a problem, taking personal responsibility for responding to the event,
deciding how best to intervene, and ultimately taking action (Banyard, 2011, 2015; Latané and Darley, 1970).
There are also multiple ways for a bystander to intervene (Holland et al., 2016):

e Responding directly (e.g., stopping the person committing the harm) or indirectly (e.g., getting someone
else to directly intervene or helping the person who is the target),

« Engaging the person committing the harm, the person who is the target(s), and/or other bystanders, and
« Acting before, during, or after the harmful incident

Many factors influence a bystander’s willingness to intervene. Early research indicates that bystander
intervention usually occurs when bystanders are among those with whom they feel comfortable (e.g., friends;
Levine and Crowther, 2008; Levine et al., 2005), consider people who have been harmed as members of

their in-group (Christy and Voigt, 1994; Levine and Crowther, 2008; Levine et al., 2005), and identify people
who are committing harm as unfamiliar (e.g., strangers; Fischer et al., 2006; Shotland and Straw, 1976).
Individuals’ willingness to intervene is also affected by their attitude toward discouraging sexual harassment
(Banyard, 2008; Banyard and Moynihan, 2011), emotional arousal (Batson et al., 2007; Dovidio, 1991; Fischer
et al; McMahon, 2010; 2006 Potter et al., 2011), assessment of individual cost-risk (Banyard, 2008; Banyard
and Moynihan, 2011; Brown and Yufik, 2009), and gender (Banyard, 2008; Burn, 2009; Elias-Lambert et al.,
2023). Studies also show that individuals will intervene if they have increased understanding of sexual assault
(Banyard, 2008; McMahon, 2010), strong personal beliefs that do not support rape myths (Elias-Lambert et
al., 2023; Frese et al., 2004; Frye, 2007; McMahon, 2010), and a deep sense of responsibility to act (Banyard
and Moynihan, 2011; Burn, 2009; Latané and Darley, 1970).

By engaging other witnesses of a harmful incident, bystander intervention can motivate the broader community
to assume responsibility in addressing sexual harassment and promoting “a culture of support, not one of
silence” (National Academies, 2018, p. 176). Research shows that individuals who demonstrate bystander
behavior serve as models of positive helping behavior and create new social norms for how a community should
respond to sexual harassment (Banyard, 2011; Banyard et al., 2004). Additionally, academic communities that
endorse bystander intervention help “to create a culture where abusive behavior is seen as an aberration, not as
the norm” (National Academies, 2018, p. 176).
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Bystander Intervention Programs

What Are They, How Do They Work, and What Is Their Value?

Bystander intervention training programs typically build on the work of Latané and Darley (1970), which
provides a framework for understanding bystander behavior. Furthermore, training programs take participants
through each of the five stages that bystanders encounter when intervening (as described above), explore
options for intervention (such as the 3 D’s: direct intervention, distraction, delegation or Four Ds: direct,
distract, delegate, and delay), and provide opportunities for participants to role-play these skills (Banyard

et al., 2005; Berkowitz, 2002; Coker et al., 2015). These trainings have most frequently been deployed with
undergraduate students as prevention programing related to sexual assault. Bystander intervention training
programs typically teach participants to (a) recognize problematic situations, (b) effectively intervene to reduce
the likelihood of harm, and (c) speak out against attitudes that support or condone problematic behavior (Bush
et al., 2019).

These skills-based programs generally work from the premise that all members of a community have a role to
play in preventing and disrupting harm, approaching participants as people who are potential allies, as opposed
to those who are potential targets or committing the harm (Banyard et al., 2004). This prevention strategy shows
promise both for its utility in developing tangible skills to interrupt individual harms and for its role in helping
shift culture through establishing and reinforcing healthy social norms (Leone et al., 2018).

The National Academies’ 2018 Sexual Harassment of Women report notes that prevention tools, such as
bystander intervention training, can help individuals and institutions identify and respond to biases that
turn into problematic behaviors. Bystander intervention programs have the potential to create change

in an institutional climate by adequately preparing individuals who may witness sexual harassment to
recognize and disrupt problematic behavior, demonstrating intolerance for harassment at the community
level (Banyard, 2015; Elias-Lambert et al., 2022; Holland et al., 2016). These training programs typically
equip participants with the skills to intervene in situations by creating awareness of harassment and uncivil
environments, motivating participants as potential bystanders to step in and take action, giving participants
options for how to intervene, and providing resources to support these actions (Feldblum and Lipnic,

2016). In the workplace setting, bystander intervention training programs have been identified as showing
“significant promise for preventing harassment in the workplace” (Feldblum and Lipnic, 2016). Among
college students, education on bystander intervention has shown to increase knowledge and understanding
of sexual harassment, minimize beliefs of rape myths, and increase the chances for bystander intervention
behavior to occur (Banyard et al., 2004, 2007; NASEM, 2018).

The Ecological Framework of Bystander Intervention

A bystander’s ecosystem greatly influences whether or how an individual intervenes. Building on previous
ecological system theories (Bronfenbrenner, 1977; Heise,1998), research has suggested that a bystander
intervention framework should consider not only an individual’s most direct environment, or the peers
associated in the bystander’s microsystem (i.e., those involved in a proximal situation), but also an
individual’s entire ecosystem and all the interconnected relationships that play a role in that ecosystem
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(Banyard, 2011, 2015; McMahon, 2015). Beyond the peer circle, individuals play a role and are influenced
by those in their exosystems and macrosystems, that is, their “communities and the wider society”
(Banyard, 2011). For instance, faculty members influence (and are influenced by) peer faculty members, in
addition to their department chair (exosystem) and the overarching values and culture of their institution
(macrosystem).>

The relationship between the individual and those involved with the various layers of their ecosystem can
hinder or promote bystander intervention (Banyard, 2011; McMahon, 2015; McMahon et al., 2017). For
example, individuals can be more willing to intervene if peer expectations are to discourage inappropriate
behaviors. On a larger scale, if trust between an individual and those in the community exists, including trust
that leaders in the community will support intervention and resist retaliation, bystanders are more likely

to intervene (Banyard, 2011; McMahon, 2015). Hence, a holistic understanding that accounts for “aspects of
different cultures, communities, or peer groups that may promote or hinder” (Banyard, 2011, p. 226) bystander
behavior can help with developing effective and robust bystander intervention training programs. Specifically,
program staff developing training programs can account for five major factors that have been shown to
promote bystander behavior across the various environmental levels of the ecosystem (McMahon, 2015):

« Social norms (bystanders are more likely to intervene if the harassing behavior contradicts established
norms)

« Sense of community (such as increased levels of trust and social cohesion within the community that
encourages intervention)

« Prosocial modeling (modeling of bystander behaviors by others, including leaders and/or those with more
power)

e Policies and accountability cues (policies and practices that hold individuals accountable also discourage
sexual harassment and can set a tone that encourages intervention)

« Physical environment (the architectural design and social organization of the community can promote
bystander intervention behavior)

Complexities of Institutional Ecosystems

Examining the academic workspace using an ecological framework can reveal the complexities of the
environments that faculty, staff, and graduate students exist in and how this can affect their ability or
willingness to intervene (i.e., graduate or medical students and power imbalances that may serve as a
barrier to their intervening). Perception of the power differences in the various relationships encountered
in the academic workplace can change based on different identities (gender, race, class) or vulnerabilities

> Climate surveys can be used to explore the culture and values of an institution. See, for example, a guidance document authored by Evaluation Working Group of
the Action Collaborative on Preventing Sexual Harassment in Higher Education. Available here: https://www.nationalacademies.org/news/2021/09/guidance-for-
measuring-sexual-harassment-prevalence-using-campus-climate-surveys.
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(Cole, 2009; Fitzgerald and Cortina, 2018; Kleinman and Thomas, 2023; Sutton et al., 2021). For instance,

a department chair who is a Black woman may have more career-based power in a department meeting,
but then hold less power in a hallway conversation with a faculty member who is a white man. Changes in
relative power across different scenarios can discourage an individual to intervene because of lack of trust in
leadership supporting bystander interventions, changes in social norms, and the isolated environments that
prevent bystanders from feeling supported by their community (Haynes-Baratz et al., 2021; Linder, 2018).
These effects parallel the five factors, listed above, that influence bystander behavior.

The fluidity in power dynamics in the academic workplace, resulting from changes in positions (e.g.,
department chair appointments), can also affect bystander behavior because leadership changes can
change culture (and subsequently social norms), trust in the community, policies and practices, and more
(Elias-Lambert et al., 2022; Haynes-Baratz et al., 2021). For instance, if a department chair demonstrates
microaggression? but is going to return to a faculty role in the coming months, a bystander may opt not to
intervene knowing that the power dynamic will soon change.

Finally, the social isolation resulting from the academic environments where individuals are separated from
the rest of the institution and siloed in their workplace environment (e.g., the lab, a department or unit)

can also hinder bystander intervention. The culture, and even physical design, of faculty, staff, and graduate
students’ academic environments typically prioritizes individual scholarship and minimal collaboration,
thereby contributing to still-siloed, isolated workplace environments (Haynes-Baratz et al., 2021; Kolowich,
2010). Not only does the siloed nature of workplaces discourage interdisciplinary collaboration and research
(Kolowich, 2010), but it also minimizes opportunities for institutional accountability and support when
faculty, staff, and graduate students face uncivil environments and harmful situations that may require
intervention (Haynes-Baratz et al., 2021). Furthermore, the isolation and lack of community support
experienced by these individuals can make them feel less inclined to intervene. For instance, when addressing
microaggressions, which are hard to identify because they are subtle and nuanced, faculty have shown it
helpful to have peers or others in the community verify that a microaggression has occurred (Haynes-Baratz
et al., 2021) to intervene; however, the siloed nature of faculty, staff, and graduate students’ environments
can make it challenging for them to properly identify such aggressions and feel compelled to intervene.
Research shows that historically minoritized college students were more likely to intervene as bystanders if
training programs were backed by institutional policies and response services that strove to provide support,
increase trust, and protect against retaliation (McMahon, et al., 2020). Similar to how college students benefit
from services demonstrating the support of the institution, those who are particularly isolated in the academic
environment (such as faculty, staff, and graduate students) could also benefit from having resources and
support services that address the nature of their environment and are specifically catered to them.

