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AGENDA

• Policy Review

• Equal Opportunity Employer

• Anti-Harassment Policy

• Sexual Harassment

• Title IX, the Clery Act, Violence Against 
Women Act

• Possible roadblocks to creating a safe, 
inclusive, equitable environment

• Unconscious bias or prejudice

• Systemic racism

• White privilege

• Oppression and privilege

• Microaggressions
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EQUAL OPPORTUNITY EMPLOYER

• DIT does not discriminate in employment decisions based 
on “protected statuses”

• Race

• Color

• Sex

• Sexual orientation

• National origin

• Age

• Marital status

• Religion

• Physical or mental disability

• Veteran status

• Genetic information

3



EQUAL OPPORTUNITY EMPLOYER

• Employment decisions

• Recruitment

• Hiring

• Training

• Promotion

• Transfer

• Termination

• Compensation 

• Prohibits harassment based on a protected status

• Provides reasonable accommodation for otherwise qualified employees, unless doing 

so would create an unreasonable hardship
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ANTI-HARASSMENT POLICY

• Create and maintain an environment free from all forms of harassment

• Everyone’s responsibility to foster a professional environment

• You have a duty to report what you experience and/or observe

• Tell the offending person to stop

• DIT will investigate complaints

• No adverse employment action towards the person making the report, or any 

witnesses
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SEXUAL HARASSMENT

• UNWELCOME!

• Advances / requests for sexual favors / sexual conduct

• When submission is a condition of employment (whether explicit or not)

• When a supervisor makes an employment decision based on acceptance or rejection 

of an advance

• The conduct interferes with work, or creates an intimidating, offensive, hostile 

environment

• Sexual jokes and horseplay – what if it doesn’t bother you?
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TITLE IX, THE CLERY ACT, AND THE 

VIOLENCE AGAINST WOMEN ACT

• Title IX is a federal civil rights law passed as part of the Education Amendments of 

1972. This law protects people from discrimination based on sex in education 

programs or activities that receive federal financial assistance.

• Two main objectives: 

• Avoiding use of federal funds to support discriminatory practices, and 

• Providing individuals with effective protection against discriminatory practices.

• Title IX requires schools to take steps to prevent and remedy two forms of sex-

based harassment:

• sexual harassment (including sexual violence), and 

• gender-based harassment (unwelcome conduct based on a student’s sex,or

harassing conduct based on a student’s failure to conform to sex stereotypes)
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TITLE IX, THE CLERY ACT, AND THE 

VIOLENCE AGAINST WOMEN ACT

• Sexual harassment means conduct on the basis of sex that satisfies one or more of 

the following:

• (1) An employee of DIT conditioning the provision of an aid, benefit, or service of DIT 

on an individual's participation in unwelcome sexual conduct;

• (2) Unwelcome conduct determined by a reasonable person to be so severe, 

pervasive, and objectively offensive that it effectively denies a person equal access to 

DIT's education program or activity; or

• (3) “Sexual assault,” “dating violence,” “domestic violence” or “stalking” (federal 

definitions)
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TITLE IX, THE CLERY ACT, AND THE 

VIOLENCE AGAINST WOMEN ACT

• What was the catalyst for the Clery Act?

• Jeanne Clery, a college freshman, was raped and murdered in her dorm room.  
There had been over 30 violent crimes in three years on campus.

• Her parents pushed for legislation to require schools to better inform and protect 
students.

• The Clery Act requires schools, as a condition of participating in federal student aid 
programs, to: 

• Publish an annual security report

• Disclose campus crime statistics

• Share information about campus security policies

• Issue timely warnings about Clery Act crimes which pose threats to students, and

• Devise an emergency response, notification, and testing policy.
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TITLE IX, THE CLERY ACT, AND THE 

VIOLENCE AGAINST WOMEN ACT

• The Violence Against Women Act (VACA) is intended to reduce violence against women, including 
dating violence and domestic violence.

• These three federal laws, Title IX, the Clery Act, and the Violence Against Women Act, align with 
DIT’s Anti‐ Harassment and Sexual Harassment Policies:

• Similar intents – prevention, awareness, mitigation of policy violations and crimes

• Similar responsibilities – as an employee of DIT, you set the culture and tone, you must stop 
violations if you see or hear them, and you must immediately report any potential violations. 

