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Preventing Harassment & Discrimination: Gateway

MOX_ Gateway

Navigating This Course Q)
Y
Interactivity Audio Script: \\'Q

Take a moment to explore the key features of this co@ow to navigate

through the experience.

Interactivity text: & >

Carousel 1: Menu.

Explore the "Menu" icon in theg%y)n bar to access each section of the

course, as well as resougges, ry, and relevant policies.

Carousel 2: N i%g.

Use the “Co% "Back" buttons to move through the course.
Capousel

tting Stuck?

If a nue" button is not enabled, it means that you have not yet completed

all of the required activities on that page.
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Carousel 4: Listen In!

Explore the "Listen" button to hear selected content in the course.

Carousel 5: We'll Save Your Place. c

If you leave the course and return, your progress will be save.d a@%be able
to start where you left off. \'\

Important Content Notice

Video Script: c,)Q

The goal of this course is to give you the ik&o be a positive influence in the
\ S |

higher education environment. We gl ing a close look at issues like

harassment, discrimination, and r<ta|ia , which affect people at higher
education institutions ever %nd will use examples of harmful

stereotypes, statemegts, a tions for illustrative purposes only, to
demonstrate ho j&atic and discriminatory behavior may manifest itself.
These topics%fH llenging to think about and may feel especially sensitive
and persond to e. If you have difficulty completing this course, please

C ourWhstitution’s representative to discuss how to proceed.

Alt-

An employee is sitting in their home office, working on a computer, thinking.
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The Power of Bystanders

Interactivity Audio Script:

Everyone plays a role in creating a positive work environment in which c
discrimination, harassment and retaliation rarely happen, and are a@ if

they occur. . Q
Video Script: 0\,\

Narrator: People work hard to create environment \they can thrive.
Maybe you like to decorate your living space o in community activities
to improve your neighborhood. It's similar&wo environment. Most people
want to work in an environment whgere % ome supports each other and feels
respected, where discrimination, &ent and retaliation happen rarely and
are addressed if they occuglIf r ndering, can | do this at my workplace?
Do I even have arole in eNNng an environment like this? The answer is yes.
The building blocks fQr\rgventing harassment and discrimination come down to
awareness, attitude} aNd action. Everyone has a role to play. Awareness involves

recognizj hWlgs are going well and when action is needed to address

challenges. §ext, we'll explore the attitudes common to a professional,

| cuTture. What you can expect from the people you work with and what

of approaches, no matter what situation might arise in the workplace.
Understanding what to do and being ready to take action will empower you and

everyone around you to make a difference. You'll learn to build on the skills you
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already have to master the three A's: awareness, attitude, and action.

Developing Awareness and Recognizing Discrimination

Interactivity Audio Script: c

The first Ain the three A's of bystander intervention is awarenessRewgloping
°
awareness means taking note of what is happening aroundK

strengthening your ability to spot problematic situations.g

Video Script: Q\

Narrator: The world can get busy, and it canjbe temgking to tune out. But it's

important to sharpen our skills around ﬁn, to be aware of what's going on

around us. Awareness means becor& to how we perceive and interact
ce

with others and realizing the inEEQJ

t bias can have. It means recognizing

when something may nQt b&riMt gF that a situation may have the potential to
become problematicgr har . Similarly, discrimination can undermine an
otherwise succ I environment. Let's work on further developing

range offsi

awareness loRings types of discrimination, to be sure we can recognize the
t where we can positively shape our workplace.

Discrimination?
Interactivity Audio Script:

In this section, we'll focus on developing a sharpened sense of awareness of

what's happening around you, so that you can spot the subtle behaviors that
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constitute discrimination and may undermine work culture.

Generally speaking, discrimination refers to unfair treatment toward a person

based on certain characteristics, such as their gender, race, or other

characteristics. %

All discrimination is harmful and may be unlawful when it is Qas Qegory
or characteristic that is protected by law and impacts some@ r
educational opportunities. 0

People in positions of power can set an exam bn y avoiding

discrimination or the appearance of it, but also Dy tding steps to prevent it

when possible and to report it when it d %ur.

Discrimination is harmful, whethe(& itted by or against leaders,

coworkers, or colleagues, og n ees such as students, interns, campus

visitors, or contractors.

Harassment is j o&e of discrimination, and not all discrimination is

harassment ‘|| cQveg harassment in detail in the next section.

Alt-Text.

Qagues are standing together, talking.

Understanding Protected Categories

Interactivity Audio Script:
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Anti-discrimination laws explain which categories are protected. Because these
laws are at the federal, state, and local levels, a category may be protected in

one location, but not in another.

Courts may also interpret laws differently, so even the same law may no r

the same protection, depending on the jurisdiction. For example, alnwst

everyone is protected by federal laws, but if a state law offergal
protections, employees in that state will be protected by& .
Under federal law, it is illegal for employers to discr'x ased on each of the

following bases. COQ

Select each topic to learn more.

Interactivity text: (\'Q
Tab 1: Age %

Federal law protects le 40 years of age and above from discrimination.
Other laws abodt a ay protect younger people from discrimination as well.
Tab 2: GeNe formation

T @ e of genetic information is unlawful. For example, a family’s genetic
heaMe=fStory cannot be used to discriminate in health insurance or

employment.
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Tab 3: National Origin

National origin includes more than just the place where a person is from. Not
only is it unlawful to discriminate because someone is from a particular part of

the world, but ethnicity, accents, language, and a person’s actual (or@)

ethnic origin may also be protected. People are also protected fr
°
discrimination due to the national origin of their spouse. \'

Tab 4: Citizenship & Immigration Status \0
Federal law protects people from discriminati‘n be@ of their citizenship or

immigration status. Unless a specific law oqern nt contract requires it,

employers may not restrict their hiring
residents. :&
Tab 5: Pregnancy %

Not only is pregnanc{\otected, but also childbirth and medical conditions

U.S. citizens or permanent

related to pregian ildbirth.

Tab 7: Color

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

and complexion.

Tab 8: Religion

Religious beliefs are protected. These include traditional, widely recm@%
religions and faith practices (such as Buddhism, Christianity, &lin , ¥ikhism,
Islam, and Judaism) as well as sincerely held "religious belie¥ggthMNare new,
uncommon, not part of a formal church or sect, or o bsqbed to by a small
others" according to

number of people, or that seem illogical or unreasg %

guidance by the federal Equal Employment O $Commission (EEOC).

Tab 9: Disability Q&
Disability laws can be complex. Seftion of the Rehabilitation Act of 1973 and
the Americans with Disabili 'e% prohibit discrimination against people

who work and study jn hi ducation institutions that receive federal funds,

and require facilities ommunications, such as websites, to be accessible.

Disability lavgmalso
disabilit |

Many types @f gisabilities and conditions can be covered by disability laws.

@ ex

Federal law prohibits workplace discrimination based on transgender status,

rotect people with disabilities or a history of having a

who are perceived to be disabled, even if they are not.

gender identity, or sexual orientation. Discrimination because of sex-based
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stereotypes, like that a woman must look feminine, or that a woman cannot be
assertive, is also unlawful. Sex-based discrimination, including harassment, is
unlawful no matter whether the person who discriminates or harasses is the

same sex or a different sex than the person who is experiencing harm. c

Tab 11: Veteran or Military Status Q
. Q

Federal law protects workers from discrimination based on eiN\s or present

military service and requires all employers to reemp tUrNNNE
servicemembers to the job they would have attgin ey not been absent
while serving in the armed forces. A separate s federal contractors

and subcontractors to give preferential tregment ® qualified veterans who
apply for a job and prohibits discri inst them.

Dig Deeper: Other Harmf@g of Discrimination

Interactivity text: A

Tab 3: Other Types of Discrimination

Here ar %r harmful types of discrimination and examples of how each
typedpight | nd sound.

w nd Height
“I'd rather she didn’t present at the conference... at her size, it's not really the

image we want out there.”
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“We can’t have a marketing guy who's short!”

Gender Expression

“l don't want to work with a guy who wears nail polish.” c

“She looks so unprofessional in those boxy, masculine clothes... y @rely
Y < )

tell she's a woman.”

Political Affiliations \0\'
“We can't promote someone who believes tha mrbage...”

“Only someone young and naive would supgort a didate like that.”

Affluence or Social Class \'Q
“We can't hire someone wh{ d gﬁld car... people won't want to follow their
advice.”

“She’s never ev ft ountry before... she must not have a curious mind like
we do.” Q

Understandipg Protected Categories

In ity Audio Script:

Perspectives: Natural Hair.

Here is one person’s perspective on natural hair in the workplace.
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Video Script:

Lower left-hand corner of video, name appears: Sienna When | first started at a
previous organization, and was still fairly new, | had my hair pulled back that day
just because that was how | decided to wear it. And | had a member oft%
leadership team in the organization come up to me, and they were excited
and said, "Oh, | love your hair pulled back this way. It's so pro‘f\ .l can see

your whole face. | hope you'll wear your hair like this mor JWNd | was very
taken aback because | wasn't quite sure what to say.\ ig%at with me more

and more, | realized that the person was sayi ha@w

professional. It's not appropriate for the workplace, Ind that it has to be in a

air as itis, isn't

certain way that will make them or other &e feel more comfortable.

Dig Deeper: The Impact of D(J iyfTation on Health

Tab 4: The Impact of D c%mtion on Health

The effects of discri tion are far-reaching, impacting many parts of a
person’s life. %
Later onfw mbout the effects workplace discrimination can have on a

pe S car

Rig , take a look at some ways discrimination can impact a person’s health.