3 In this context, microaggressions is defined as “brief and commonplace daily verbal, behavioral, and environmental indignities, whether intentional or
unintentional, that communicate hostile, derogatory, or negative slights and insults towards members of oppressed groups” (Sue, 2010, p. 271).
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Institutional Examples for Addressing the Challenges of Bystanders by Accounting for the
Ecosystem

This paper aimed to identify and explore existing bystander intervention programs that took the complexities
and power dynamics of the higher education ecosystem into account. The authors’ approach was to review
the annual reporting of actions taken and descriptions of work by the members of the Action Collaborative on
Preventing Sexual Harassment in Higher Education and the Partner Network comprising about 75 different
institutions. After identifying the set of relevant programs, program staff were asked to answer a set of questions
developed by the authors (Box 1-1). Seven institutions were identified as having bystander intervention
programs that were specifically developed for faculty, staff, and graduate students, and who provided answers to
the questions. This set of seven are listed below:

e Harvard University (Box 1-2)

« University of California, Irvine (Box 1-3)

« Rutgers University (Box 1-4)

o Icahn School of Medicine at Mount Sinai (Box 1-5)

« Boston University (Box 1-6)

e University of California, San Diego (Box 1-7)

+ Wellesley College (Box 1-8)

The questionnaire was developed by the authors of this paper as a mechanism to consistently interview
the program staff on what was required to initiate a program, how their program was developed, and how
it was evaluated. The goal was to provide useful information from those who have developed programs

to other institutions interested in building and launching their own programs, recognizing that tailored
approaches are needed for each specific context. This paper ends with a list of research areas that could fill
gaps in identifying best practices for developing and implementing the training programs, determining the
characteristics of an effective training program, and assessing the effectiveness of bystander intervention

training programs (both for those who have taken the training and its effect on reducing sexual harassment
within an institution).
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BOX 1-1
Questions about Bystander Intervention Programs at Seven Higher Education
Institutions

1. Leadership and Institutional Support

a. Where did you generate “buy-in,” who was involved in generating “buy-in,” and what did “buy-in” look

like for your program?

b. Who, from an institutional leadership standpoint, needs to be involved in championing bystander intervention
programs and how should they be involved in the program (e.g., should leadership be involved in the program?
If so, how?)?

i. If institutional leadership supported and/or promoted the bystander intervention program, how did the

program(s) at your campus(es) benefit?

c. To ensure the sustainability of bystander interventions that serve all campus communities (including grad
students/faculty/staff), how does your institution fund, organize, and deliver trainings?

Development
a. How does your program specifically help faculty, staff, and/or graduate students to intervene? How did
you apply general bystander intervention strategies to faculty, staff, and/or graduate student intervention
training?
b. How can other institutions apply your program for faculty, staff, and/or graduate students?
c. Players involved:
i. Who owns the initiative(s)?
ii. Who conducts the training(s)?
iii. Who needs to be consulted on content?

d. How did you include those working and/or those interfacing with faculty, staff, and/or graduate students

(deans, undergraduate students, etc.) into the training?

Postdevelopment Resources, Evaluation, and Application
a. How do you keep content relevant for different audiences within the institution?

b. What are your program’s goals and how do you measure them?
i. Are there things you have already measured and found, and what are the findings there?
c. What factors make your program effective or successful?

d. What are the supportive resources you can make available to participants after trainings?
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Responses to the questions are summarized in the following sections and organized into four categories, or
topic areas:

1. “Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students” - This category
details various characteristics of the program that are specific to faculty, staff, and graduate students
(e.g., having a focus on microaggressions and/or power differentials). It also highlights training methods,
support services before or after the program, and specific ways the program engages those groups in the
development, implementation, and evaluation of the program.

2. “Institutional Support: Who and What Is Needed” - This category highlights who is involved in the
program, what offices and leaders are needed, how leaders show support, and other resources that the
institution can provide to facilitate the program (e.g., coordination across offices, sources of funding).

3. “Program Evaluations” - This category gives an overview of the surveys and/or evaluation methods used
for the program.

4. “Internal Program Sustainability and External Program Applications” - This category highlights next

steps institutions may have planned to expand their program and/or methods that program staff have
flagged that could be helpful for other institutions.
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BOX 1-2

Harvard University, “Bystander Video Project—How We Speak Up: Creating a
Culture of Inclusivity”’®

Harvard University created a suite of video vignettes (organized by the university’s Title IX Office) to address
issues of gender inequity, actions that contribute to organizational climates at risk for sexual harassment, racial
microaggressions, ableism, and power dynamics. Each vignette offers bystander intervention strategies for
disrupting, deescalating, and discouraging such conduct, which viewers can use in the places where they learn,
live, and work. Ultimately the goal of the program is for viewers to be able to identify their roles in creating a
“culture of inclusivity” while recognizing common barriers/successful strategies. The trainings promote “speaking
up” among stakeholders and highlight strategies to address offensive comments and behaviors. At the core of
Harvard’s program is faculty investment and high-level administrative support. The program began in mid-2019
and is administered through the Harvard Office for Gender Equity (OGE), with collaborative support from the
university’s equity, diversity, and inclusion leaders.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

The content of Harvard’s program is designed with input from faculty, staff, and graduate students. Harvard

staff serve as actors in the videos, which requires approval and support from supervisors. Additionally, faculty
involvement was particularly essential in developing content for small group exercises, activities, and feedback on
how to improve the sessions. Not only does their engagement ensure that content remained relevant, but it also
helps with gaining faculty buy-in. A Harvard research faculty member also serves as a primary investigator of the
program’s evaluation portion, which lends additional credibility and allows for further development and revision
of the program. Additionally, resource guides and brochures, including information on accessing confidential
counseling resources, are made available to participants after the trainings for future referencing.

Institutional Support: Who and What Is Involved

Other institutional leaders also take a part in developing and maintaining Harvard’s program, collaborating with
and supporting the efforts of the faculty, staff, and the OGE and Office of the Provost staff already involved in
the program. Equity, Diversity, and Inclusion leaders are consulted on the video content and overall training
components. Additionally, the Office of the President and Provost uses university-wide messages to increase
awareness of and interest in participation by academic departments.

Program Evaluations

Harvard’s program utilizes formal and informal evaluation before, during, and after the program to ensure

the content of the training is relevant to the participants. Presession surveys are sent out to participants, to
identify potentially relevant scenarios for an upcoming training. Additionally, a survey is sent out (and is due to
be analyzed in 2023) to all benefits-eligible staff and faculty to determine the potential effect of the bystander

intervention training components.

@For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-16//repository/year-1/bystander-videoproject-
how-we-speak-up-creating-a-culture-of-inclusivity-harvard-university.pdf.
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Internal Program Sustainability and External Program Applications

Harvard’s team plans to expand the program to include measuring the application of these strategies in the

workplace, as well as the application/differentiation of them to the specific lived experiences and backgrounds

of faculty, staff, and graduate students. The team encourages other institutions to identify interested, invested,

and high-profile faculty whose attachment to the program will signify its credibility to others at the institution.

They believe that this high-profile faculty involvement, coupled with high-level administrative support, increases

awareness of and interest in participation by academic departments that otherwise might not feel that making

time for such a program is warranted.

Harvard University, “Bystander Video Project—How We Speak Up: Creating a
Culture of Inclusivity,” initiated mid-2019

Strategies for a Training

Program Focused on
Faculty, Staff, and
Graduate Students

Institutional Support:

Who and What Is
Involved

Program Evaluations

Internal Program
Sustainability and
External Program
Applications

Promote “speaking up” strategies to address offensive comments and behaviors
among faculty, staff, and graduate students; direct faculty involvement, and
feedback from them

Faculty investment, especially in training development, and high-level
administrative support and promotion (especially Equity, Diversity, and Inclusion
leaders)

Presession surveys, and a specific survey to all benefits-eligible staff and faculty,
to assess creation of a “culture of inclusivity,” while recognizing common barriers/
successful strategies

Formal and informal evaluation to ensure participant relevance/differentiation
to lived experience/application; high-level administrative faculty and leadership
support to lend credibility
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BOX 1-3

University of California, Irvine, “Field Safety 201: Preventing and Managing
Discrimination, Sexual Harassment, and Sexual Violence in the Field”®

The University of California, Irvine (UCI) created and implemented a 6-hour sexual harassment workshop
specifically for science graduate students doing field work. UCI developed their training program around specific
outcomes that were a priority to the institution: (1) to educate supervisors and trip leaders on their responsibility
in responding to and preventing discrimination and microaggressions and (2) to inform students on how to
identify inappropriate environments in field settings and how to intervene. The program is modeled off another
initiative, the UC Santa Cruz Better Fieldwork Future workshop, and uses the Green Dot Bystander Intervention
Training to help participants learn how to become effective bystanders. By engaging participants in real-world
scenarios, this workshop covers general field safety, discrimination and microaggressions, sexual harassment
prevention and response, bystander intervention, and more. UCI’s program creates space for faculty, staff,
graduate students, and other stakeholders to have a voice in the development, implementation, and evaluation of
the training program to ensure that the content and design is relevant and useful for participants. This program,
initiated in early 2021, is jointly led by the University Office of Equal Opportunity and Diversity (OEOD) and the
Title IX Office.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

UCI focuses on a particular audience—graduate student scientists doing field work—when it develops relevant
and useful content for participants. The program engages and collaborates with stakeholders (faculty, graduate
students, field research staff, land management specialists, OEOD/Title IX Office) to ensure that the content is
accurately developed. A diverse and collaborative working group consisting of faculty, staff, and graduate students
helps with developing program content based on real-world experiences. The working group takes part in
providing feedback on the development, implementation, evaluation, and continued application of the program to
other areas of the institution (e.g., a bystander intervention training for faculty trip leaders that will be launched
in 2023). Building on the Green Dot Bystander Intervention Training and the Better Fieldwork Future model, UCI’s
program provides real-world scenarios developed by the working group to help participants learn how to apply
intervention skills to experiences they might be familiar with in their environments. Portions of the workshop,
including the scenarios presented during the workshop, are led by all the members of the working group,
including faculty, staff, graduate students, and OEOD/Title IX representatives.