• Examples of crimes that must be included in the annual report:

• Murder

• Sexual assault / offenses

• Robbery, burglary, arson, theft

• Dating violence

• Domestic violence

• Hate crimes
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CONSENT

• "Consent" means that at the time of the act of 
sexual intercourse or sexual contact there are 
actual words or conduct indicating freely given 
agreement to have sexual intercourse or 
sexual contact. RCW 9A.44.010

• Examples of when consent cannot be 
given?

• Impaired by drugs / alcohol

• Mentally incapacitated

• A minor

• A student (where the partner is an 
employee of DIT)

• Nonconsensual = not welcome

• Sexual assault = nonconsensual sexual act
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DIT’S POLICY STATEMENT

Divers Institute of Technology prohibits the crimes of dating violence, domestic 

violence, sexual assault, and stalking. DIT is committed to providing its community 

members with an environment conducive to the pursuit of knowledge. DIT carries 

with it the presumption that students and employees will conduct themselves as 

responsible members of the campus community, refraining from actions that would 

endanger the health, welfare or safety of others. Conduct constituting a sexual 

offense, such as rape, sexual assault or sexual harassment, will not be tolerated. 

Students, staff, or faculty committing sexual offenses in any form can be prosecuted 

under Washington State criminal statutes. In addition, students can be disciplined 

under the Student Conduct Code and employees can be disciplined under the 

Employee Conduct Code. 
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SEXUAL VIOLENCE STATISTICS

• National Statistics on Survivors:

• Nearly 1 in 5 women (or 22 million) have been raped at some point in their lives in the 

U.S.

• Nearly 1 in 2 women have experienced sexual violence other than rape at some point 

in their lives. This equates to more than 53 million women in the U.S.

• Nearly 1 in 5 men (or 25 million) have experienced sexual violence other than rape at 

some point in their lives in the U.S.

Source:  The National Intimate Partner and Sexual Violence Survey (NISVS), 2010, The 

Centers for Disease Control and Prevention
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WARNING SIGNS OF POTENTIAL DOMESTIC 

VIOLENCE, STALKING OR HARASSMENT

• Changes in behavior – withdrawn, moody, trouble concentrating, missing assignments

• Someone keeping “close tabs” on another person, controlling their behavior, allowing very little 
freedom or spontaneity to change plans

• An imbalance of power – one person wants to be around someone all the time, but the other person 
appears to try to avoid them

• Physical signs – bruises; disheveled appearance; wearing clothes that don’t fit the season (covering 
marks)

• A student who seems like they don’t want to leave DIT even after class ends

• A person appearing to exert extreme control over another

• Someone frequently showing up unexpectedly (such as a spouse or partner)
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EMPLOYEE RESPONSIBILITIES
• Model appropriate behavior and follow DIT policies

• Stop inappropriate behavior: jokes, horseplay, put downs

• Build trust with students so they feel comfortable sharing hard things with you

• Model bystander intervention

• Step in / check in with students; watch out for each other

• To diffuse a situation, focus your attention on the person being targeted

• Hey, can I talk to you for a minute in private?

• This takes the focus off the perpetrator and gets the targeted person out of the immediate area

• IMMEDIATELY report incidents

• To whom?  Who are Campus Security Authorities (CSAs) at DIT?

• How?

• When to call 911

• What if the student doesn’t want to involve the police?

• What if the student doesn’t want to report it?

• What if the student wants everything to remain confidential?
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DIT’S RESPONSIBILITIES

• Provide a prompt, fair, and impartial investigation and resolution

• Provide protective measures to complainants (schedule changes; security; escort to car; 
modified assignments or due dates; separation of complainant and respondent)

• Educate students on their rights and responsibilities

• Train employees

• Provide timely notification and warning of potential threats to students and staff

• Ensure no retaliation

• No officer, employee, or agent of an institution participating in any program under this subchapter 
shall retaliate, intimidate, threaten, coerce, or otherwise discriminate against any individual for 
exercising their rights or responsibilities under any provision of this subsection. 20 CFR 1092

16



HOW DOES DIT CREATE A SAFE LEARNING 

AND WORKING ENVIRONMENT?

• The first principle in DIT’S mission statement says, 

First and foremost we practice an unyielding commitment to safety.

• Safety

• Physical

• Mental

• Emotional

• Are students safe here?

• Are coworkers safe here?

• Are marginalized people safe here?
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WHAT ARE POSSIBLE ROAD BLOCKS?