Mental and Emotional Health

Discrimination has been linked to anxiety, depression, sadness, helplessness and
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low self-esteem.
Cognitive Health

Research has shown that experiencing everyday discrimination can harr%

person’'s memory and also lead to faster memory decline. Q
O

Physical Health

Discrimination can result in poor physical health, inc\@eased risk of

cardiovascular disease, diabetes and respirato di has also been linked

to sleep disturbance and daytime fatigue.

Title VII: The Civil Rights Act of 1%&
Interactivity Audio Script: <&

Title VIl is part of the Ci &of 1964, which is a critical federal law that
protects employees Wiscr
and national or#gin}

Flip Ca %ﬂg & Firing

It I to Thake hiring decisions or to terminate a person’s employment
baseQ Q¥ their protected characteristics.

Flip Card 2: Job Training

ination on the basis of race, color, sex, religion

It is illegal to deprive someone of equal access to job training based on their
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protected characteristics.

Flip Card 3: Referrals

For employment agencies and labor organizations, it is illegal to refuse tgfrefer
~§

Flip Card 4: Membership \'
el

It is illegal to exclude or expel people from labor orgaN n the basis of

their protected characteristics. Q
Flip Card 5: Compensation, Terms aQCo}itions of Employment
When it comes to compensation, ar@nd conditions of employment, it is

e
illegal to discriminate based on pr‘tect categories.

Flip Card 6: Segregﬁ@
Md labor organizations to separate employees,

applicants o % rgin such a way that it may lead to fewer opportunities for
people iff oONe o Yp.

T@ Th Civil Rights Act of 1964

Interactivity Audio Script:

someone for a job based on their protected characteristics.

It is illegal for e
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Link 1:
LEGAL RESOURCE

Tab 1: Title VII of the Civil Rights Act of 1964

C—J
RN

To enforce the constitutional right to vote, to confer jurisdigtidg upon the district
courts of the United States to provide injunctive reIieXs iscrimination in
public accommodations, to authorize the Attogfey a to institute suits to

protect constitutional rights in public facilities and pyblic education, to extend
the Commission on Civil Rights, to preveg crimination in federally assisted
programs, to establish a Commissic I Employment Opportunity, and for
other purposes. &(J

Be it enacted by the Se se of Representatives of the United States of
America in Congresstle , that this Act may be cited as the "Civil Rights Act

of 1964".

§ 2000e £ ml mployment practices

(a

MNoyeMpractices
It shall be an unlawful employment practice for an employer -

(1) to fail or refuse to hire or to discharge any individual, or otherwise to

discriminate against any individual with respect to his compensation, terms,
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conditions, or privileges of employment, because of such individual's race, color,

religion, sex, or national origin; or

(2) to limit, segregate, or classify his employees or applicants for employment in
any way which would deprive or tend to deprive any individual of emplo t

opportunities or otherwise adversely affect his status as an empI0fe beNause

of such individual's race, color, religion, sex, or national OHK\
(b) Employment agency practices \0

n yment agency to fail or

refuse to refer for employment, or otherw&&to dischiminate against, any

It shall be an unlawful employment practice f

individual because of his race, color, religi ex, or national origin, or to classify

or refer for employment any individ& basis of his race, color, religion,

sex, or national origin.

(c) Labor organization e;
It shall be an u Mloyment practice for a labor organization -

(1) to exclyd?

el from its membership, or otherwise to discriminate

against, anyfndjvidual because of his race, color, religion, sex, or national origin;

(2 @ , segregate, or classify its membership or applicants for membership,

or to classify or fail or refuse to refer for employment any individual, in any way
which would deprive or tend to deprive any individual of employment

opportunities, or would limit such employment opportunities or otherwise
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adversely affect his status as an employee or as an applicant for employment,

because of such individual's race, color, religion, sex, or national origin; or

(3) to cause or attempt to cause an employer to discriminate against an

individual in violation of this section.

(d) Training programs QQ
It shall be an unlawful employment practice for any empl E%

organization, or joint labor-management committee c apprenticeship
or other training or retraining, including on-thg®job 'ng programs to
discriminate against any individual because of his ra}e, color, religion, sex, or
national origin in admission to, or empl t in, any program established to

provide apprenticeship or other tral

(e) Businesses or enterpri e% rsonnel qualified on basis of religion,
sex, or national origin; | institutions with personnel of

particular religion

Notwﬂhstar@wer provision of this subchapter,

) it shall ndg be"an unlawful employment practice for an employer to hire and
e mplOyees, for an employment agency to classify, or refer for
em ent any individual, for a labor organization to classify its membership
or to classify or refer for employment any individual, or for an employer, labor
organization, or joint labor management committee controlling apprenticeship

or other training or retraining programs to admit or employ any individual in any
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such program, on the basis of his religion, sex, or national origin in those certain
instances where religion, sex, or national origin is a bona fide occupational

qualification reasonably necessary to the normal operation of that particular

business or enterprise, and c

(2) it shall not be an unlawful employment practice for a school, coll

university, or other educational institution or institution of learQi hire and
employ employees of a particular religion if such school, c iversity, or
other educational institution or institution of learning NI le orin

substantial part, owned, supported, controllegg®r e by a particular

religion or by a particular religious corporation, assdiation, or society, or if the

curriculum of such school, college, unive or other educational institution or
institution of learning is directed toropagatlon of a particular religion.

(f) Members of Communi P% ommunist-action or Communist-front
organizations

As used in this the phrase "unlawful employment practice" shall not
be deemed y action or measure taken by an employer, labor
organiz %a or management committee, or employment agency with
respa gMividual who is a member of the Communist Party of the United

Sty of any other organization required to register as a Communist-action
or Communist-front organization by final order of the Subversive Activities
Control Board pursuant to the Subversive Activities Control Act of 1950 50 U.S.C.

781 et seq.
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(g) National security

Notwithstanding any other provision of this subchapter, it shall not be an
unlawful employment practice for an employer to fail or refuse to hire and
employ any individual for any position, for an employer to discharge an

individual from any position, or for an employment agency to fail or

refer any individual for employment in any position, or for a Ia\‘mzatlon

6

to fail or refuse to refer any individual for employment in on, if -
(1) the occupancy of such position, or access to the In or upon which
any part of the duties of such position is perf to be performed, is

subject to any requirement imposed in th teresiglf the national security of

the United States under any securit % effect pursuant to or
&a

administered under any statute of, ®d States or any Executive order of

the President; and

(2) such individual hgs not ed or has ceased to fulfill that requirement.

(h) Seniority ofm ystem; quantity or quality of production; ability

tests; co ased on sex and authorized by minimum wage
provisions
N4 anding any other provision of this subchapter, it shall not be an

unlawtul employment practice for an employer to apply different standards of
compensation, or different terms, conditions, or privileges of employment

pursuant to a bona fide seniority or merit system, or a system which measures
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earnings by quantity or quality of production or to employees who work in
different locations, provided that such differences are not the result of an
intention to discriminate because of race, color, religion, sex, or national origin,
nor shall it be an unlawful employment practice for an employer to give g#d to
T

act upon the results of any professionally developed ability test proyj
such test, its administration or action upon the results is notgjes% tended

or used to discriminate because of race, color, religion, sex N
u

shall not be an unlawful employment practice underqQi ter for any

origin. It

employer to differentiate upon the basis of sex in /Ng the amount of the

wages or compensation paid or to be paid to of such employer if
such differentiation is authorized by the prgisions8f section 206(d) of Title 29

section 6(d) of the Labor Standards Act as amended.

(i) Businesses or enterprises extQnding preferential treatment to Indians

Nothing contained in thi &r shall apply to any business or enterprise

on or near an Indian §&ervation with respect to any publicly announced

employment précti such business or enterprise under which a preferential

treatmentis\ t@fny individual because he is an Indian living on or near a

reservation.

() ntial treatment not to be granted on account of existing number

or percentage imbalance

Nothing contained in this subchapter shall be interpreted to require any

employer, employment agency, labor organization, or joint labor-management
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committee subject to this subchapter to grant preferential treatment to any
individual or to any group because of the race, color, religion, sex, or national
origin of such individual or group on account of an imbalance which may exist
with respect to the total number or percentage of persons of any race, cg#or,
religion, sex, or national origin employed by any employer, referred %ed

for employment by any employment agency or labor organizgtio Nted to

membership or classified by any labor organization, or adnm&, employed
ar

in, any apprenticeship or other training program, in ith the total
number or percentage of persons of such race, col ioN, sex, or national
origin in any community, State, section, or oth%, in the available work
force in any community, State, section, or er aref.

(k) Burden of proof in disparate i@es
o
(A) An unlawful emplgymen ctice based on disparate impact is established

under this subclymgte RO if-

[ % demonstrates that a respondent uses a particular
employmengpratCtice that causes a disparate impact on the basis of race, color,

r national origin and the respondent fails to demonstrate that the

d practice is job related for the position in question and consistent with

business necessity; or

(i) the complaining party makes the demonstration described in subparagraph
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(C) with respect to an alternative employment practice and the respondent

refuses to adopt such alternative employment practice.
(B)

(i) With respect to demonstrating that a particular employment prac@;s a

disparate impact as described in subparagraph (A)(i), the cor‘r‘ola% rty shall
demonstrate that each particular challenged employment p&x
d

disparate impact, except that if the complaining part&c strate to the
court that the elements of a respondent's decision- | ocess are not
capable of separation for analysis, the decisioRg rocess may be analyzed

as one employment practice. &
(ii) If the respondent demonstrates tcific employment practice does not

cause the disparate impact, the regponnt shall not be required to

Ses a

demonstrate that such pracc rgquired by business necessity.