Institutional Support: Who and What Is Involved

Recognizing that graduate students in field research are in need of resources to address discrimination and sexual
harassment in their environments, the Director of the UCI Center for Environmental Biology worked with the
OEOD/Title IX Office to develop this program. With this in mind, UCI’s program had leadership support from its
genesis. In addition to the collaboration of all the parties represented in the working group and the support of
various offices in the institution, the program engages campus offices and representatives of the Campus Assault
Resources and Education (CARE) office, who serve as trainers and advocates for survivors of sexual violence.

@ For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-16//repository/year-3/university-of—-
california-irvine-field-safety-201.pdf.

Copyright National Academy of Sciences. All rights reserved.


https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/university-of-california-irvine-field-safety-201.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/university-of-california-irvine-field-safety-201.pdf
http://nap.nationalacademies.org/27266

STRATEGIES FOR DEVELOPING, IMPLEMENTING, AND SUSTAINING SEXUAL HARASSMENT
BYSTANDER INTERVENTION PROGRAMS FOR FACULTY, STAFF, AND GRADUATE STUDENTS

Program Evaluations

Program evaluation is delivered by a faculty leader and is focused on assessing participant learning,

learning retention at 3 months and 9 months, program strengths/weaknesses, organizational capacity, and
recommendations for program development. The evaluations are in survey form and consist of the Likert scale,
multiple-choice options, and open-ended questions.

Internal Program Sustainability and External Program Applications

UCI’s program staff found that engaging and collaborating with multiple stakeholders, including graduate
students, faculty, and staff, to develop, implement, and evaluate the program promotes “buy-in” from the
institution, which also helps with sustaining the program. The program team is exploring requests to expand the
training to faculty populations and other departments conducting field work.

Internal Program Sustainability and External Program Applications

UCI’s program staff found that engaging and collaborating with multiple stakeholders, including graduate
students, faculty, and staff, to develop, implement, and evaluate the program promoted “buy-in” from the
institution, which also helped with sustaining the program. The training program team is exploring requests to
expand the training to faculty populations and other departments conducting field work.

University of California, Irvine, “Field Safety 201: Preventing and Managing
Discrimination, Sexual Harassment, and Sexual Violence in the Field,” initiated
early-2021

Strategies for a Training A focus on a specific population (science graduate students doing field work),
Program Focused on utilizing and applying existing trainings

Faculty, Staff, and

Graduate Students

Institutional Support: Developing collaboration by, and support from, the Office of Equal Opportunity and
Who and What Is Diversity (OEOD); the Title IX Office; and a working group of faculty, staff, and
Involved graduate students

Program Evaluations Faculty leader-led surveys, focused on retention, application, and feedback
Internal Program Engaging and collaborating with multiple stakeholders across the institution to
Sustainability and develop, implement, and evaluate; considering how to apply trainings for faculty
External Program populations and other departments conducting field work

Applications

Copyright National Academy of Sciences. All rights reserved.


http://nap.nationalacademies.org/27266

STRATEGIES FOR DEVELOPING, IMPLEMENTING, AND SUSTAINING SEXUAL HARASSMENT
BYSTANDER INTERVENTION PROGRAMS FOR FACULTY, STAFF, AND GRADUATE STUDENTS

BOX 1-4

Rutgers University, “Trauma-Informed Bystander Intervention Workshops for
Faculty and Staff”¢

In 2022, Rutgers University held bystander intervention workshops, which required engaging with faculty and
staff before and after the workshop to understand their needs. The program, initiated in late-2019, was designed
and developed to resolve a specific problem that was surfaced by Rutgers University departments and schools:
although various campuses of the university knew that sexual harassment was a problem, there was a lack of
awareness or understanding for how faculty, staff, and graduate students could intervene (and the concrete
skills required) when it occurs. The program leverages an existing bystander intervention strategy used by the
university, called the Hollaback! 5D strategy,’ to offer a variety of intervention strategies for faculty, staff, and
graduate students. Additionally, Rutgers’ program takes into account power differentials and anti-oppression
frameworks, which deeply affect the rigid hierarchies and environments of faculty, staff, and graduate students.
Conversations around power and oppression are built into the skills-practice opportunities. The program also
emphasizes preventative practices and procedures (e.g., microaggression intervention practices and prevention
toolkits) to take steps to reduce the risk of sexual harassment. Program staff find that an essential component for
sustaining the program is having an extensive collaboration across multiple university offices and stakeholders.
Staff also see the value of collaboration, which helped minimize the negative consequences across academic silos,
creating support for isolated faculty, staff, and graduate students and increasing their willingness to intervene.
This program is administered by the Victims of Crime Act (VOCA) Grant (administered through the Center for
Research on Ending Violence) and the University Office of the Executive Vice President for Academic Affairs.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

Based on the specific needs of faculty and staff across various schools, departments, and units, the VOCA Grant
Staff and Training Coordinator develops and conducts individualized bystander intervention workshops and
trainings that cater to each audience. In partnership with the Vice President for Academic Affairs, the Training
Coordinator of Rutgers’ program also meets with deans, chairs, and directors to detail the institutional policies
that support both the program and the faculty, staff, and graduate students by creating a safe environment that
promotes bystander intervention. Finally, once the workshop is finished, the Training Coordinator provides
support and resources to faculty and staff who hope to intervene in “real-time issues” (Rutgers University, 2022).

Institutional Support: Who and What Is Involved

By offering a desired solution to an identified gap in training, Rutgers’ program is able to generate buy-in and
commitment across the institution. The Rutgers’ program uses resources like campus climate surveys and the
National Academies’ 2018 report to show the value of supporting and enabling a bystander intervention program
specifically for their faculty and staff. Additionally, with the support of the Vice President of Academic Affairs,
program staff were able to create partnerships with campus stakeholders who would promote the program and
speak to its importance. These partnerships include the Title IX Office, the University Equity and Inclusion Office,

For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/rutgers-university-
trauma-informed-bystander-intervention-workshops-for-faculty-and-staff.pdf.

b The nonprofit “Hollaback!” has changed its name to “Right to Be,” which still offers the 5Ds of Bystander Intervention Training. For more information on

Hollaback!, see https://righttobe.org/.

Copyright National Academy of Sciences. All rights reserved.


https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/rutgers-university-trauma-informed-bystander-intervention-workshops-for-faculty-and-staff.pdf
https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/rutgers-university-trauma-informed-bystander-intervention-workshops-for-faculty-and-staff.pdf
https://righttobe.org/
http://nap.nationalacademies.org/27266

STRATEGIES FOR DEVELOPING, IMPLEMENTING, AND SUSTAINING SEXUAL HARASSMENT
BYSTANDER INTERVENTION PROGRAMS FOR FACULTY, STAFF, AND GRADUATE STUDENTS

the Center on Research to End Violence (in the Rutgers School of Social Work), and those in leadership positions on
the campus. Many offices of the university are consulted when developing content and resources for the training
program: the VOCA Grant Advisory Board, SVP for Academic Affairs, Title IX Office, Rutgers Office of Employment
Equity, University Equity and Inclusion Office, and Office for Violence Prevention and Victim Assistance.

Program Evaluations

Rutgers’ program is currently evaluated based on post-training participant satisfaction. Eventually, the Rutgers’
team hopes to evaluate workshop participants on their perceived ability to intervene. The team is developing a
measure for assessing individuals’ likelihood to practice bystander behavior in the future.

Internal Program Sustainability and External Program Applications
To maintain Rutgers’ program, the staff found it essential to sustain collaboration across the multiple stakeholders
involved in the program.

Rutgers University, “Trauma-Informed Bystander Intervention Workshops for
Faculty and Staff,” initiated in late 2019

Strategies for a Training Demonstrate the need for prevention in departments and respond to their needs
Program Focused on in development; leverage an existing strategy and consider power differentials and
Faculty, Staff, and anti-oppression frameworks in skills-practice opportunities

Graduate Students

Institutional Support: Share resources that demonstrate the importance of similar programs and identify
Who and What Is partners across campus who can promote the program and speak to its importance
Involved

Program Evaluations Post-training evaluations for participant satisfaction; hope to include measures on

perceived ability to act

Internal Program Collaboration is key to sustainability
Sustainability and

External Program

Applications
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BOX 1-5
Icahn School of Medicine at Mount Sinai, “Microaggressions 101: Taking Action”*

In early-2021, the Icahn School of Medicine at Mount Sinai (ISMMS) leveraged and adapted the ACTION
framework? to develop a training that was initially offered to faculty and staff from across the school community,
with no specific focus on a particular department or unit. Based on the success and positive reception to the

early stages of this work, requests by departments and units led to the program staff tailoring the curriculum

to meet the needs of the departments and units—and the faculty and staff in those environments—requesting

the training. The trainings help faculty, staff, and graduate students practice skills related to addressing
microaggressions across a diversity of identities while creating space to acknowledge common challenges people
confront when considering intervening. The program gives participants an opportunity to work with one another
through small groups to address fictional situations that may require intervention, and to process through barriers
that may prevent intervention. By acknowledging challenging situations, such as those that contain perceived
power differentials, the program strives to equip attendees with practical skills that aim to foster a more equitable
environment. The program is housed in the Office of Gender Equity in Science and Medicine and the Office for
Diversity and Inclusion, two offices under the purview of the Dean of the School of Medicine.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

Because ISMMS is a medical school, all the trainings are for faculty, staff, and graduate students working
specifically in academic science and medical environments. The training is skills based and focuses on helping
individuals find language that feels most comfortable to them when addressing microaggressions. The program
staff consult with department or unit leadership to tailor the training curriculum to the needs of the participants.
Program staff also share supportive resources and make information available to participants after the training,
including material for continued learning on the topic.