• Unconscious bias or prejudice

• Systemic racism

• White privilege

• Oppression and privilege

• Microaggressions

• Negative opinions about a person’s inherent identity:

• Gender / gender identity

• Sexuality

• Race

• National origin

• Religion
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UNCONSCIOUS BIAS / PREJUDICE

• Systemic unfairness that benefits whites and men

• Not intentional

• The research

• One study sent out identical resumes but with different names, some that sounded 
stereotypically white and Black. The white sounding names (Emily or Greg) had 
50% more callbacks than the Black sounding resumes (Lakisha or Jamal).  White 
sounding names were equivalent to 8 years of experience.

• Another study asked faculty to review a summary of a person applying to be a lab 
manager, fictitiously named John or Jennifer.  John was rated a 4.0 out of 7 for 
competence, and Jennifer was rated a 3.3.  John’s recommended salary was 
almost $4,000 higher than Jennifer’s.  Their qualifications were identical.

• https://www.nber.org/papers/w9873
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SYSTEMIC RACISM

• Racism is when a racial bias (belief) becomes an action.

• Bias example: Someone believes a Black person or a 
person of color is more dangerous than a white person.

• Racism: A white person crosses the street away from a 
person of color.

• Racism: An unarmed Black man is shot because the 
shooter “feared for his life.”

• Systemic racism is when these racist actions are 

carried out by groups in power (the police, schools, the 
justice system, governmental agencies, etc.).

• Systemic over-representation of Blacks in prisons.

• People of color being pulled over for speeding more 
often than whites.

• Biased algorithms and codes used to develop software 
and standardized testing.
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WHITE PRIVILEGE

• Some white people are uncomfortable with this phrase:

• “White” – White people are not used to being defined by their race, 
which can be uncomfortable.

• “Privilege” – People mistake this for “rich” or not having any 
personal hardships.

• White people have greater access to power and resources than Black 
and people of color do in the same situation, due to unconscious bias 
and systemic racism.  

• White privilege is a call for white people to reflect on how our 
circumstances in life have not been negatively impacted by the color of 
our skin, and that our “successes” are not all of our own making.

• It summarizes the overreaching racial inequities in our current society 
and systems.
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OPPRESSION AND PRIVILEGE

• We can be both oppressed and privileged by different aspects of our identities

• Our social order privileges and oppresses people based on:

• Race

• Gender

• Language

• Class

• Sexual orientation

• (Dis)ability

• Skin tone or color

• National origin (where we are from)

22



MICROAGGRESSIONS

• Insults, “jokes,” put downs, slights

• Verbal and nonverbal

• They happen every day

• The message is negative or hostile 
toward the targeted person

• The target’s marginalized group is the 
basis of the microaggression

• They invalidate the person or the group, 
demean them, suggest they don’t 
belong with the majority of the group

• “Puts them in their place” (meaning, an 
inferior or lower status)
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MICROAGGRESSIONS EXAMPLES

• Joking with a man about being too feminine, or a woman being too masculine

• Asking a person of color where they are from (when they are from the U.S.)

• Mimicking someone’s accent

• Telling a same sex couple who are holding hands not to flaunt their sexuality 

(implying only heterosexual couples are allowed public displays of affection)

• A Black man is pulled over by the police and they ask him how he can afford such 

an expensive car

• Other examples?
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THE NUMBERS: WHITE MEN IN THE U.S. 33%

• Tenured positions in higher education

• 80%

• U.S. House of Representatives / Senate

• 80% - 85%

• Forbes 400 executive CEO-level positions

• 92%

• Public school superintendents

• 90%

• Athletic team owners

• 99.9%

• U.S. Presidents

• 97.7%

• https://www.psychologytoday.com/us/blog/microaggressions-in-everyday-
life/201011/microaggressions-more-just-race
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HONORING PREFERRED PRONOUNS

• Supports conforming and non-conforming gendered identities

• Ask, “What are your preferred pronouns?”

• He / him / his

• She / her / hers

• They / them / theirs

• Name

• What languages don’t use gender specific pronouns for people?

• Turkish

• Finnish

• Hawaiian

• Filipino

• Malay
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THE CHALLENGE

• How do we see beyond our own experience, listen, and believe the experiences of 

those who are marginalized?

• How do we create a safe space and put in the work every day to be anti-racist, 

equitable and inclusive?

27



ROBIN 

DIANGELO, 

AUTHOR OR 

“WHITE 

FRAGILITY”

LECTURE IN 

SEATTLE

2018

HTTPS://WWW.YOUT

UBE.COM/WATCH?V=

45EY4JGOXEU
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THANK YOU!

LeauriMoore@gmail.com

(206) 795-3283
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