(C) The demonstratio&:re to by subparagraph (A)(ii) shall be in accordance

with the law as & eXqst June 4, 1989, with respect to the concept of
"alternative @ t practice".

(2)

A tration that an employment practice is required by business necessity

may not be used as a defense against a claim of intentional discrimination under

this subchapter.
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(3)

Notwithstanding any other provision of this subchapter, a rule barring the
employment of an individual who currently and knowingly uses or possesses a
controlled substance, as defined in schedules | and Il of section 102(6) o

Controlled Substances Act (21 U.S.C. 802(6)), other than the use or eSyion of
a drug taken under the supervision of a licensed health care b @'yal, or any
other use or possession authorized by the Controlled Sub %ct 21 U.S.C.
801 et seq. or any other provision of Federal law, shal Qdered an

Yy

unlawful employment practice under this subgfapt f such rule is adopted
or applied with an intent to discriminate because of}ace, color, religion, sex, or

national origin.

(1) Prohibition of discriminatory@;st scores

It shall be an unlawful empl %ractice for a respondent, in connection with

promotion, to agmgt ores of, use different cutoff scores for, or otherwise

alter the resgof,
sex, or nfatl in.

( rmiSsible consideration of race, color, religion, sex, or national

the selection or referﬁl of ag§cants or candidates for employment or

loyment related tests on the basis of race, color, religion,

ori employment practices

Except as otherwise provided in this subchapter, an unlawful employment

practice is established when the complaining party demonstrates that race,
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color, religion, sex, or national origin was a motivating factor for any

employment practice, even though other factors also motivated the practice.

(n) Resolution of challenges to employment practices implementing

litigated or consent judgments or orders %

(M . QQ

(A) Notwithstanding any other provision of law, and excep%&\gded in
N

paragraph (2), an employment practice that implemen within the scope

of a litigated or consent judgment or order th es a claim of employment

challenged under the circumstances de

discrimination under the Constitution or Federal civirights laws may not be
in subparagraph (B).

(B) A practice described in subpart:M may not be challenged in a claim

under the Constitution or d%' ghts laws-

(i) by a person who, gior to entry of the judgment or order described in

subparagraph ( a

(I) actual no t roposed judgment or order sufficient to apprise such
person that guciyudgment or order might adversely affect the interests and

Nis o¥such person and that an opportunity was available to present

to such judgment or order by a future date certain; and

(1) a reasonable opportunity to present objections to such judgment or order; or

(i) by a person whose interests were adequately represented by another person

The information contained in this program may not be reproduced in whole or in

part, by any means, without permission. © Vector Solutions. All rights reserved.



o7
";;’ VectorsSolutions'

who had previously challenged the judgment or order on the same legal grounds
and with a similar factual situation, unless there has been an intervening change

in law or fact.

(2)

Nothing in this subsection shall be construed to - . QQ

(A) alter the standards for intervention under rule 24 of th Bt Rules of Civil

Procedure or apply to the rights of parties who have sC¥sIly intervened

pursuant to such rule in the proceeding in whij thi S intervened,;

(B) apply to the rights of parties to the actiQt in wh¢#h a litigated or consent

judgment or order was entered, or of eNg of a class represented or sought

to be represented in such action, @ ers of a group on whose behalf

relief was sought in such agio ederal Government;

(C) prevent challengeg to a ™Qated or consent judgment or order on the ground

that such judgm

transparentjgmyali
jurisdict ™o

( rize¥r permit the denial to any person of the due process of law

Mer was obtained through collusion or fraud, or is

opwas entered by a court lacking subject matter

re y the Constitution.

(3) Any action not precluded under this subsection that challenges an

employment consent judgment or order described in paragraph (1) shall be
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brought in the court, and if possible before the judge that entered such
judgment or order. Nothing in this subsection shall preclude a transfer of such

action pursuant to section 1404 of Title 28 United States Code.

§ 2000e-3. Other Unlawful Employment Practices %

(a) Discrimination for making charges, testifying, assisting, t@ ipating
in enforcement proceedings \'\
It shall be an unlawful employment practice for an er\% discriminate

n

against any of his employees or applicants forgmp , for an employment

agency, or joint labor-management committee contilling apprenticeship or

other training or retraining, including o“’ob training programs, to
O

discriminate against any individual, P bor organization to discriminate

against any member thereof or a or membership, because he has

opposed any practice madeWgn ful employment practice by this
subchapter, or becagge he ade a charge, testified, assisted, or participated

in any manner i i igation, proceeding, or hearing under this subchapter.

(b) Printj %I ation of notices or advertisements indicating

prohibited greference, limitation, specification, or discrimination;

oona qualification exception

It shall be an unlawful employment practice for an employer, labor organization,
employment agency, or joint labor-management committee controlling

apprenticeship or other training or retraining, including on-the-job training
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programs, to print or publish or cause to be printed or published any notice or

advertisement relating to employment by such an employer or membership in

or any classification or referral for employment by such a labor organization, or

relating to any classification or referral for employment by such an emplg&yment

agency, or relating to admission to, or employment in, any program %d
;m

to provide apprenticeship or other training by such a joint lagor ent

committee, indicating any preference, limitation, specificati&\ rimination,
based on race, color, religion, sex, or national origin, t\gatsuch a notice or
advertisement may indicate a preference, limitatio $

hen religion, sex, or

tion, or

discrimination based on religion, sex, or natio
national origin is a bona fide occupational gfia on for employment.
Link 2:

DIG DEEPER

The Benefits of Div

Employmentgiscrirgindation isn’t just unfair. It also prevents institutions from
becomin | as they could be. Hiring and supporting a diversity of

employees engfits everyone.

Different identities lead to different perspectives, which can mean more

creativity in brainstorming and problem-solving sessions.
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Innovation

Work environments with more diversity are 1.7 times more likely to be

innovation leaders in their fields.

Efficiency ,Qc’)
A Harvard Business Review study showed that diverse tea s.
problems faster than cognitively similar people. HQK'
Revenues Q\

A McKinsey & Company report showed that ig@/ork environments were

more likely to outperform their rivals. Q
Engagement <&

A Deloitte analysis showgd tha loyers with diverse, inclusive employees had

higher engagement, Vd weragetter able to retain talent.

Reputation
Employdrs Qritize diversity are seen in a more positive light than those

th

Tit ~ Civil Rights Requirements

Interactivity Audio Script:
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Title VI is part of the Civil Rights Act of 1964, which is a critical federal law that
prohibits discrimination on the basis of a person’s actual or perceived race,
color, national origin, ethnicity, or ancestry, by any program or activity (including

institutions of higher education) that receives federal financial assistancge Title

VI protects individuals against discrimination involving a range of is
including discriminatory discipline, racial harassment, and ur;eqL@ s to

educational resources. \'\

Title VI protects against discrimination in all areas of a Qion's operations,
including academics, extracurricular activities, hlnd other programs, but

only applies to employment practices if the main pulpose of the federal funding

is to provide employment (e.g., students oyed under the work-study

program), or if the employment dis& n results in discrimination in
serv€s,

providing educational programs o

Institutions must take cagt %or their practices and policies to be sure that
they do not exclude ents who are members of underrepresented groups,

even if the inte®tioN o policy was not discriminatory.

A partic % his law is to provide people with limited English proficiency
megnjngful ss to programs that receive federal funds by providing language

dnd equal educational opportunities to English learners.

Interactivity text:
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Legal Resource

Tab 1: Title VI of the Civil Rights Act of 1964.

Title 42-THE PUBLIC HEALTH AND WELFARE

CHAPTER 21—CIVIL RIGHTS QQ
Y
SUBCHAPTER V—FEDERALLY ASSISTED PROGRAMS \'\
§ 2000d. Prohibition against exclusion from participagi Qﬂial of benefits of,
‘

and discrimination under federally assisted prfgra ground of race, color,

origin, be excluded from participafffon e denied the benefits of, or be
subjected to discriminatio r% rogram or activity receiving Federal

financial assistance.

or national origin
No person in the United States shaund of race, color, or national

Alt-Text:

A group

Ti

Inte ivity Audio Script:

Title IX protects students and employees, including faculty and student workers,

at federally funded institutions, against discrimination based on sex or gender
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stereotyping in education programs and activities. Title IX also prohibits

discrimination based on pregnancy, childbirth or related conditions.

LEGAL RESOURCE

Title 20—EDUCATION ‘&'\

CHAPTER 38—DISCRIMINATION BASED ON SEX OR B\E

§ 1681. Sex <

(a) Prohibition against discrimination; e’%tions

No person in the United States sh &Qasis of sex, be excluded from
participation in, be denied heg"t f, or be subjected to discrimination
under any education pregra ivity receiving Federal financial assistance,

except that: v

(1) Classes o afional institutions subject to prohibition in regard to

Tab 1: Title IX of the Education Amendments of 1972. Q)

admissi ational institutions, this section shall apply only to

institutions &f ywcational education, professional education, and graduate higher

ed , and to public institutions of undergraduate higher education;

.... Content omitted for clarity.

