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For Reals

/5% of people who feel
harassed at work have never
reported It.



Pressure to talk logically

Bystander effect

Experience with HR or managers

Organizational Culture
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Allowing legal behaviors, such as incivility
and bullying, discourages people from
speaking up when harassment happens.

It sends the message that retaliation Is a
real possibility.



A workplace that promotes respect and.

civility, however, encourages peopleto

speak up or report harassment, for
themselves or others.




What’s the Difference? LEAD

ADVOCATE

Incivility Discrimination IMPACT
Conflict Mobbing
Bullying Hazing
Harassment Violence
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Incivility and
Unprofessionalism

Bullying

> Molence

A _
Conflict

Discrimination & Mobbing &
Harassment Hazing
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Harassment

Abuse of power
Repeated
Intent Irrelevant
Ruins Lives
lllegal

Bullying

Abuse of power
Repeated
Intent Irrelevant
Ruins Lives
Legal



Perpetrator

Support

Damage

Organizational

Norms, Power Orglzjvlanizstional
Stressors & embers
Culture Imbalance (Reinforcers)

Damage
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Harassment Prevention Done Right:
How to Create a Culture That Prevents Harassment 10
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If you allow negative behaviors
to thrive...

You send the message you don'’t care.

People will not come forward.

You are at risk for litigation.

Turnover goes up and productivity goes down.
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Policy Training
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Sexual harassment occurs when someone is subjected to unwanted sexual advances, Phone
petitioned for sexual favors, or physically/verbally abused. —w seamles

Harassment doesn't have to be of a sexual nature — it can include offensive remarks about a iﬂ Easily ac

person's sex. For example, you could be guilty of harassing a man if you make offensive stock cc
comments about men in general.
!21 Single e
. . . - . workfort
Simple teasing or offhand comments might be allowed, but harassment is illegal when it
creates a hostile or offensive work environment. )
l- Availabl
training

This Sexual Harassment Training course teaches you how to recognize and understand
sexual harassment so that you can help to maintain a happy work environment, free from
hostility and discomfort.
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Agenda

1. What is sexual harassment?

N

. Why is it important to prevent sexual harassment in our
workplace?

Sexual Harassment Judgements

Retaliation

Our policy and procedure on sexual harassment

R

Your responsibilities as supervisors

Harassment Prevention Done Right:
SHRM 2018 | Together Forward. How to Create a Culture That Prevents Harassment 14



== CalChamber.

HR Expert & Business Advocate™

1. Course Qualifications

When reviewing a harassment prevention course, you will want to make sure that the course and
curriculum meet the following criteria:

[ Does the course provide a minimum of legally required two hours of training (either in a
classroom, a webinar or online through an e-learning program)?

[ Does the course provide the interactivity, either through discussions or quizzes, that's legally
required?

[[] Does a qualified expert, as defined in the regulations, conduct the course? The qualified expert

must be available to answer questions throughout the training (see Trainer Qualifications below).

[ Does the online course offer features, such as a bookmarking option that allows persons taking
the course to stop and restart in the same spot, that help with administrative convenience?

2. Curriculum Content Qualifications

As you review the course, make sure the curriculum contains each of the following components
required by California regulations. The curriculum should offer:

[ A definition of unlawful sexual harassment under California’s Fair Employment and Housing Act
(FEHA) and Title VIl of the federal Civil Rights Act of 1964, as well as additional definitions, training
and discussions of other forms of harassment covered by FEHA. The training must specifically
cover harassment based on gender identity, gender expression and sexual orientation.

[ An explanation of FEHA and Title VIl statutory provisions and case law principles conceming
the prohibition against and the prevention of unlawful sexual harassment, discrimination and
retaliation in employment.

[ Examples of conduct that constitute sexual harassment, and harassment based on gender
identity, gender expression and sexual orientation, including practical examples that show
real-life scenarios from case law, news and media accounts; hypothetical situations based on
possible workplace interactions; and other sources that illustrate harassment, discrimination
and retaliation through the use of role play, case studies and group discussions.

[[] Bemedies available for sexual harassment victims in civil actions and potential for legal
exposure or liability to employers and individuals.

[] Strategies to prevent sexual harassment in the workplace.
[ Supervisors’ obligation to report sexual harassment, discrimination, and retaliation.
SHRM 2018 | Together Forw [] An explanation of the limited confidentiality of the harassment complaint process.