Institutional Support: Who and What Is Involved

Leaders of ISMMS have been vocal in the need to prioritize discussions and action around concepts of diversity
and inclusion. The Office of Gender Equity and the Office for Diversity and Inclusion co-sponsor the trainings

and are responsible for developing as well as administering the content. Chairs and leaders of departments have
articulated their appreciation of the program and frequently request trainings to improve their local environments.

Program Evaluations

ISMMS utilizes a post-training evaluation that asks participants to self-assess their knowledge or attitude
changes, and whether they have been confident to apply the intervention strategies. Thus far, evaluations have
been positive with the majority of the participants indicating that they have increased confidence in responding
to microaggressions and that the training program achieved its learning objects. Eventually, the training program
team hopes to do a more robust evaluation that includes following up with past participants.

@ For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-16/4/repository/year-2/icahn-school-of-
medicine-microaggressions-101.pdf.

® The ACTION framework stands for Ask clarifying questions, Come from curiosity not judgment, Tell what was observed, Impact exploration, Own thoughts
and feelings, Next steps (Souza, 2018).
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Internal Program Sustainability and External Program Applications®

ISMMS program staff see the importance of understanding the needs of participants before the training to tailor
the content for the audience, which helps ensure that it is relevant. Staff find that this strategy helps the program
grow and is a method that other institutions can consider when offering similar workshops in their communities.

Icahn School of Medicine at Mount Sinai, “Microaggressions 101 and 102: Taking
Action,” initiated in early-2021

Strategies for a Training Consult with department or unit leadership to tailor the training curriculum to the
Program Focused on needs of the faculty, staff, and graduate students undergoing the training, keeping
Faculty, Staff, and in mind the challenges of microaggressions and power differentials

Graduate Students

Institutional Support: Buy-in from senior leadership; co-sponsorship by the Office of Gender Equity in
Who and What Is Science and Medicine and the Office for Diversity and Inclusion; leaders often are
Involved the individuals requesting the training for their teams

Program Evaluations Post-training evaluation that asks participants to self-assess and about their

confidence in applying lessons/skills learned

Internal Program Making supportive resources available after the training, and assessing/tailoring
Sustainability and participant needs prior to training delivery

External Program

Applications

¢ ISSM’s Microaggressions 101: Taking Action program staff has kindly offered to share portions of its training curriculum with institutions who are
interested in applying this program.
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BOX 1-6
Boston University, “Beyond Bystanders”®

Beyond Bystanders is a Boston University longitudinal bystander intervention training series designed to provide
male graduate students in science, technology, engineering, and mathematics (STEM) programs with the skills to
identify and interrupt sexual misconduct, with a focus on gender harassment. With cross-institutional support,
this program makes use of peer facilitation to help teach skills for identifying sexual harassment, accepting
responsibility to intervene as a bystander, and building confidence in knowing how to intervene. The first part

of the workshop contains basic information about frequency, effect, definitions, and basic bystander intervention
framework. Workshop sessions focus on different scenarios with varying power differentials that graduate
students might experience (with advisors, advisees, or peers). The program staff believe the design of the program
contributes to its success because it (1) has multiple sessions across extended periods, creating space for attendees
to reflect and process the content; (2) starts with a basic introduction followed by sessions with scenarios of
increasing complexity, allowing attendees to gradually increase their understanding; (3) engages peer facilitators,
in this case male STEM graduate students facilitating workshops for male STEM graduate students; and (4) uses
discussion and scenario-based learning tactics. The Beyond Bystanders initiative, initiated in mid-2018, was
developed and administered by the Advance, Recruit, Retain, and Organize Women in STEM (ARROWS) program,
which is funded by the Office of the Provost. Boston’s program builds on the Interrupt: A Training for Graduate
Students program that is led by the Sexual Assault Response and Prevention (SARP) Office.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

Since the target audience for Boston’s program is male graduate students, it was important for the program staff
to have individuals from that group develop content and facilitate the workshop. The peer-facilitated design of the
program helps with building allyship and encouraging attendees to more readily accept the content and goals of
the workshop.

Institutional Support: Who and What Is Involved

Program staff find that the success and credibility of the preexisting ARROWS program helps with generating
institutional support and buy-in for the Beyond Bystanders program. Furthermore, the support of Boston
University’s Provost’s Office results in additional collaboration with graduate student organizations, STEM
department chairs, and offices related to prevention education and supporting graduate students. Additionally,
STEM department chairs, deans, and associate provosts also encourage the continuation of the program. Content
development and revision comes from cross-collaboration by the SARP Office, the ARROWS program, the Graduate
Women in Science and Engineering (GWISE) graduate student group, and the WISEGuys graduate student group—
all of whom also revised the Interrupt bystander intervention program to specifically cater to male graduate
students. Program staff believe that collaboration across these various groups ensures more inclusive, relevant,
and relatable content for attendees.

@ For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-2/boston-university-
beyond-bystanders.pdf.
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Program Evaluations

Boston’s program utilizes pre- and post-test measures to assess the efficacy of the program; results show
consistent positive outcomes where attendees felt more confident in determining whether a situation involves
harassment, believed they had a responsibility to intervene, and felt more confident in knowing how to intervene.

Internal Program Sustainability and External Program Applications

Boston’s program staff believe that the cross-collaboration of the program contributes to its ongoing success.
They have seen that buy-in from campus partners (academic leadership, prevention professionals, graduate
student groups) helps to ensure that the program can be trusted and well supported. Additionally, the financial
support and staffing (a full-time administrator) helps to ensure consistency in the continued implementation of
the program and provides support and training for the peer facilitators. According to the program staff, having an
environment that collaborates across various groups and offices in the institutions and that supports the creation
of a program is necessary for implementing the Beyond Bystanders program in other institutions.

Boston University, “Beyond Bystanders,” initiated in mid-2018

Strategies for a Training Peer-led, peer-facilitated training sessions, with discussions and practice scenarios
Program Focused on and an emphasis on male graduate students

Faculty, Staff, and

Graduate Students

Institutional Support: Helping program credibility and success by building off the foundation of the
Who and What Is existing Boston University ARROWS program, along with institutional support and
Involved content advice from a broad campus coalition

Program Evaluations Pre- and post-test measures to assess the efficacy of the program

Internal Program Broad campus buy-in to ensure the program is trusted and well-supported,
Sustainability and and a campus environment that encourages sustainability (in consistency, peer
External Program facilitation, and financial support/staffing)

Applications
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BOX 1-7

University of California, San Diego, “Bystander Intervention Program for Faculty
and Staff”¢

Starting in 2021, the University of California, San Diego (USCD) began offering Empowering Employees to Intervene:
Sexual Harassment, a bystander intervention program developed for faculty and staff. This program was initiated in
mid-2020 and is based on a bystander training for students that was developed by Campus Assault Resources and
Education (CARE) at the Sexual Assault Resource Center (SARC) using the IDEAS model (Interrupt, Distract, Engage
Peers, Alert Authorities, and Safety First). Although the training was based on student sexual misconduct situations,
the examples for each intervention method are drastically different in the employee version. This modification is the
culmination of years of planning and implementation, and the training empowers faculty and staff to intervene in
sexual harassment. The training utilizes an intersectional approach, as sexual harassment is usually combined with
other forms of harassment, and it incorporates a discussion of power dynamics in the workplace using a variety of
scenarios and roles (professors, graduate students, principal investigators in a lab, janitorial staff, doctors/nurses)
and how they affect a person’s willingness to intervene. The training is offered in campuswide formats that any
employee can register for, as well as in a customized format for specific departments that requested the workshop
in light of departmental needs. The program is led and co-facilitated by the University Office for the Prevention of
Harassment and Discrimination (OPHD) and CARE at SARC.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

UCSD’s program staff reported having to invest a substantial amount of time and effort to create scenarios
reflective of the employee experience that took into consideration power dynamics found in the workplace. These
scenarios are often revised to meet the needs of the audience and reflect situations in which they are more likely
to encounter. The program also engages with faculty, staff, and other employees of the institution to provide
feedback on the program to ensure that the training is relevant, useful, and effective for attendees.

Institutional Support: Who and What Is Involved

Institutional support for the UCSD Empowering Employees to Intervene program started with consultation
between the university’s primary representatives for the Action Collaborative, OPHD staff, and CARE at SARC
staff.> The OPHD and CARE at SARC staff often work with human resources to increase awareness about the
workshop offerings.

Program Evaluations

UCSD’s program participants have opportunities to provide feedback through pre- and post-surveys, and much
of the feedback has been positive, especially the role-playing aspect. Individuals who attended the workshop felt
that the program raised their awareness of bystander intervention in general and increased their willingness to
intervene in their personal and professional spheres of influence.

¢ For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/university-of-
california-san-diego-bystander-intervention-program-for-faculty-and-staff.pdf.

> UCSD’s Office for the Prevention of Harassment and Discrimination also serves as the institution’s Title IX office. Additionally, CARE at SARC developed a
bystander training for students using the IDEAS model, which is a strategy they then implemented in UCSD’s Bystander Intervention Program for Faculty and
Staff.
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Internal Program Sustainability and External Program Applications

Program staff are simultaneously considering (1) broadening the program so that it includes other forms of
discrimination and harassment (e.g., racism, ableism) and (2) developing a specialized version of the program for
supervisors and administrators. UCSD’s program team noted that other institutions, especially those that have
medical centers, could apply the UCSD Bystander Intervention Program for Faculty and Staff by assessing the
power dynamics in environments that affect training attendees and developing scenarios that reflect the situations
they may face.