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

not be consistent with the religious tenets of such organization;

(4) Educational institutions training individuals for military services or m%nt
marine this section shall not apply to an educational institution Who%vary

purpose is the training of individuals for the military service@ited

States, or the merchant marine;

ing admissions

to any public

is an institution that

traditionally and continually from its es@ ent has had a policy of admitting
only students of one sex; (&

(6) Social fraternities or sorXit\g#, \pluntary youth service organizations this
section shall not appgy to m ership practices-

(A) of a social fréitelgitWorsocial sorority which is exempt from taxation under

section 5071(¥

, the active membership of which consists primarily of

students in &tteM®ance at an institution of higher education, or

(B qYoung Men's Christian Association, Young Women's Christian
Assocration, Girl Scouts, Boy Scouts, Camp Fire Girls, and voluntary youth service
organizations which are so exempt, the membership of which has traditionally

been limited to persons of one sex and principally to persons of less than
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nineteen years of age;

.... Content omitted for clarity.

(b) Preferential or disparate treatment because of imbalance in
participation or receipt of Federal benefits; statistical evidenceQ

imbalance °®

Nothing contained in subsection (a) of this section shall beE%ted to require

any educational institution to grant preferential or dis eatment to the
members of one sex on account of an imbala w ay exist with respect to

the total number or percentage of persons Qf that s@x participating in or
receiving the benefits of any federally sy ed program or activity, in
comparison with the total number age of persons of that sex in any
community, State, section, or otheQr?. rovided, That this subsection shall not
be construed to prevent th %ration in any hearing or proceeding under
this chapter of statisgigcal evin@ce tending to show that such an imbalance exists
with respect to a ation in, or receipt of the benefits of, any such

program or ty By ghe members of one sex.

(c) "Educati@nal institution" defined

@

private preschool, elementary, or secondary school, or any institution of

ses of this chapter an educational institution means any public or

vocational, professional, or higher education, except that in the case of an

educational institution composed of more than one school, college, or
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department which are administratively separate units, such term means each

such school, college, or department.

A Spectrum of Biased Behavior

Interactivity Audio Script: Q)
°
Problematic and discriminatory behavior exists on a wide S%(X rom small,
|

unintentional comments to more severe, even criminal fo@
Select each number to learn more. Q\

Hotspot 1: One

A coworker is discussing a new nony @xloyee with another coworker:

"They pronouns are just confusin*an d. | don't get why we have to do this...
it's so high maintenance."*%
Hotspot 2: Two

An employe Is rferygous around a coworker with a mental health disorder

crimination.

working with them.

A manager doesn't accommodate his male employee’s therapy schedule because

he thinks its weak for men to process their feelings.
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Hotspot 4: Four

A manager only asks his only female employee to take notes even though that is

not a part of her job description.

Hotspot 5: Five

° Q
An interviewer recommends that his company not hire an e&'@orn in that

country because "everyone in their country is corrup."\

Hotspot 6: Six Q

One coworker asks another how the new eﬂbye)s doing, "Oh you know,
O n

hard-working and serious, like all Asian ﬂ
Maternity Misgivings <\'

Interactivity Audio ScriPp§

Warning signs o cvﬂation are variable and often subtle.

In

Fai independent contractor hired to oversee the design of a website.
Faiza doesn’t want Dawn, a department employee who is pregnant, to be
assigned to the project fearing that she will “take maternity leave and never

come back.”
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Question-Text:
Is this a warning sign?
Options:

&
. \Q\\

No

| "
>
\\

Feedback:

Feedback 1 (@
That's Right %

This scenario demon{¥ates warning signs of bias that could lead to

discriminatory don ey aren't addressed.

Feedba Q

o V

This ario demonstrates warning signs of bias that could lead to

discriminatory conduct if they aren't addressed. Try again.
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Non-Fluent English

Interactivity Audio Script:

Discrimination is not always clear, and it's important to remember that i(ention
is not the deciding factor when it comes to discrimination. Even peo@ e

best intentions can demonstrate problematic behavior. °

Select a response. 0\'\
Interactivity text: \

Camilla is hiring a marketing manager who yill be raponsible for overseeing all

external communications in the U.S., in INg working as a spokesperson who

handles public speaking appearanc& ts where the audience primarily
speaks English. She interviews g c&gdidate who reports having moderate fluency
Qew

in English. The ability to spe English is a requirement of the job. That

said, Camilla and theggandi can still understand each other pretty well.

However, Cam%eko move forward with other candidates.
Questio %
IS YaenQOSSi iscrimination?

op

Yes
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No
Answer:

No

Feedback: Q
O
Not Quite \'\
It is OK to make employment decisions based on sorr\gpacity to do the
S

job. Camilla does need someone who speaks fi#fen i for an external
communications role that involves public speaking {8 an English-speaking

audience. Try again.

Feedback 2 (\'Q
That's Right ¥
This job requires ﬂuw‘lis ecause the marketing manager will oversee all

tigfs ™ the U.S., including public speaking to an English-

external communi
speaking au e job involved less outward-facing communication,
however, it figM®e unfair of Camilla to discount the candidate when there

g D\com¥rehension issues that would have gotten in the way.

Cultivating Attitudes and Identifying Harassment

Interactivity Audio Script:
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The second A in the three A’s of bystander intervention is Attitudes. Your
attitude can have a positive impact on your colleagues and the safety of your

work environment.

Video Script:

The attitude you bring to work makes a difference, as do the@tti@
expect and encourage from those around you. Harassment%

damaging forms of discrimination and can undermingthg aty s and
expectations we all share for a positive workplace. Q

harassment as unacceptable, but maintaining QL

e most

le recognize
|, equitable
environment means actively making it cIeaQt hafssment has no place in the

workplace. Your attitude is part of crea@ environment. More than just
what you think and perceive, your M’ cludes how you support, encourage,
and maintain a professiong w, Q&atmosphere. Here we'll practice the skills
necessary to support co %} intervene in response to harassment,
including sexual har ent.

Discrimin vE. Blarassment

Interactivit} Aydio Script:

Hnt is a particular type of discrimination that includes unwelcome or

offensive conduct toward another person.

Discrimination is the generic term for all kinds of biased treatment that

negatively impacts a person’s job opportunities based on their protected
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characteristics. Like discrimination, certain forms of harassment are prohibited
by federal, state, or local laws, and some aren’t. For example, workplace bullying

(also called “abusive conduct”) is generally not illegal, but it's always harmful.

Select each item to learn more.

Interactivity Text: ° QQ

Tab 1: Hostile Work Environment \'

Although federal, state, and local laws may hav diﬁ\eﬂnitions, a hostile

work environment generally involves unwelco t based on a person's

sex or other protected characteristics that&int\ijm' ating, abusive, or offensive.

Petty slights, annoyances, or isolated 't
characteristics do not generally cr@stile work environment. However,
actions and comments m A e into unlawful conduct when the

n

aWCr
behavior creates a work iN

hostile. A “work envivnt" doesn't just refer to the physical work area, but

nrelated to a person's protected

t that a reasonable person would consider

can be anywhere thit Marassment impacts work (e.g., online harassment could

% ostile work environment).

potential
T “Quig@Pro Quo Harassment

This of harassment typically involves a person in a position of authority
asking a subordinate or student to submit to unwelcome sexual conduct in
exchange for an academic or a work benefit or decision. Quid pro quo

harassment is illegal whenever the conduct is unwelcome, even if the person
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submitting seems to go along with it.
Tab 3: Abusive Conduct (Bullying)

Though many forms of abusive or offensive conduct are not yet prohibi by
law, abusive conduct doesn't have to be illegal to cause harm. It's o
responsibility to keep our learning and work environment respe n¥ avoid

all kinds of abusive conduct. Like harassment and discrimin@ usive

conduct does not have to happen at the physical wo e uring work

hours to negatively impact the work environmegt (4 \rbullying or trolling

among coworkers during off-hours).
Alt-Text:

Two colleagues, one of whom Ioo&Qtr ;ed, having a conversation.

DIG Deeper: A%
Who's at Risk? v

Anyone can r of harassment, but marginalized groups tend to be at
greater MiskYrnh cludes people who identify as LGBTQIA+, a racial minority, or

as NE a bility.
Cul and Language Differences

People who are unfamiliar with a country’s customs and laws may find it more

difficult to report harassment, particularly if there is a language barrier.
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Undocumented people are at even greater risk. However, federal anti-
harassment laws apply regardless of a person’s citizenship or immigration

status, or their national origin.

Isolated or Remote Work Environments %
Working in a setting where there are few people around posgs a k of
harassment. People who abuse know that, without bystandgs, gerson being

harassed is less likely to receive help or have a witne @e hat happened.
Similarly, some employees who work remotely may enly believe that laws
and policies against harassing behavior don't % nd the physical

workplace (they do).

Gender Harassment @

LGBTQIA+ individuals who qo 0} rm to stereotypical gender norms for
behavior, appearance, o repnaity traits experience sexual harassment at
much higher rates th n-LGBTQIA+ individuals. Gender harassment includes
demeaning jokds offjcdnments about an individual or group, especially in work
environ en outnumber women, or the occupations are not

typically hel@ by women.

P @ Power

When a work environment has significant power disparities, there is greater risk
of harassment. People with less power may think harassment is just part of the

job. For others, disparities in power make it harder to report harassment for fear
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of repercussions. For example, one in ten female graduate students at major

research universities reported being sexually harassed by a faculty member.

People with Disabilities

Individuals with disabilities may be subjected to verbal harassment, eao

space without accommodations, causing them further phy

harm, Q\Q‘

Independent Contractors and Interns

Someone who works as a non-official part € an in®itution often has less

support if they are harassed. Further bloyers may see them as

replaceable, leading to less conce eir welfare.

Dig Deeper: Who's a%%

Interactivity Audio ScNpt:

Discrimin% arassment.

Hargssment{sgP particular type of discrimination that includes unwelcome or

O D

qconduct toward another person.