[ A listing of resources for victims of sexual harassment, and the steps they should take to report
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“With a healthy workplace culture, when
harassment is observed or experienced, the
community takes over and shuts it down
collectively, with a message that this behavior will
not be tolerated here, by anyone at any level.”

Johnny C. Taylor, SHRM CEO

Harassment Prevention Done Right:
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Policies & Leadership
Procedures

Behavior

Harassment Prevention Done Right:
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Training

Positive Behaviors
Bystander Responsibilities

Accountability

Create a see something, say something culture

SHRM 2018 | Together Forward. nsert Presentation Name 19



Everyone

Communication Respect
Skills

Leadership

Giving Feedback

Positive Culture

Collaboration .
Assertiveness

Upstander

SHRM 2018 | Together Forward.
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Leaders & Managers

Setting Expectations

Managing Incivility -

Coaching Behavior anc

Creating a Positive Wor

> Bullying

Performance

Kplace Culture

21






lgnorance Is not bliss
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Example statements to rate:

| would talk to my co-worker if | felt he or she did
something inappropriate.

| would feel comfortable reporting harassment to my
manager.

This Is a positive workplace.

(Also conduct interviews using an outside consultant.)

Harassment Prevention Done Right:
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Then make a business
case with the results

Harassment Prevention Done Right:
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Hold Managers Accountable to
Positive Climate Survey Scores



Train and require managers
to create team action items.

Harassment Prevention Done Right:
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e Have constant conversations around core
values as a group

e Talk about core values in one-on-one’s

e Manage “by walking around”

e Discuss topics like professionalism, meeting
ground rules, etc

Harassment Prevention Done Right:
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Regularly Reward Exemplary Behavior
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Easy ldeas

Post comments on social media
Create a wall of success

Show off behavior at a staff meeting
Offer silly prize to pass around

Harassment Prevention Done Right:
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Remember, harassment is a
form of discrimination

Audit Pay, Diversity, Recruiting...

SHRM 2018 | Together Forward. Insert Presentation Name 32






Core Values

e Require and empower employees to live by
them

e Turn them into core competencies

e Add them to the org’s strategic plan

Harassment Prevention Done Right:
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Address all Negative Behavior,
Even Legal Behavior



Early Intervention
Prevents Future Damage.

Bad behavior is a performance
problem. Period.



HR’s Job

e Make them see
e Make them care
e Get them help

Harassmen t Preven tion Done Right:
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Assumptions Reality

Intentional
Fully Aware of Damage
Cannot Change

Unintentional
Fully UNaware
Can Change



Make Them See

“We’'ve had a steady stream of complaints
from coworkers about their experiences
Interacting with you - we don’t see this with
other managers. This Is not acceptable and
cannot continue. We need to see you turn this
around.”

Harassment Prevention Done Right:
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Make Them See

“I’'m not going not going to engage in a ‘fact
battle’ with you. | wasn’t there.
But there is one fact - your behavior is seen as

too abrasive, and that one particular fact has
to change.”

Harassment Prevention Done Right:
SHRM 2018 | Together Forward. How to Create a Culture That Prevents Harassment 40



Make Them Care

“*You must change in the following ways...

Failure to do so will result In...”

Harassmen t Preven tion Done Right:
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Get Them Help

Internal mentoring

Specialized coaching

Harassment Prevention Done Right:
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Threat >

Anxiety>
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Working [ Flight ]
Through
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SELF-AWARE
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Implement a Healthy Workplace Policy,
and Show Zero Tolerance for Bad Behavior



Get Policy Buy In

Ask Employees

® o o
I| w ' ' How would you like to be treated
e © ® © by your peers and managers?

Include their answer in your policy

1
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Offer Many Different
Channels for Complaints






i b
T N

Addressing Negative Behavior is a
Triple Win

1. The negative person is more effective
2. People are less anxious and more productive
3. Organization is better protected from liability (and you

can sleep at night)

SHRM 2018 | Together Forward. Insert Presentation Name 50



A CULTURE OF
RESPECT IS YOUR
BEST DEFENSE
AGAINST
HARASSMENT



NORVY[O]34=
EXCUSES. YOU
OWE IT TO YOUR
EMPLOYEES.



Catherine Mattice Zundel LE AD
mHzis\jiTih:-S;;rtners com ADVOCATE
ST IMPACT

Info@CivilityPartners.com
Email me for:

- 30 ways to live core values
- Harassment training checklist
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