University of California, San Diego, “Bystander Intervention Program for Faculty
and Staff,” initiated in mid-2020

Strategies for a Training Create scenarios reflective of the employee experience that take into consideration
Program Focused on intersectionality and power dynamics found in the workplace

Faculty, Staff, and

Graduate Students

Institutional Support: Program consultation with university leadership, human resources representatives,

Who and What Is and the Sexual Assault Resource Center (SARC)—followed by feedback from faculty,

Involved staff, and other employees of the institution

Program Evaluations Pre- and post-surveys to assess awareness of strategies and the willingness to
intervene

Internal Program Campuswide training format, as well as customization for departments and

Sustainability and opportunities for expansion to other groups and specialized training for supervisors

External Program
Applications
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BOX 1-8
Wellesley College, “Sexual Harassment Prevention Training with Bystander
Intervention”®

Wellesley College expanded an anti-sexual harassment training to include bystander intervention training for
specific student, faculty, and staff groups. The purpose of adding bystander intervention to its program was

to educate and train all members of the campus community to prevent or help in harmful situations, such as
potential sexual assault; binge drinking; and harassment or unwanted comments of, for example, a sexual, racist,
or transphobic nature. One of its main approaches to making the training relevant for participants is to include
departmental leadership in the training and inquire about potentially relevant scenarios that can be incorporated
into the program. During the 2020-2021 academic year, the training program was led and managed by the College
Office of Nondiscrimination Initiatives, the Associate Provost for Equity and Inclusion, and Dean of Students
Office.

Strategies for a Training Program Focused on Faculty, Staff, and Graduate Students

Since Wellesley College does not have graduate students, the program is specifically geared toward undergraduate
students and staff. The content of the program also caters to the audience because department leaders or other
staff members contribute information on topics and scenarios relevant to their department. Program staff also
make themselves available for post-training questions and provide relevant resources that supplement the

program.

Institutional Support: Who and What Is Involved

The Office of Nondiscrimination Initiatives is responsible for carrying out the training, but broad buy-in is
generated from leadership across the institution, including the Offices of the President, Provost, Student Affairs,
Human Resources, Athletics, and Residential Life. Furthermore, Wellesley College established the Bias Response
Protocol Committee, which provides feedback on the content in an effort to improve the program’s bystander
intervention trainings for staff, faculty, and students. The committee consists of the Director of Nondiscrimination
Initiatives, the Associate Provost for Equity and Inclusion, the Associate Dean of Students, and the Director

of Talent Management and Development. The Director of Student Wellness or Dean of Student Inclusion and

Engagement are also typically involved by co-facilitating the trainings.

Program Evaluations

Wellesley’s program staff saw the active engagement and participation from departmental leaders as an
indicator of the success of the program. Follow-up discussions and training also created a space for feedback
and assessment on the success of the program, for example, if participants learned skills and are more willing to

intervene.

¢ For more information on this program, see https://webassets.nationalacademies.org/files/PGA-CWSE-19-P-164/repository/year-3/wellesley-college-
sexual-harassment-prevention-training-with-bystander-intervention.pdf.
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Internal Program Sustainability and External Program Applications

Wellesley’s program staff hope to eventually apply the training to faculty. Based on the experiences of the
Sexual Harassment Prevention Training with Bystander Intervention program, staff have found that prioritizing
post-training resources, feedback, and support could be helpful for other institutions interested in developing,

implementing, and sustaining a similar program.

Wellesley College, “Sexual Harassment Prevention Training with Bystander
Intervention,” initiated during the 2020-2021 academic year

Strategies for a Training The Wellesley program was geared to undergraduate students and staff, as Wellesley
Program Focused on College does not have graduate students. There are potential plans to expand the
Faculty, Staff, and program to serving faculty

Graduate Students

Institutional Support: Broad buy-in is generated from leadership across the institution (president, provost,

Who and What Is student affairs, human resources, athletics, residential life)

Involved

Program Evaluations Having departmental leaders actively involved in designing, and participating in,
trainings

Internal Program Prioritizing post-training resources, feedback, and support

Sustainability and
External Program
Applications
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Lessons Learned from Program Staff

The program staff from the seven institutions also raised several considerations that could make the
development, implementation, and evaluation of bystander intervention programs challenging. While not
exhaustive, the following points highlight gaps that could be an opportunity for institutions to create even
more robust bystander interventions and/or provide additional support:

« Developing bystander intervention programs: Program staff noted that it could be difficult to generate
buy-in from leaders across every department and school of an institution. Additionally, staff noted the
challenges in tailoring trainings to the climate of the department, school, lab, and so forth because of
all the power dynamics and climate issues in the environment—especially those that are not obvious.

For instance, if the program staff are unaware of subtle microaggressions that may be occurring in an
environment, it could be hard to develop programs that train and educate individuals to address and
respond to such actions. Finally, program staff highlighted the need for programs to account for learners’
roles and responsibilities (e.g., faculty members that are mandatory reporters) so that the training
content supplements their obligations.

« Implementing and executing bystander intervention programs: Several of the highlighted programs
indicated having very few staff members (sometimes even just one) leading and executing the trainings.
They noted that staff bandwidth and heavy workload can also make it challenging to implement
programs and deliver content effectively. Staff also highlighted the need to have effective trainers and
facilitators that can successfully equip learners coming from different environments.

¢ Maintaining and evaluating bystander intervention programs: Program staff highlighted the risk of
retaliation that bystanders face, which may make them more hesitant to engage or use the training in
opportunities that require intervention.4 Additionally, staff commented on the challenges in maintaining
funding and resources for supporting programs. Furthermore, they highlighted a need to evaluate
bystander intervention programs and use effective measures (Banyard et al., 2014; Mennicke et al., 2022;
NASEM, 2018, 2021).5

+ The Remediation Working Group of the Action Collaborative on Preventing Sexual Harassment in Higher Education is working on a paper on how institutions
can move beyond compliance and effectively respond to and/or prevent retaliation; see https://www.nationalacademies.org/our-work/preventing-retaliation-to-
discourage-sexual-harassment.

> The Evaluation Working Group of the Action Collaborative on Preventing Sexual Harassment in Higher Education is gathering information and research on the
methods for evaluating interventions for preventing sexual harassment; see https://www.nationalacademies.org/our-work/methods-for-evaluating-efforts-to-
address-sexual -harassment.
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Conclusions

Based on the institutional summaries presented in this paper and our collective experiences in higher
education sexual harassment prevention work, we now note several reoccurring themes that demonstrate
the need to account for the ecosystem of faculty, staff, and graduate students when developing bystander
intervention programs. We also consider how these overlapping themes attend to the research by accounting
for such factors as social norms, sense of community, prosocial modeling, policies and accountability cues,
and physical environment (McMahon, 2015).

Collaborating Across Multiple Offices, Senior Leaders, Employee and Graduate Student
Groups, and Other Stakeholder Groups

Every program noted some degree of cross-collaboration in the institution when developing content, leading
and/or facilitating components of the program (e.g., workshop sessions, male graduate student bystander
training), and providing feedback and evaluating the program. Engaging multiple stakeholders helps promote
bystander intervention even if changes in leadership and roles occur (e.g., a faculty member becomes a
department chair). It also helps incorporate the ecosystem of faculty, staff, and graduate students into bystander
intervention programs by accounting for environmental factors that promote bystander behavior such as social
norms, modeling the desired behavior, and building a sense of trust (McMahon, 2015). For instance, Wellesley
College engages various leaders, such as the Associate Provost for Equity and Inclusion and the Director of Talent
Management and Development, through the Bias Response Committee. The committee is designed for the
purpose of developing and improving training content, and subsequently, Wellesley College emphasizes a social
norm that prioritizes and supports bystander intervention.

Leaders can show support of bystander behavior when they endorse intervention, similar to the messaging
sent by Harvard University’s Office of the President and Provost. Additionally, Rutgers’ program staff built an
extensive network of partners that engages many offices and individuals in leadership roles. These partners used
their platforms, power, and influence to support the program and bystander behavior.

Rutgers’ focus on collaboration is a method for building trust and a sense of community among individuals
prioritizing and supporting intervention, thereby encouraging others to engage in positive bystander
behavior. By developing partnerships among multiple offices and departments, Rutgers built bridges across its
institutional silos, helping faculty, staff, and graduate students feel less isolated and perhaps more willing to
intervene.

Program staff also faced challenges in building partnerships, extending collaboration networks, and acquiring
leadership support. For example, building partnerships and buy-in within the institution may take time,
where sometimes leaders of the institution may not choose to prioritize sexual harassment bystander
programs. It may also be especially challenging to involve leaders and stakeholders from environments that
may show signs of an unhealthy climate and could benefit from bystander intervention training. At the same
time, these challenges could also be an opportunity for program staff to find creative ways to address the
barriers that might prevent leaders or other stakeholders from stepping up and joining efforts that promote

bystander intervention.
25
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Incorporating Voice to Address Power Dynamics, Microaggressions, and Other Challenges
Every program made use of the lived experiences and perspectives of faculty, staff, and/or graduate students.
Boston University’s Beyond Bystanders program engaged multiple stakeholder groups—including participants’
peers—to build allyship, which encouraged participants to be more willing to accept and learn positive
bystander behavior. We see the tactic of engaging peers as directly facilitating a social norm that intervention—
not silence—is desired and expected by the community. This tactic can also help individuals model positive
bystander behavior, where peers can show one another practical approaches for intervening in shared or
common experiences of harmful incidents.