Discrimination is the generic term for all kinds of biased treatment that
negatively impacts a person’s job opportunities based on their protected

characteristics. Like discrimination, certain forms of harassment are prohibited
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by federal, state, or local laws, and some aren’t. For example, workplace bullying

(also called “abusive conduct”) is generally not illegal, but it's always harmful.

Select each item to learn more.

Interactivity text: &
o\< )

Tab 1: Hostile Work Environment

Although federal, state, and local laws may have diff@i lons, a hostile

work environment generally involves unwelcome c ased on a person's
sex or other protected characteristics that is iMGgs , abusive, or offensive.
Petty slights, annoyances, or isolated incidﬁun ated to a person's protected

characteristics do not generally creqt |
actions and comments may cross Qe egnto unlawful conduct when the
behavior creates a work e at a reasonable person would consider

ir
hostile. A “work environ tqdoesn't just refer to the physical work area, but

work environment. However,

can be anywhere tha rassment impacts work (e.g., online harassment could

potentially resutt in stile work environment).

Tab 2: Qu %Quo Harassment

askids=##Subordinate or student to submit to unwelcome sexual conduct in

of harassment typically involves a person in a position of authority

exchange for an academic or a work benefit or decision. Quid pro quo
harassment is illegal whenever the conduct is unwelcome, even if the person

submitting seems to go along with it.
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Tab 3: Abusive Conduct (Bullying)

Though many forms of abusive or offensive conduct are not yet prohibited by

law, abusive conduct doesn't have to be illegal to cause harm. It's our

responsibility to keep our learning and work environment respectful %d
Q

all kinds of abusive conduct. Like harassment and discrimination
°®

conduct does not have to happen at the physical workplac \ ork
hours to negatively impact the work environment (e. m g or trolling

., cyb
among coworkers during off-hours). \
Alt-Text: CO

Two colleagues, one of whom looks fru &having a conversation.

DIG Deeper: <\,
Who's at Risk? A%

Anyone can be a argv]arassment, but marginalized groups tend to be at

greater risk.

Ris inqudes people who identify as LGBTQIA+, a racial minority, or

as havingss

anguage Differences

Peo ho are unfamiliar with a country’s customs and laws may find it more
difficult to report harassment, particularly if there is a language barrier.

Undocumented people are at even greater risk. However, federal anti-
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harassment laws apply regardless of a person’s citizenship or immigration

status, or their national origin.

Isolated or Remote Work Environments

Working in a setting where there are few people around poses a gre@f
D

harassment. People who abuse know that, without bystandegs, t n being

harassed is less likely to receive help or have a witness to p@ appened.
Similarly, some employees who work remotely may Mstke lieve that laws
and policies against harassing behavior don't appl e physical

QO
workplace (they do).

Gender Harassment Q&
LGBTQIA+ individuals who do not@ to stereotypical gender norms for

behavior, appearance, or p rs% its experience sexual harassment at
much higher rates than -NGBTQIA+ individuals. Gender harassment includes

demeaning jokes or ents about an individual or group, especially in work
environments whe n outnumber women, or the occupations are not
typically n.

P in P r

Wh ork environment has significant power disparities, there is greater risk

of harassment. People with less power may think harassment is just part of the
job. For others, disparities in power make it harder to report harassment for fear

of repercussions. For example, one in ten female graduate students at major
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research universities reported being sexually harassed by a faculty member.

People with Disabilities

Individuals with disabilities may be subjected to verbal harassment, ordg#®d to

perform work beyond their physical abilities, and assigned to perfor, r a

space without accommodations, causing them further physicgl a@a al

harm. \'\
Independent Contractors and Interns \0

Someone who works as a non-official part of N Qn often has less
support if they are harassed. Furthermore,@o s may see them as
replaceable, leading to less concem@r
Types of Harassment QQJ

Interactivity Audio Scri

&vany forms, which makes it challenging to spot—

le.

elfare.

Harassment ca

especially w

Let's explorejsggne types of harassing behavior that can manifest in the work

Select each topic to learn more.

ent. Whether they are illegal harassment depends on applicable law

an pecific circumstances, but they are all harmful.

Interactivity text:
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Tab 1: Sexual or Sex-Based

This includes unwelcome sexual advances, requests for sexual favors, retaliating
(or threatening to retaliate) for refusing sexual advances, negative comments
about pregnancy or working mothers, sexually suggestive jokes and S,

displaying pornography, inappropriate touch, or sexual assault.
°

Tab 2: Gender \'\

This includes negative behavior directed at individu gﬂ their
transgender status, sexual orientation, gendeiden ender expression, or
any other characteristics that do not confoﬁo stegeotypical assumptions

about gender. The person experiencinm mful behavior can be any gender;
the person who harasses them ca y gender.

Tab 3: Disability or Ge e%

This can include que}¥ns abolt a person’s disability or genetic information,

posting stigmatiin

reach, or m%

Tab4: Age

gas, putting someone’s aids or adaptations out of their

raging comments about their capabilities.

Thi des stereotyping and harassment based on a person's age, age-related
jokes or nicknames, making hostile remarks or assumptions about a person’s
competence, capabilities, or commitment to their work based on their age, and

offensive comments about someone’s appearance as it relates to their age.
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Tab 5: Race or Color

This can include racial slurs, putting up offensive images or symbols, touching
someone’s hair, invasive questioning, or inappropriate and offensive comments

about someone’s appearance based on their race or the color of theig

Tab 6: Religion .\Q

This can include unwelcome attempts to convert peqgle or&vg someone’s

religion. It can also involve invasive questioning or Q't to religious

observances like holidays, prayer time, or relifous

Tab 7: National Origin &

Making jokes about a person’s co gin or ethnicity, making offensive
comments about someone, a% easing someone about their “weird”
name are examples of S ased on someone's ethnicity or national

origin. It can also inv@Ne¢ insistihg that they “speak English!” or telling someone

to “go back wheffe YWu e from.”

Tab 8: %ss

mntents about someone’s income level, the neighborhood in which

thelWYeA'you make it to work without getting shot?”), or their educational
background are examples of harassing behavior toward someone based on their

socioeconomic status.
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Tab 9: Weight and Height

Harassment based on a person’s size can include making jokes and offensive
remarks, or weight or height shaming. It may also involve making unwelcome

remarks about someone’s size as it pertains to their dating life, eatin Nor

health. .\Q

Types of Harassment

Interactivity Audio Script:

Perspectives: Abusive Conduct c?

Here is one person’s perspective on the@&ance of recognizing patterns of
inappropriate behavior. (&

Video Script: %

Just because things beendone a certain way in the past, and just because
a

it's traditional t& b axertain way, doesn't mean it's the right thing to do. If |

didn't like it,%t Ing to do it to anybody else. The cycle stops with me.

W is Il Sexual Harassment?

Int ity Audio Script:

Sexual harassment is a form of discrimination under federal, state, and

numerous local laws.
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Sexual harassment is never acceptable, and some states have specific legal
guidance on what constitutes illegal sexual harassment. Some states’ laws are

listed here for you to explore.
Review the links to explore state laws concerning illegal sexual harassm%

Interactivity text:

O
Sexual harassment is a form of discrimination under fede t¥and
numerous local laws. \
Sexual harassment is never acceptable, and s% have specific legal
guidance on what constitutes illegal sexual|ffarassg#€nt. Some states’ laws are

listed here for you to explore. Q

Review the links to explore state I% erning illegal sexual harassment.

The Spectrum of Po&q@assment

Interactivity Am :

It's likely a%i e able to tell when overt harassment occurs and know
Ve

when to int . But when harassment is subtle, it's harder to determine

w to get involved.

Interactivity Text:
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Tab 1: Disparaging Comments Based on Stereotypes

An employee sees a Latinx colleague yawning after lunch. Once the Latinx

employee is out of earshot, she says to another colleague: "You know how those
people need their siestas!" &
Tab 2: Inappropriate Touch O\Q

During a meeting, a senior level staff member sits v % ew employee
and repeatedly touches them on their leg and shoux Ingly for
"emphasis".

Tab 3: Insensitive Jokes &

An older employee asks a younger, lo for a reminder about how to log

work hours. The younger egqip ers but jokes the older one is "going
senile". &
Tab 4: What %

asked about her ethnic heritage far more often than her

A biracialg

White colleakues are.

T@isproportionate Praise

A department head constantly tells a blind employee how "inspiring" he is for

doing the same tasks as other employees.
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We Are All Contributors

Video Script:

Creating an environment in which people feel empowered and supportegto

intervene when necessary, takes commitment by everyone. Q

°
After all, a positive workplace culture is formed by our daily&\@nd

actions.

Making the choice to intervene when you see h raﬁ\r its early warning

signs can have a big impact.

Most people want to help and would su colleague who takes action in a
Q

problematic situation, but they ofte&
support confidently and effecticlg |

The Bystander Effec

tools to offer their help and

Interactivity A

The mor % witness an incident, the less likely it is that someone will

intervene—tRajps the power of the Bystander Effect.

In ity Text:

Tab 1: Reason#1
Observing people who witness an incident but do not intervene can cause
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someone to assume that the behavior is acceptable and they're the only one

who is uncomfortable.
Tab 2: Reason#2

When many people observe a potentially harmful or unprofessional@&,

individuals feel less personal responsibility to intervene. Thew m
with so many people around, surely someone else will help\'

Tab 3: Reason#3 :\

Bystanders often wait in confusion to see if so else will intervene. This is a

e that,

natural response, but it doesn’'t mean the iNpacted person doesn’'t need help.

Intervene as Appropriate Q\Q

Good leaders know tR&Ze's no “one size fits all” approach to supporting

Interactivity Audio Script:

employees. InstBad\t ust pay attention to the unique nature of each

workplace i

Whep interaftighs lead to conflicts or concerns, supervisors should intervene in

At matches the nature and seriousness of the problem. Here are some

guidetrfes for those interventions.

Select the arrows to learn more.
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Interactivity Text:

Carousel 1: Be prompt.

!

Supervisors have a responsibility to intervene before a small problem gr@s
bigger—they shouldn't wait for things to get worse, or for an “ofﬂcia@ t.

9
Carousel 2: Use the right strategies.

Use the right strategies. \0

Escalating misconduct requires an escalation i res ; supervisors have a
duty to take appropriate measures to resp&dzro rtionately to misconduct

that rises to the level of discrimination, ent, and retaliation, including by

reporting it to designated persons, &
Alt-Text: @U
A supervisor sitting ind a Mesk talking with two employees.

Staying SiI@
Interac% o Script:
In

g when no one else is responding can feel difficult. However, taking no
actio not a neutral behavior. Silence is exactly what harassment needs to

thrive.

Select a response.
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Interactivity text:

Greg and Weinan are talking in the break room, where many people are eating.

Greg begins speaking loudly in a stereotypical Chinese accent, and Weinan is

smiling. Nobody is saying anything or even seems to notice—they all jus%

doing what they're doing. Q
O

Question-Text: \'\
What should you do? \0

Options: c‘)

e Take a cue from Weinan and the p:okaround you. They must know

something you don't, and tha ey aren't intervening . .. maybe it's

an inside joke you haven't hgard

e Say something. i %cent is offensive. It might be hurtful to other

people within Wt, ol even Weinan.

Answer: Q
Say somethipg. ™8cking an accent is offensive. It might be hurtful to other

arshot, or even Weinan.

Feedlyd

Feedback 1:
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Not Quite

If you're uncomfortable, the chances are that others are too. Mocking an accent

is offensive, and intervening is the right thing to do. Try again.

Feedback 2 Q >
O

That's Right \
If you're uncomfortable, the chances are that others@o.&dng an accent

is offensive, and intervening is the right thing to doQ
The Cutest

Interactivity Audio Script: Q&
Q)

Even well-meaning people can get caught up in obstacles and miss

important moments to '@

Interactivity Text:

You're in th terfagyith two colleagues, Jessica and Kim, who is Asian. Jessica
sees Kinffs %ackground. It's a picture of her and her husband. Jessica says
"OgeR mand’s White? He's good-looking! You two have to have lots of
. half-Asian babies are the cutest.”

Question-Text:

What should you do?
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Options:
e Say nothing. Jessica is giving Kim a compliment, and besides, Kim smiled.

e Intervene. Kim might have felt uncomfortable about Jessica makin
ecigpf

comments about her race, her husband’s appearance, or the
having children. .

N

Intervene. Kim might have felt uncomfortable abou king comments

about her race, her husband’s appearance, or ct of having children.
Feedback: &

Feedback 1: &

Not Quite %

Sometimes, even somg intended as a compliment can be derogatory or
make someonellin rdable, even if they smile. Try again.

Feedba Q

T ght

Som es, even something intended as a compliment can be derogatory or

make someone uncomfortable, even if they smile.
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Taking Action Against Retaliation

Interactivity Audio Script:

The third A in the three A’s of bystander intervention is action. Taking ac%
oo

means getting involved if a problematic situation arises, before it es¢@lads

something worse. Q\Q

Video Script:

Narrator: Most people do not engage in miscon un't approve of it, but

misconceptions and self-doubts can get in bet ing this is wrong and

taking action. While many people feel concggned w#en they see or hear about

misconduct, they may incorrectly a re alone or won't be supported

in taking action. Sometimes peoplg 0 intervene but are unsure how to do
so. Not every situation call fo% e approach, but every problematic
situation does call for so m Ot intervention. Like discrimination and
harassment, retaliatiqNs,a serious threat to individuals and organizations that

needs to be addres§ed®o maintain a positive environment in the workplace.

oMfem of retaliation as we explore a variety of options for

interventiongoghat you are ready to get involved if a situation arises.

@ Retaliation?

Interactivity Audio Script:

Retaliation is when an employee is punished for engaging in an activity that is
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legally protected, including reporting suspected harassment or discrimination.
Retaliation is not only wrong—it's illegal.

Sometimes, this behavior may extend to someone just because they're cjgsely

associated with the person who is the main target of the retaliation.Q

Cultivating a positive workplace culture means supporting on @ In taking

action against problematic actions and behaviors, includingragli¢ion.

Retaliation is the most common discrimination findj x ral cases and
occurs when an employee is punished for engQgi activity that is legally

protected, including reporting suspected hfsm or discrimination.

Interactivity Text: @

What Is Retaliation?

Retaliation is not onlgwron 's illegal.

Sometimes, this'beRaWOr may extend to someone just because they're closely

associate rson who is the main target of the retaliation.
Fo mple}igfs unlawful to retaliate against someone because they:

orted or participated in investigations or proceedings involving

harassment or discrimination

e Refused to engage in discriminatory acts
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e Resisted sexual advances or intervened to protect others
e Requested an accommodation of a disability or for a religious practice

Cultivating a positive learning and workplace culture means supporting gme
another in taking action against problematic actions and behaviors,@n

retaliation. . Q

Select the following link to explore Title IX's definition of r & d

FEDERAL LAW Q\

Tab 1: Title IX Definition of Retaliation

Retaliation Defined \'Q
Summary %QJ

Title IX: Retaliation Prohhijtkd

M sex discrimination to retaliate against someone who
reported se ent, or filed a complaint, testified, assisted, or
participdtedforvafused to participate) in a Title IX investigation, proceeding, or

h Ret tion can be intimidation, threats, or other coercive acts.

Under Title IX, iffis

In o o protect individuals from retaliation, schools are required to keep the
identity of complainants, respondents and witnesses confidential during
investigations, hearings, and judicial proceedings, except as necessary to carry

out their Title IX responsibilities or to comply with other applicable laws.
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However, it is not retaliation under Title IX to:
Exercise free speech rights

Charge an individual with a code of conduct violation for intentionally ma#ing a
£

materially false statement in the course of a grievance proceeding; ﬂ ta

determination regarding responsibility (e.g., that someone wgs r le for

the conduct alleged in the grievance), alone, is not sufficien&& de that a
party intentionally made a materially false statemen\g

Code of Federal Regulations ( Q
TITLE 34—EDUCATION &
SUBTITLE B—REGULATIONS OF THE@OF THE DEPARTMENT OF

EDUCATION <
CHAPTER |I—OFFICE FO I %S, DEPARTMENT OF EDUCATION

PART 106—NO CMATION ON THE BASIS OF SEX IN EDUCATION
PROGRAMS CTWIJJES RECEIVING FEDERAL FINANCIAL ASSISTANCE

SUBPART FRRE IATION

§ etaliation. Effective Aug. 14, 2020.

(a) Retaliation prohibited. No recipient or other person may intimidate, threaten,
coerce, or discriminate against any individual for the purpose of interfering with

any right or privilege secured by title IX or this part, or because the individual
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has made a report or complaint, testified, assisted, or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under this
part. Intimidation, threats, coercion, or discrimination, including charges against
an individual for code of conduct violations that do not involve sex

discrimination or sexual harassment, but arise out of the same fact %
circumstances as a report or complaint of sex discriminationgor @g

formal complaint of sexual harassment, for the purpose of%
3

right or privilege secured by title IX or this part, consx tion. The

r

with any

recipient must keep confidential the identity of any#MWNual who has made a
report or complaint of sex discrimination, incl&gj ndividual who has made
a report or filed a formal complaint of sexyd! hara ent, any complainant, any
individual who has been reported to b ertrator of sex discrimination,
any respondent, and any witness, gXcaQt 85 may be permitted by the FERPA
statute, 20 U.S.C. 1232g, or¢E ations, 34 CFR part 99, or as required by
law, or to carry out the e 34 CFR part 106, including the conduct of
any investigation, hedNgg, or judicial proceeding arising thereunder. Complaints

alleging retaliatfon ¥na filed according to the grievance procedures for sex

discriminati U0 to be adopted under § 106.8(c).
(b) cific c stances.

(M ercise of rights protected under the First Amendment does not

constitute retaliation prohibited under paragraph (a) of this section.

(2) Charging an individual with a code of conduct violation for making a
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materially false statement in bad faith in the course of a grievance proceeding
under this part does not constitute retaliation prohibited under paragraph (a) of
this section, provided, however, that a determination regarding responsibility,

alone, is not sufficient to conclude that any party made a materially fals%

statement in bad faith. Q

To review New York City's law defining retaliation, select the I

New York City \0\'

Retaliation Law
Title 8 of the Administrative Code of the CiQNe)’ork

§ 8-107. Unlawful discrimingto des.