Institutions also noted the value of engaging their audience(s) when developing content so that the training
remained relevant. Icahn School of Medicine and the University of California, San Diego took great efforts

to tailor their programs so that the content was relevant for the attendees. By doing so, the institutions
showed a commitment to support bystanders, which seemed to build a sense of community and trust. Several
programs, such as one at the University of California, Irvine also gave their targeted audience opportunities
to provide feedback to improve their programs. By providing a place for insight and perspective—and have
their voices heard—institutions create an environment that increases perceived trust and fairness (Potter and
Stapleton, 2011; Potter et al., 2011; Umphress and Thomas, 2022).

With these benefits in mind, we also acknowledge that limitations to fully engaging faculty, staff, and graduate
students exist. For instance, it can be hard to develop programs that attract multiple audiences, including those
who are interested in bystander intervention training and those who are not. Furthermore, it can be challenging
to have faculty, staff, and graduate students serve as trainers and evaluators and in other roles that require their
participation in the program without further burdening them with more work. We encourage institutions to
develop, implement, maintain, and evaluate programs that can effectively engage and support faculty, staff, and
graduate students.

Follow-up Activities to Promote Norms

By providing follow-up resources and with additional support through institutional policies, bystander
intervention programs may be able to further promote a norm that sexual harassment is not tolerated by

the institution, and the institution holds the community responsible for discouraging sexual harassment

by intervening. Program staff who followed up with their attendees, such as the Harvard and Icahn teams,
showed a standard of accountability by further supporting attendees to engage in positive bystander behavior
in the real-time situations they faced. Also, institutional policies that encourage intervention, promote
bystander behavior, and provide adequate protection for faculty, staff, and graduate student bystanders can
help to support those who may fear retaliation and/or institutional betrayal (McMahon, 2015; McMahon et
al., 2020). Rutgers University policies supported their bystander intervention program by “wrapping around”
bystanders, providing support and showing a commitment to creating a safe place for them.

Potential challenges with this approach include limited institutional resources and support that could result

in overwhelming the staff running the bystander program and affect the sustainability of the program. One
possible strategy to deal with limited resources is to consider repurposing or modifying existing training
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programs (e.g., bystander intervention training programs for undergraduate students or existing sexual
harassment information or research integrity training programs) to address situations faced by faculty, staff,
and graduate students, as several institutions have done. This approach could minimize the effort spent in
development, draw from similar funding sources, and benefit from the collaboration networks that support
other programs. Finally, institutions could consider rolling out a pilot version of the program, as Icahn did,
to gain support and resources, and then tailoring it to address specific needs that may require more time and
effort from program staff.

Call for Research

More research needs to be done to better understand, identify, and assess factors and strategies for a
successful program, especially for a bystander intervention program in complex work environments. In
addition, more detailed evaluation efforts are needed to determine effectiveness of these programs tailored to
faculty, staff, and graduate students, including around doses, boosters, training modalities etc. (Banyard et
al., 2014, 2018; McMahon et al., 2017; Mennicke et al., 2022; Potter and Stapleton, 2013). Research questions
include but are not limited to the following:

+ What are best practices for developing, implementing, and/or assessing a bystander intervention program?

+ What characteristics contribute to a successful and effective program? For example: Is it more beneficial
to have opt-in bystander intervention training programs compared to mandatory intervention training
programs? Is it more beneficial to have in-person or remote training programs? What are optimal doses
and necessary boosters to affect long-term change?

« How does the design of bystander interventions correlate with changes in bystander behavior and culture
change that discourages sexual harassment over the short and long term?

« Who are the essential people and what are the offices needed to develop, implement, maintain, and
evaluate a bystander intervention program for faculty, staff, and graduate students?

« What actionable tools, guides, resources, and networks need to be developed to assist institutions in
creating and sustaining bystander intervention programs?

» What are effective measures and what data should be collected for assessing a bystander intervention
program specific to complex work environments?

These questions provide opportunities for moving forward. Rather, this is an opportunity for faculty, staff,
advocates, practitioners, training program staff, and institutional leaders to develop, and funding agencies
to support new and creative ways for developing more robust programs that reflect the experiences and
environments of a range of audiences. By investing in a better understanding of the ecosystem of faculty,
staff, and graduate students, and prioritizing the evaluation of training programs for these populations,
institutions can better equip the members of their academic community to intervene and stop sexual
harassment from occurring.

27
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Today We WiIll:

ldentify Clery Act and Title IX
reporting responsibilities;
Recognize intersections between
and potential confusion regarding
confidential roles under each law;

Learn strategies for clearly
communicating reporting,
response, and information-sharing
expectations on campus.



“The best education
in the world is useless
if a student doesn’t
survive with a healthy
mind and body.”

Connie & Howard Clery
Clery Center Founders




What We Do:

e Education
_ & Training
Our Mission: Eﬂoﬁ{?yberShlp
Working together with Advocacy
college and university Initiatives:
communities to create Free topic-

safer campuses. Specific
resources




. Please download and install the
slido Slido app on all computers you .3*

use

Name a famous
dynamic duo.

(D Start presenting to display the poll results on this slide.



. Please download and install the
slido Slido app on all computers you

use

What roles are

@ considered
confidential at your
Institution?

(D Start presenting to display the poll results on this slide.



Please download and install the

slido Slido app on all computers you

use

Are any confidential roles at
your institution required to
report information under
the Clery Act?

(D Start presenting to display the poll results on this slide.



Overview: Clery Act and Title IX
Reporting Responsibllities




Clery Act and Title IX

Clery Act

Consumer information

Clery Act crimes, including
dating violence, domestic
violence, sexual assault, and
stalking

Required reporting by
campus security authorities

Title IX

Civil rights law

Sex-based harassment,
Including dating violence,
domestic violence, sexual
assault, and stalking

Required reporting under
2024 and 2020 regulations



. Please download and install the
slido Slido app on all computers you

use

Are you at an
Institution covered by
an injunction?

(D Start presenting to display the poll results on this slide.
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Clery Act: Campus Security Authorities (CSAS)

 Campus police/security department
* Individuals responsible for security
0 Ex: Access monitors, resident assistants, etc.

* Individuals or offices designated to receive crime
reports

o Officials with significant responsibility for student
and campus activities

11



A campus security authority’s primary
responsibllity is...
to report allegations of Clery Act crimes
reported to them to the official or office

designated by the institution to collect crime
report information.



Title IX: Reporting Responsibilities

2024 Regulations

Notice to any employee who is
not a confidential employee and
who either has authority to
Institute corrective measures on
behalf of the recipient or has
responsibility for administrative
leadership, teaching, or
advising in the recipient's
education program or activity

2020 Regulations

Notice to any official of the
recipient who has authority to
Institute corrective measures on
behalf of the recipient

13



These roles must
report to the Title IX
coordinator when they
have information about
conduct that reasonably
may constitute sex
discrimination.




Under the 2024 Reqgulations

All other employees who are not confidential
employees must:

Notify the Title X Coordinator when the employee has
Information about conduct that reasonably may
constitute sex discrimination under Title IX; or

Provide the contact information of the Title IX
Coordinator and information about how to make a
complaint of sex discrimination to any person who
provides the employee with information about conduct
that reasonably may constitute sex discrimination

15



What happens after a report?

Clery Act Title IX
e Written explanation of rights e Supportive measures
and options e Options for informal
o0 Includes options for resolution or grievance
disciplinary process procedures

« Timely warning analysis
« Daily crime log
« Crime statistics

16



Reporting Obligations Under Clery and Title IX

The Clery Act Title IX
« CSA  Report to Title IX Coordinator
* No Designation * Provide Title IX Coordinator
« Exempt contact information to victim
o Pastoral Counselors « Confidential
o Professional Counselors o Designated by institution

o State or federal privilege or
confidentiality recognition

Institutions will need to make two determinations for reporting
responsibilities for each employee:

- one as a CSA for Clery and one for reporting under Title IX



Confidentiality Under Title IX and the
Clery Act




Exempt From Reporting Under the Clery Act

e Pastoral counselors

e Professional counselors

o Applies to mental health counselors employed or
under contract by the institution

 Person uncertified but acting under the
supervision of an exempt counselor

19



Confidentiality Under Title 1X: 2024 Regulations

Confidential employee means:

(1) An employee of a
recipient whose
communications are
privileged or confidential
under Federal or State law.
The employee's confidential
status, for purposes of this
part, is only with respect to
information received while
the employee is functioning
within the scope of their
duties to which privilege or
confidentiality applies;

(2) An employee of a recipient
whom the recipient has
designated as confidential
under this part for the purpose
of providing services to persons
related to sex discrimination. If
the employee also has a duty
not associated with providing
those services, the employee's
confidential status is only with
respect to information received
about sex discrimination in
connection with providing those
services; or

(3) An employee of a
postsecondary institution
who is conducting an
Institutional Review Board-
approved human-subjects
research study designed to
gather information about sex
discrimination—but the
employee's confidential
status is only with respect to
information received while
conducting the study.



Confidentiality Under Title 1X: 2020 Regulations

* Do not explicitly define who could be considered confidential,
simply clarify to whom reports constitute “actual knowledge”

21



Question: Can a role be confidential under

Title IX and yet still be required to report under
the Clery Act?

Answer: Yes.




Do Any Other Roles Currently Considered
“Confidential” by the Institution Have Significant

Responsibility?

* Previous definition of "official” in Handbook for Campus Safety and
Security Reporting (now rescinded): “any person who has the
authority and the duty to take action or respond to particular issues
on behalf of the institution”

 Possible questions:

o Is it part of the individual’'s job to develop relationships with
students?
o Can the individual act on behalf of the institution?
o Does the individual volunteer or have a job function outside of
the classroom that causes them to interact with students?
» Can non-employees be officials?



From the Clery Act Appendix

“Individuals determined not to have significant responsibility for
student and campus activities may, in some cases, include those
iIndividuals who, for example, have irregularly scheduled duties or
duties that are not part of an employee’s primary job description. If
paragraphs (i)-(iii) of the definition of CSAs are not applicable,
Institutions should focus on the “significant responsibilities” of an
employee when determining whether that employee is a CSA for
Clery purposes.”



From the Clery Act Appendix (Cont’d.)

“The Department will defer to an institution’s
designation of CSAs as authoritative and provide any
technical assistance necessary to work with
Institutions to help ensure proper identification and
notification of CSAs consistent with the regulations.”

“The regulations do not require that an employee with
minimal responsibilities for student and campus
activities necessarily be considered CSAs.”



From the Clery Act Appendix (Cont’d)

“On a case by case basis, institutions may
apply the regulations to not designate CSA
responsibllities for Clery Act reporting purposes
to an individual.”

o Consider: How would you articulate your application
of the regulations?

o Not "pick and choose” but rather application of the
definition



Questions to Consider

When is the last time you updated your list of CSAs?

« This list dictates who your CSAs are; therefore, Handbook
rescission alone doesn’'t change who your CSAs are

You must update the list if there are roles to add/remove and be
able to articulate why a role is/is not a CSA

How do you determine “an official with significant
responsibility for student and campus activities”?

Are there any roles labeled “confidential” by the institution
that still must report under the Clery Act? How is that
communicated to students and employees?

Who makes decisions about reporting under the Clery Act?
Title IX? Do they consult one another?



Other Considerations: Language Matters

e State Laws on Confidentiality and Reporting
o What's legally protected?

o EXxisting campus policies/terminology

o Are you consistent with how you use the word
“confidential™?

o What terms are being used elsewhere (mandated
reporters, required reporters, responsible
employees; etc.)? Are any of them supposed to
capture Title IX and Clery reporting?

28



Please download and install the

slido Slido app on all computers you

use

Let's talk through some examples.
What are some roles on your
campus that may be confidential but
still have reporting responsibilities?

(D Start presenting to display the poll results on this slide.
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Please download and install the

slido Slido app on all computers you (-
use L ° )

Let's talk through some examples.
What are some roles on your
campus that may be confidential but
still have reporting responsibilities?

(D Start presenting to display the poll results on this slide.
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Communicating Reporting
Responsibilities




To those
required to
report

To the
campus
community

32



Communicating Reporting Requirements

 Evaluate/re-evaluate reporting roles and notification
strategies

Include information on roles in job description

Talk about this function in an interview process
Provide written information (and reminders) about this
role and its expectations

Train roles required to report under the Clery Act and
Title IX on how to discuss their role as an official with
authority, campus security authority, etc.

o Before a report

o After areport

33



Please download and install the
slido Slido app on all computers you
use \° )

Do you require campus
security authorities to share
personally identifiable
iInformation when they report?

(D Start presenting to display the poll results on this slide.
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Communicating Reporting Requirements

 Review policy language describing reporting responsibilities of
confidential roles.

o Example 1: Confidential resources do not disclose information to
others on campus without written permission. Disclosures to
confidential resources are not shared with the Title IX coordinator or
reported under the Clery Act for inclusion in campus crime statistics or
other reporting.

o Example 2: Confidential resources other than pastoral and
professional counselors share non-identifiable information about an
Incident (including the nature of and location of the incident, the date
and time it was reported, and the date and time it occurred) for the
purposes of Clery Act reporting, including the sharing of crime
statistics and evaluation for serious or ongoing threats that warrant

alerts to the broader community.
35



Communicating Reporting Requirements (Cont’d)

Update reporting
resources (written
explanation of rights
and options, flow
charts, sample
scripts etc.)

36



Communicating Reporting Requirements (Cont’d)

Educational programs
/[campaligns

37



Please download and install the

slido Slido app on all computers you

use

Where else can you
communicate about
roles and expectations
related to
confidentiality?

(D Start presenting to display the poll results on this slide.
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Become a
Member!

Clery Center offers
two Membership
tiers, each providing
resources, strategies,
and unparalleled
expertise to support
you in understanding
and implementing the
provisions of the
Clery Act.

Institutional Individual

ASR review .
Free training
In-depth compliance °

calls .
CSA training video
Welcome kit .
All Individual

Membership benefits
and more!

Unlimited technical
assistance & support

Discounted training

Member Portal
access

Exclusive Member
resources

Member-only
webinars

and more!

Learn more at clerycenter.org/membership



Clery Center

. 2024
Individual | S ISCOUNT:
Membership Use ATIXA100 Clery Coordinators

$399/year for $100 off! Title IX/Compliance
Prevention & Response
Student Conduct
Student Affairs
General Counsel
Emergency Management
Human Resources

Practical and
user-friendly
resources for ‘I have nothing but
campus positive things to say about

: Clery Center and their staff.
.prOfeSSI()naIS They have answered every
in roles that question thoroughly, promptly, and
intersect with as friendly as | could hope for.”
Clery Act — INDIVIDUAL MEMBER
compliance.




‘[IMembership] allows our leadership to remain
Clery Center informed on why compliance is necessary — not

only to avoid a fine, but to ensure the safety

I nStItUtI0n8| 950/ and security of our campus communities.”
MemberShip (o] — INSTITUTIONAL MEMBER

said they would
recommend Membership.
$3’800Iyear Of all Member Benefits,
. respondents most appreciated
tCo.m_ prehegswe 9 6 O/ the ability fo:
raining an (o)

! Attend fi

gL"d an Ce fOI' trqienr;ng i

agreed that

campus safety Membership helps

teams looking to their institution comply Receive an
build internal - AR Review

_ with the Clery Act
CapaCIty and CH"ICI improve Receive timely
enhance cross- campus safety. updates on Clery

Act changes or
guidance

campus
collaboration.



Member
Resource
Library

Clery Center
Exclusive
Resources

TIMELY WARNING DECISION MATRIX —

“The ability to go _ .,"
back and watch past : s vl il

training videos, or Archived
access Clery - ;
checklists for the ASR, poun 2 5 webllnﬁrs &
afford me a great =8 - UL

deal of confidence
that my own
reporting will meet

standards.” CURATED EXTERNAL RESOURCES

_ INDIVIDUAL MEMBER including ED webinars & Q&A sessions




Join our emaiuil list

bit.ly/cleryenews



Clery Center Free Resources

Free Resources Nov. 7
Resource for Students Free Webinar

Library & Families Establishing a Clery
Compliance Team




CLERY CENTER
501 Office Center Drive, Suite 8
Fort Washington, PA 19034
484.580.8754

info@clerycenter.org
clerycenter.org

Connect with us on social media!
@Clery Center

f1Gkinjo
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Memorandum of Understanding Between COMMUNITY AGENCY & RECIPIENT?

Memoranda of Understanding (MOU) can help to define roles and responsibilities regarding shared
challenges and work between an institution of higher education or school district and local community
agencies. MOUs could also have multiple signatories when more than one community agency is
involved.

Parties should approach the MOU process collaboratively, identifying areas of overlap in services,
compliance needs, and challenges. Close communication and an iterative drafting process will yield the
most effective result. Below is an example of an MOU, but parties may add or delete sections depending
on the individual needs of the parties and community.

l. Purpose

This section is an example of an MOU statement of purpose. Parties should include the overarching
priorities and motivating factors for signing the MOU. This section should be comparatively short and
high-level, leaving the details for other MOU sections.

AGENCY and RECIPIENT (“Parties”) enter into this Memorandum of Understanding (MOU) to formalize
the commitment of the Parties to collaborate to (a) provide trauma-informed services to student and
employee survivors of sex- and gender-based misconduct, (b) improve the response to sex- and gender-
based misconduct at RECIPIENT, and (c) develop/implement programming for RECIPIENT students and
employees that reduces incidences of sex- and gender-based misconduct.? 3

1. Parties

This section describes the parties to the MOU. Parties should customize this section to include accurate
descriptions of the Parties, their structure, their services, their mission or purpose, and any other
pertinent information.

AGENCY is a non-profit, community-based organization dedicated to eliminating sex- and gender-based
violence in all its forms. AGENCY provides free and confidential services to survivors of sex- and gender-
based violence, as well as impacted friends and family members. Services include a 24-hour crisis
hotline, counseling services, medical treatment information, law enforcement reporting options,
medical and legal advocacy services, community education, and professional development training.
AGENCY provides empowerment-based services focused on healing, support, and justice for survivors.

1 This sample MOU does not constitute legal advice. Legal counsel should review any MOUs to ensure consistency
with applicable laws.

2 Sex- and gender-based misconduct refers to harassment, discrimination, or violence on the basis of sex, gender
identity, gender expression, or sexual orientation. Additionally, sex- and gender-based misconduct includes, but is
not limited to, sexual assault, dating and domestic violence, sexual exploitation, and stalking.

3 Although some may prefer to use the term “victim” to describe an individual after experiencing sex- or gender-
based misconduct, the term “survivor” is common to the community agency context. Therefore, this MOU
example uses the term “survivor” with respect for those who have experienced sex- or gender-based misconduct.



RECIPIENT provides services to current students and employees experiencing the impacts of sex- and
gender-based misconduct. The RECIPIENT provides information on supportive measures, available
reporting options, and additional resources. Additionally, RECIPIENT may assist survivors in making
reports to law enforcement or under the RECIPIENT'’s Title IX policy, explore informal resolution options,
and implement investigation and grievance procedures. RECIPIENT’S _
_ serves as a confidential resource to support students and employees navigating their
options and resources.

1. AGENCY Commitments

AGENCY will:

1) Provide RECIPIENT students and employees with advocacy services 24 hours per day, including a 24-
hour crisis hotline, _

2) Provide confidential crisis intervention services, counseling, information, and referrals.

3) Accompany students or employees to medical, legal, or RECIPIENT administrative appointments.

4) Assist students and employees communicating supportive measure needs to RECIPIENT.