Chapter 1 — Commission on HumafNgi

.... [Content omitted for cla

7. Retaliation. It#shy| g aM unlawful discriminatory practice for any person
engaged in % to which this chapter applies to retaliate or discriminate
in any n’% nst any person because such person has (i) opposed any

f N\orb¥den under this chapter, (ii) filed a complaint, testified or assisted
ceeding under this chapter, (iii) commenced a civil action alleging the

commission of an act which would be an unlawful discriminatory practice under

this chapter, (iv) assisted the commission or the corporation counsel in an

investigation commenced pursuant to this title, or (v) provided any information
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to the [New York City Commission on Human Rights] pursuant to the terms of a
conciliation agreement. .... [Content omitted for clarity] The retaliation or
discrimination complained of under this subdivision need not result in an

ultimate action with respect to employment ... [Content omitted for clariﬁ orin

a materially adverse change in the terms and conditions of employm .
[Content omitted for clarity], provided, however, that the retgliaf@

discriminatory act or acts complained of must be reasonabm\

person from engaging in protected activity. \0
.... [Content omitted for clarity] ( Q

What Does Retaliation Look Like? &

Interactivity Audio Script: @
As with discrimination, reta§a gd/ior may be overt (for example,
termination), or subtle ( mpre, exclusion from workplace activities).

gilenied a promotion, refusal to hire, separation

Interactivity Tg

Th ery serious form of retaliation, and possibly illegal, if any of these

things were done because the employee took an action they had a right to take.
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Hotspot 2: Bad performance review.

This is a very serious form of retaliation, and possibly illegal, if any of these

things were done because the employee took an action they had a right tg take.

Hotspot 3: Transfer to another location, increased worIQQ,
change of shift, hours, or duties * Q

This is a serious form of retaliation, and possibly ille I,%&hese things
were done because the employee took an action théxwa ight to take.
Hotspot 4: Exclusion from workplace activjties.

collaboration or networking may @on if it was done because they took an

action they had a right tﬁg
Hotspot 5: Subtl réSsions of disapproval or lack of good

Xp
manners. f»
Thisis t ious form of retaliation and is unlikely to be a policy or legal

violgtion. H er, these behaviors are still wrong, and deeply harmful to a

&

When to Take Direct Action

This is a serious form of retaliation. Ex Q meone from opportunities for

nd professional work culture.

Interactivity Audio Script:
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A direct action is a way to demonstrate strong disapproval about something.
This does not have to be an overt instance of discrimination, harassment or

retaliation—it may be a subtle situation at work that needs to be addressed.

Interactivity Text:

Carousel 1: Negative Remarks S QQ

If you hear negative remarks like, “They just hired her to m¥gt ota,” replace

them with a positive comment. Instead, try saying, “ N s impressed me

with her work so far.”

Carousel 2: Hurtful Rumors &

If you hear hurtful rumors that exc ge, deflect them. Instead, try saying,

“l don't think it's true. Let's invi o join us.”

Carousel 3: Discrimin y Jokes

If you hear disclimNa®fy¥ounding jokes, don't laugh or join in. Instead, try

saying, “Not i

Howsto Ta irect Action

Isn’t funny,” or try an eye roll or loud sigh.

Int ity Audio Script:

A direct action is a way to demonstrate strong disapproval about something.

There are a number of ways to take direct action or intervene, and the best one

The information contained in this program may not be reproduced in whole or in

part, by any means, without permission. © Vector Solutions. All rights reserved.



-7
";;’ VectorsSolutions'

to choose will depend on the situation. Here are three to get you started.

Interactivity Text:

Tab 1: Speak Up.
z@j

Speaking up can be powerful. If you feel comfortable doing so, s tng to
°
either the person who is behaving inappropriately (such as

disapproval) or to the person who is experiencing the bad .

Tab 2: Speak for Yourself. Q\

It's usually best to speak for yourself, not fﬁme e else (do say: “I'm

offended by what you said to Julie” as OQ to: “Julie here is offended . . .")
“Swooping in” to “save” someone a situation under control may

instead disempower them. %

Tab 3: Don’t Partjcipa

Non-participatidh, e®@with a clear expression of disapproval, sends a quiet
but direct m .QPnverbal cues, if clearly expressed (and usually

accompdniey b eaking up), can send a strong message that you do not

she sconduct.
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Tab 4: Expert Opinions: A Concerned Friend.

DIG DEEPER

This expert video covers the sensitive topic of how to address concernin<

behavior by someone you are close to and respect in the workplaces

Y
Alt-Text: \'\
An employee sitting, working on a tablet computer. \0

Video Script: < Q
A woman speaks directly to the camera. Loﬁlef and corner of video, name

appears: Elizabeth Bille, Attorney ard @ evention Expert If you have a

concern in the workplace that songeon¥g particular, somebody you really
respect or like or admire is ct% eone who is engaging in harassment or
disrespectful behavior, t seem like a really tough conversation and a
really tough issue to le. But in fact, that's exactly the situation where we
would want tg step §orward because you are a respected friend of that

individu e more likely to listen to you when you raise your concern.

Speaking to as a peer for example, or speaking to them in a way that says,

espect and admire you, but | was concerned when | saw this happen,”
go a long way and will increase the likelihood that they'll receive that

feedback and take it to heart. A woman speaks directly to the camera.
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Lower left-hand corner of video, name appears: Holly Rider-Milkovich, EVERFI

Prevention Expert

You start by letting them know how much you care about them and how much
you want for them to be a part of your life or you want to keep workin

them in ways that are great for both of you. And that is the context he

concern that you're bringing to them. And then naming the beRa Q at you're
seeing as clearly and as carefully as you possibly can. Let t \w what it is
that you're seeing and then in as nonjudgmental term Qible, let them
know why it is that you're concerned and wha u@r ied about, both for

the person who might be the subject of their aclionand for them as well. And

let them know that you're there to help i at you'd like to help them get

support. &
How to Take Direct Ac 'or%(J

Interactivity Audio §gript:

Expert Opinion%erned Friend
QD

This ex vers the sensitive topic of how to address concerning
be e

rt
r by eone you are close to and respect in the workplace.
Vi ipt:

(Elizabeth Bille, Attorney and EVERFI Prevention Expert) If you have a concern in

the workplace that someone in particular, somebody you really respect or like or
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admire is actually someone who is engaging in harassment or disrespectful
behavior, that can seem like a really tough conversation and a really tough issue
to tackle. But in fact, that's exactly the situation where we would want to step

forward because you are a respected friend of that individual. They may%ore
P

likely to listen to you when you raise your concern. Speaking to the
for example, or speaking to them in a way that says, "l reallygesg admire

you, but | was concerned when | saw this happen," can realﬁ\
will increase the likelihood that they'll receive that fi ck ake it to heart.
A woman speaks directly to the camera. Q

(Holly Rider-Milkovich, EVERFI Prevention Exper

You start by letting them know how mu@&are about them and how much
you want for them to be a part of y»uNlife

them in ways that are grea fo% ou. And that is the context of the

r

way and

you want to keep working with

concern that you're bri And then naming the behavior that you're
seeing as clearly and§§carefully as you possibly can. Let them know what it is
that you're seeifig eh in as nonjudgmental terms as possible, let them
know why it re concerned and what you're worried about, both for
the pers% ght be the subject of their actions and for them as well. And
le knoW that you're there to help and that you'd like to help them get
su

Other Ways to Take Action

Interactivity Audio Script:
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Sometimes taking direct action isn't right for the situation. Distracting, delegating
and delaying are three other intervention techniques you can use when direct

action isn't an option.

Tab 1: Distract. %

Distracting allows you to diffuse a tough situation. It can alsosbe Qvay to
gain more time to seek help from others. Some ways you c& oy distraction

are:

Asking the person engaging in harassment forgfhe t@r Interrupting and

changing the subject to something neutral.

Telling the person who is being hargs e@\twey have an urgent phone call or
&er your support and admit that you

f

just needed an excuse to g t% of the situation.

meeting. Once you're alone with t

Tab 2: Delegate.

Delegating a %uo reach out for support when you need it. It calls on
power a umbers, or for help from someone with more authority or
social pull. S ways you can employ delegation are:

Asur colleagues how they feel about the situation and for help

intervening.
Seeking advice from someone you trust if you're unsure whether the concerning
behavior is bad enough to report.
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Reporting misconduct to human resource professionals.

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

Tab 3: Delay.
'O(Q\j

Delaying offers support to someone after an incident. It is a goo kmes
°

when in-the-moment interventions are impractical or migh

good. Some ways you can employ delaying are:

e Asking the person if what just happened atﬁ\uncomfortable.

arm than

e Expressing concern.

e Going with them to report th
e Offering to corroborate tie%

incident. A
Turning Mistakesv earning Moments

L
Interactivit% ipt:

Perspectivesf Tgrning Mistakes into Learning Moments

n of events if you witnessed the

In eo, people explore their personal approaches to mistakes and

important lessons learned.

Video Script:
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(Ed) I always want to know if there's something that I've done that's wrong. |
need to know about it. | make mistakes. Other people make mistakes, and the
important thing is that we try to learn from our mistakes and be conscious of

what it is we're doing and how we're doing it. A person speaks directly toghe

camera. Q
S @E

(Nancy) | grew up in a very small community, one that may ha en the
most inclusive, especially when it comes to language. | re M oing off to
college for the first time. | was making a joke, and | us @rd retarded. |
remember someone stopping in their tracks a te that they didn't

appreciate the language that | use, especially since tRey had a family member
&that it was a really hurtful word.

who identified as having different abilitie

And | think it was a moment where aIIy put myself and my pride aside
to really listen, and engage, and u c&wd why it was hurtful, what impact it
has on the community, and uld do moving forward. It wasn't enough to

apologize for it, but tQ mak decision that that wasn't a word that | was going

to use in my lan Iin. We hear phrases all the time like that's so gay or

ifferent things that are really impactful and hurtful

retarded or gBwkn
towards % ple. That was one of the first learning moments for me to

thigk@about ifgftity with recognition that, yeah, | have one marginalized identity,

AQhave privilege in my other identities. | can harm people with those. And

so that was a really good learning moment.