5) Provide students and employees with information about filing a complaint with RECIPIENT’S Title IX
Coordinator and about reporting a crime to law enforcement.

6) Aid students or employees with filing a report.

7) Collaborate with RECIPIENT to identify patterns through surveys or other assessment methods, as
well as the identification of systemic barriers related to reporting of sex- and gender-based
misconduct.

8) Meet regularly with RECIPIENT’S _, and Title
IX Coordinator to share information about survivors’ needs, trends in sex- and gender-based
misconduct, and perceived effectiveness of RECIPIENT’s prevention and response program.

9) Provide training to the RECIPIENT community, including but not limited to, _

10) Collaborate with RECIPIENT to develop and implement prevention education programming and
training for RECIPIENT.

2023 © ATIXA. Not legal advice. Not training materials. Purchasers of the ATIXA Title IX Toolkit have a limited license to modify and use the
materials in the Toolkit for institutional use in complying with Title IX. Purchasers may not make Toolkit materials publicly available by posting
original or modified materials publicly or sharing with any entity unless that entity is acting on purchaser’s behalf as a Recipient official with
respect to the Toolkit materials. Non-purchasers, including entities acting as Recipient officials for purchasers, may not use or modify the
Toolkit materials in any way other than for the purchaser’s direct benefit in compliance with the terms of this limited license. Contact ATIXA
with any questions about use.



v. RECIPIENT Commitments

The following language is an example of a list of RECIPIENT commitments that AGENCY may rely upon
after the execution of this MOU. The Parties should have a comprehensive discussion about priorities,
needs, and resources prior to drafting this section.

RECIPIENT will:

1) Identify a point of contact for AGENCY staff to facilitate communication, referrals, and information
sharing.

2) Provide training to AGENCY staff about on-campus resources available to student and employees,
the RECIPIENT’S obligations under federal and state laws to respond to sex- and gender-based
misconduct, reporting procedures with RECIPIENT law enforcement or RECIPIENT Title IX Office, the
student conduct process, and supportive measures available to survivors.

3) Provide printed and online materials about reporting options to AGENCY.

4) Inform AGENCY of the mandated reporting obligations of RECIPIENT employees and identify any
confidential employees available to students and employees.

5) Inform AGENCY about RECIPIENT’S prohibitions on retaliation, reporting retaliation, and retaliation
protections.

6) Commit to a regular meeting between AGENCY and RECIPIENT’S Title IX Coordinator.

7) Collaborate with AGENCY to develop and implement prevention education programming and
training for RECIPIENT.

8) Invite AGENCY to serve as a core member of the RECIPIENT’S Interpersonal Violence Response
Team.

V. Communication and Coordination Considerations

The section is an example of provisions governing communication and coordination, including factors like
privacy and safety. Some provisions from previous sections may be appropriate for this section as well,
and ultimately the Parties should decide how best to organize their MOU.

The Parties agree to:

1) RECIPIENT and AGENCY agree to maintain confidentiality and privacy within the full extent of
applicable laws, sharing with one another only pertinent information regarding survivors on a need-
to-know basis and for the purpose of keeping survivors safe.

2) RECIPIENT and AGENCY will only disclose personally identifiable information if:

a) The student or employee asks RECIPIENT or AGENCY to share information with the other Party.
Informed consent must be in writing.

b) State or federal law requires disclosure because there is an imminent risk of harm to self or
others. RECIPIENT’S Title IX Coordinator will determine, in consultation with appropriate
RECIPIENT employees, notification procedures and steps to protect the survivor from risk.

2023 © ATIXA. Not legal advice. Not training materials. Purchasers of the ATIXA Title IX Toolkit have a limited license to modify and use the
materials in the Toolkit for institutional use in complying with Title IX. Purchasers may not make Toolkit materials publicly available by posting
original or modified materials publicly or sharing with any entity unless that entity is acting on purchaser’s behalf as a Recipient official with
respect to the Toolkit materials. Non-purchasers, including entities acting as Recipient officials for purchasers, may not use or modify the
Toolkit materials in any way other than for the purchaser’s direct benefit in compliance with the terms of this limited license. Contact ATIXA
with any questions about use.



VI. General Provisions

1) Each Party agrees to act in good faith to observe the terms of this MOU; however, nothing in this
MOU requires any unlawful or unauthorized act by any Party.

2) No provision of this MOU shall form the basis of a cause of action at law or equity by any Party
against any other Party, nor shall any provision of this MOU form the basis of a cause of action at
law or equity by any third party.

3) This MOU is effective upon signature by each Party.

4) Either Party may terminate this MOU with 30 days’ written notice. The Parties may, by mutual
agreement, terminate this MOU immediately or amend it in writing.

5) Nothing in this MOU shall make the Parties legal partners, principal and agent, or joint employers.
The relationship of the Parties are akin to independent contractors, and neither of the Parties shall
have the power or authority to bind or create liability for any other party by its negligent or
intentional acts or omissions.

6) The Parties shall not unlawfully discriminate on the basis of_

COMMUNITY AGENCY Representative Date

RECIPIENT Representative Date

2023 © ATIXA. Not legal advice. Not training materials. Purchasers of the ATIXA Title IX Toolkit have a limited license to modify and use the
materials in the Toolkit for institutional use in complying with Title IX. Purchasers may not make Toolkit materials publicly available by posting
original or modified materials publicly or sharing with any entity unless that entity is acting on purchaser’s behalf as a Recipient official with
respect to the Toolkit materials. Non-purchasers, including entities acting as Recipient officials for purchasers, may not use or modify the
Toolkit materials in any way other than for the purchaser’s direct benefit in compliance with the terms of this limited license. Contact ATIXA
with any questions about use.



Complianee Culwure
and Lip-Serviee

why queer and trans
students dont trust their
institutions 1o help them

October 29, 2024



Abstraet

The core learning outcome of this presentation lays at the intersection of
two facts: queer students are more likely than their cisgender and
heterosexual [cishell peers 1o experience gender-based discrimination and
violence, and also that they are also less likely 1o go 1o their universities
and utilize the federally mandaied support and services they are owed.
This gap between need and utilization has long frustraied those engaged
in advocacy and support. While it has been the subject of much
con jecture, the question remains: “Why'? Why are Queer and Trans’
communities less likely 1o seek support, and what can be done 1o
address this?”




Neil . Golemo. Ph.D. the/him)

» Positionality
o Straight, Cis, White, Christian, educated, male, child of
loving parents, trauma-free childhood
o Institutionalist
o former Title IX' Administrator/Investigator
= 3 years as investigator
o 20+ years ol experience in [Higher ['d Adminisiration
« Why am [ here”?
o My research specialty is in barriers 1o litle X reporting -
especially among Queer/L.GBTQIA+ communities.
« QQualitative interviews of Queer siudent survivors of
SV about why they didnt report
» Ongoing work
» Incorporating litle [X administrator interviews

» Praciical, operational solutions for improvement
o | ACUSPA "Dissertation of the Year (no big deal




¥ Maya Satya Reddy, J.D. (she/her)
P . Positionalit
T o Queer gguih Asian woman
- — o LGBTQ- Sports Law and Policy Expert
> . Umversﬁy of Pennsylvania Law School Alumna
o ['ormer professional golfer and NCAA athleie
« Why am [ here?
0 % work centers on advocating for irans student-
athletes through policy development, litigation, and social
advocacy.
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» Queer/n
kely

1

Oudine

on-Cisllet populations are more vulnerable, and
{0 seek help.

maiely familiar with institutional betrayal
o Harm-limiting Behavior

e liile IX Admins are righiing an uphill batile
- SVU
> Legislative handicaps (mandatory reporting

« Institutional Regard vs. Institutional Irust

mental models

=



Whatdoes eomplianee
mean?

e Institutional perspeclive: concern with
risk management and limiting liability
» Protecling Institutional assets
> Capital

:@@ Reputation




Whatis “Complianee Culture™?

e centers avoiding punishment
> considering the tension between law
and policy requirements e.g.
mandaiory reporting.




Impaet of Complianee Culture

Places additional layers between admins and the students
they support

o supporting irans students
o access 1o bathrooms
» ex: PA Middle School installing surveillance windows in
gender-neutral bathrooms
> mandatory reporting
» lexas
o in athletics

= ex: gender suspicion and sex verification testing r




Impaet of Complianee Calture eont.

keporting/Participation in Title X processes
» Reinforcing Perfect Vicim™ narrative

“You know, at the time | wasni1 worried about being non-binary
transgender but il it were gonna happen now. or something like

that”? | lwould] definite
a woman. because, It
get my gender marke

N1 not t
s cha

y probab

ne Rind

nged o

y just lie to the cops and say | was

of person who's ever going 10

n anything. Because there may

come a day where, like, | need help. And would | be given help if
they saw me as just a freak’”?” - I'ar Master



e [.aw & Order SVU

Impaet of Complianee Calture eont.

Reporting/Participation in litle X processes

| think [ had a very "SVU™ model in my head of how that would go.
Very much like immediately get blamed and have a bunch of shit %

down. You know, anxiety through
affected it... And so just the idea of
all that stuff -like the version of it i
with a detective in a room and ell

the roof. And | think a lot of stu
" like reporting and going ’[hroug

n my head that existed where |
them what happened. [ was ju s°[

like lughl it sounded absolutely terrible.” - Musty Ruler

Ho



Impaet of Complianee Calture eont.

eporting/Participation in Title IX processes

» Mainsireaming (lie/misrepresent identity)

I think the things are subile but also there are some things Inervous pausel |
agrew my hair out after that. Like becoming less.. | mean less visible or
conforming more or | dont know what the right words used but they all seem
{0.. describe it. | mainstreamed myself. Why did | make that face’? Because |
hate it. | hate having mysell in the box. And I'm at a place, we are at a place
politically where you kind of have 1o, unless you want 1o daily be judged just by
the way you look.” - Adjudicator liny
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