(Cassie) | think getting feedback is a gift, honestly and if someone can, and is

willing, to give it to you, that is so generous of them.
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Reporting Is a Duty and a Tool

Interactivity Audio Script:

It is important to understand a supervisory employee’s obligation to repgf't
° Q

Select the arrows to learn more. \'\

Interactivity Text: \0

Carousel 1: Be a Problem Solver. Q

Employers have an obligation to investigat&c')m aint and fix the problem.

When harassment, discrimination, o occurs, our policy generally

requires a prompt, thorough and Qa# @ investigation. This investigation may
occur even if the person w %&1 ed wants nothing done.

misconduct.

Carousel 2: FollofwUp Qutckly.

is notehough to continue an ineffective response.
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Carousel 3: Prevent Further Problems.

Leaders are in the best position to prevent misconduct and take immediate

action when it does occur. Reporting misconduct is a supervisory obligation, and

an important bystander tool. While they may consider the various m&?

presented in this section, they should not try to “prove” whether
°
misconduct occurred. That's best left to designated official\'

Carousel 4: When in Doubt, Report. \0
No matter whether the person specifically tell‘youghey want to file a
atin

formal complaint, or simply says somethin{

serious issue like harassment, discrimi

employees are required to report i:@

Carousel 5: Reporting %nting.

ates there may be a

r retaliation, supervisory

Supervisory employeggneed tJ report even if no one complains. In toxic work
S

environments, 0 ay become used to harassment and accept it as a

norm rathe laining. By setting clear expectations for healthy and
C ar

positive wo e, and by reporting problematic behaviors even when no one

d, true leaders show that a respectful work environment is the

Don’t Forget to Follow Up

Interactivity Audio Script:
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Addressing the problem is only the first step. It's important to remember that

some follow-up may be appropriate.
Select each topic to learn more.

Interactivity Text: Q >

Tab 1: Check in periodically.

o\
Supervisory employees should proactively and perio\a&'in with the

people involved to make sure there are no ong ing@

Tab 2: Watch for retaliation. &

positions, should make sure that

Everyone, but especially people in | @
colleagues do not retaliate againsfor aNggate someone who brought an issue to

light, who participated in tig i tigation, or who was accused and either
disciplined or exonerate investigation. Supervisory employees aren't
allowed to treat gn e ee differently just because the person complained

about discringigatiol or harassment.
Tab 3: Be §e ive and respectful.

jve to the trauma that someone may have suffered from harassment,

discr ation or retaliation. It's best to stay aware of the potential effects of
trauma, while still respecting the person’s privacy. Supervisory employees may

also introduce options to access therapeutic and support resources to help the
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employee deal with the trauma.
Tab 4: Remain impartial.

Leaders should focus on objective, measurable aspects of performance ghd

helping employees succeed at their job. Q
O

Alt-Text:

An employee sitting at a computer, working. \
Legal Penalties and Remedies < Q

Interactivity Audio Script:

Employees who commit harassmepi¥N\is nation or retaliation can be subject
to discipline, including separatj their employer, or legal consequences.
There are also remedie%&nduct afforded by the law.

Select each topic to | ore.

Interactivit@

Tab 1: Pe ies

Hz@nt harms both individuals and the entire workplace. In addition to

holding employers responsible, some states' laws also hold individuals

responsible. They may face legal actions and penalties.

The information contained in this program may not be reproduced in whole or in
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Tab 2: Enforcement

There are federal, state or local enforcement agencies that enforce anti-
discrimination laws. Workers may seek remedies internally, through federal,

state or local enforcement agencies, or through civil action. The agen

enforces federal laws prohibiting discrimination is the U.S. Equal nt
°

Opportunity Commission (EEOC), and the U.S. Department gf, n's Office

for Civil Rights (OCR) enforces federal civil rights laws that O™

discrimination, harassment, and retaliation in educatio ams or activities

that receive federal financial assistance.

Employers may not retaliate against someage for ®€porting unlawful

discrimination and harassment to the E@ CR, and the EEOC may pursue
legal remedies on the person’s beQJ ant them permission to file a lawsuit.

Tab 3: Remedies

Anyone found regpo for discrimination or harassment will be disciplined.
The respons;j fp%may sometimes be fired, but not always. The goal is
always t re harm. If misconduct continues, the discipline will

escalate.

d also legal remedies for illegal conduct that a court or other dispute

resolution forum may impose if a legal claim is filed outside of the workplace.
For example, workers who experience discrimination or harassment may be

awarded lost employment opportunities or benefits, such as being hired or
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promoted, given a raise that was denied, or provided with reasonable

accommodations.

Cool Conditions

Interactivity Audio Script: Q)
Now that we have defined retaliation, let's take a look at a f@s to see

whether you can identify retaliation when it occurs. 0

Interactivity Text:

About a month ago, Louise complained thather sup rvisor Rose discriminated
against her based on age. There was an igation, but not enough evidence
to prove what Louise said. But now s Louise in a more formal and

“cool” way than before

Question-Text:

Is Louise experi al retaliation?
Options:

es R treated Louise warmly until Rose complained. Then things went

nh|II

e No. Rose’s behavior likely isn't illegal retaliation--but she should've taken

another approach.
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e Maybe, but only if Rose was specifically instructed not to treat Louise

differently as a result of the investigation.

Answer:
No. Rose’s behavior likely isn't illegal retaliation--but she should've t anaher
approach. . Q

Feedback: 0\'
Feedback 1: Q\
Not Quite c?

Rose’s lack of personal warmth toward fter Louise’s complaint is not the

best way to behave, and it could i ale and workplace culture. But it is

not generally considered il ga%' n. Try again.

Feedback 2: &

That's Right v

Rose’s n %; only” focus probably does not have enough of an impact

on Louise’s j enefits or working conditions to rise to the level of illegal

. Even so, Rose’s cool treatment of Louise could be perceived as
retalfa®ry, which could hurt morale and work culture, and lead to complaints.
While managers may understandably feel awkward or even tense after a

complaint is made against them, they should still take care to treat everyone in a
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way that promotes a positive work environment.
Feedback 3:

Not Quite c

Regardless of whether Rose was instructed not to treat Louise differ&tlyNloing
so is not the best way to behave, and could impact morale an‘t@ﬂture.
Whether a change in treatment following a complaint rise &e' vel of illegal
retaliation depends on how much it would impact Lou %benefits or

working conditions. Try again. Q

Hugging Hack

Interactivity Audio Script: \'Q

When you have reason to begli hafPetaliation is occurring, it's important to

know how to take action:.

Interactivity Try

Hallie's sype es often asks Hallie if she “needs a hug.” She says “no,” but
he often%me anyway. One day, Hallie’s coworker Sofia intervenes and tells
Ja t “ehough is enough.” James feels humiliated by the confrontation,

fee an no longer work with Sofia and has her transferred to a different

department.

Question-Text:
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Sofia is considering the following actions. Which would be the least effective?
Options:
e Report to human resource professionals.

e Report to James's supervisor. Q
O

e ConfrontJames about the transfer.

Answer: \0
Confront James about the transfer. C7Q

Feedback:

Feedback 1: (@
Not Quite %

Reporting to human &urce ofessionals is a good option under these

circumstances. Fry\Ngdf.

Feedba Q

N Ne

Rep g to James's supervisor is a good option under these circumstances. Try
again.

Feedback 3
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That's Right

This is probably not an effective action. When Sofia confronted James about his
unwelcome hugging, he responded by transferring her. There's no reason to

believe that confronting him again about a different issue would work b%

Summary ° QQ

Video Script: 0\'\
In this course, you learned how discrimination, argx, and retaliation

manifest in the work environment, and what to help prevent these

actions and behaviors. Let's briefly review.

Awareness \'Q

Be aware of what is happe 'n you and your colleagues in the work

environment. Evaluating

how harassment occvd is experienced is the first step to being an active,

rather than ssivg, Bystander.
Attitudds Q
att

work environment. You can also show a positive attitude toward your

sessing your environment and understanding

ng a respectful, equitable environment means actively modeling the

hat discrimination, harassment and retaliation have no place in the

institution’s initiatives to create a respectful work environment. This will let

others around you know that you support a respectful, inclusive work

The information contained in this program may not be reproduced in whole or in
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environment, and that you expect others to do so as well.
Actions

You have the power to act, either by saying or doing something at the mgfnent
you see it or by following up after the fact. If taking action on your o, )

you uncomfortable, you can still make a difference by seeking h others
or reporting the situation to someone who is in a position t%'a <

action, if necessary. \0

it and take

Resources

Interactivity Audio Script: &
There are many resources availabli®s on harassment and

discrimination prevention. Tak oment to explore some of the resources
listed to see which may Qe ful to you.

Select the links to IeaWre.

Interactivit t:

National Respurces

AA erican Association of University Women

Human Rights Campaign

Institute for Women'’s Policy Research
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Job Accommodation Network

Rape, Abuse & Incest National Network

U.S. Equal Employment Opportunity Commission

U.S. Department of Justice, Office on Violence Against Women Q:
U.S. Department of Education's Office for Civil Rights \\'Q

Harassment Prevention Resources

Law Resources
Title IX of the Education Amendments A 972

Title VI of the Civil Rights Act of 19{&

Title VIl of the Civil Rights A

Nice Work v

Interactivit iofSgript:

You have nojv completed the Preventing Harassment and Discrimination:

Gcou se.

Thank you for being a part of the commitment to cultivate and maintain a
culture of respect in our institution’s working and learning environment.

Remember, this is an ongoing process. What you do every single day has a
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positive impact on the lives of others.
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