
I. Curriculum

A. Timeline

B. Curriculum Components and Rationale

> Following significant research and resource interviews, we concluded that our 
curriculum should:
– Integrate a variety of learning methods that require active participation (Kalinowski et al 2012).

– Utilize examples and scenarios that were tailored to particular training group (Kalinowski et al 2012) 
and describe behaviors clearly without relying on legal or technical terms (Rosenthal et al 2016). 

– Focuses on skill- and knowledge-building. Research suggests that trainings can effectively shift 
knowledge and behavior, but are less likely to shift attitudes (e.g., Roehling et al 2015).
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> Our curriculum is particularly innovative because it: 
– Utilizes a research-based prevention model that emphasizes skill-building around culture change and 

healthy community norms.

– Integrates peer-to-peer learning to increase participant buy-in and ensure the training is relevant to 
participants (Costanza et al 2009). 

– Builds on stakeholder participation at all levels, and all program components are agreed upon between 
representatives of (a) the group being trained and (b) their supervisors. 

– Is crafted particularly for the positionality of the training group as both students and employees.

> Introduction: Our core interest in the introduction is establishing participant buy-in. Research demonstrates that trainings 
are likely to be ineffective if participants are cynical that their organization is sincere about dealing with sexual harassment
(Cheung et al 2017). So here we work to avoid that by describing how the training is the result of agreement and collaboration 
between ASEs and UW Administration.

> What is Sexual Harassment?: We break down 3 types of sexual harassment: sexual coercion, unwanted sexual attention, 
and gender harassment. Research shows that environments that are tolerant of sexual coercion and unwanted sexual 
attention are first tolerant of gender harassment (Schneider et al 1997). It’s unusual for sexual harassment trainings to focus 
on the level of gender harassment, but it’s a critical consideration for prevention-focused education. Research shows that 
jargon-heavy trainings are unlikely to be effective at motivating culture change (NASEM 2018). So, we describe sexual 
harassment by focusing on concrete examples and power dynamics. 

> Responding to Sexual Harassment: We discuss support and reporting resources at UW, characterizing each based on 
conversations we had with representatives from each office. We also build participants’ confidence with bystander 
intervention. We give participants practice with intervention skills by having them work in small groups to respond to 
scenarios that are realistic and specific to their workspaces. 

> Preventing Sexual Harassment: This is our most innovative section, and has consistently received strong reviews from 
participants. By focusing on building communities that foster respect, we seek to create an environment where sexual 
harassment is less likely to occur in the first place. The core skill areas we address help the training group understand their 
collective responsibility for adopting healthy community norms, and to practice concrete tools they can use in that effort. 

>

Action Steps: Here we emphasize that this training is a critical step in shaping communities that are intolerant of sexual 
harassment, but it is only the first step. We work to build participants’ confidence and willingness to take the skills and 
knowledge we discuss forward and put them into action in their departments.

Component Learning Assessment Format

Before training Participants’ existing knowledge Online survey 

During training How well participants are engaging; what needs more 
attention

Poll Everywhere

Immediately after training Changes in participants’ knowledge and likeliness to act Online survey

1 week after training Participants’ knowledge retention Online survey

3-6 months after training Participants’ knowledge retention; whether they’ve taken 
action

Online survey

Annually Whether the program is making an impact in overall UW 
culture 

Equity survey

C. Evaluation
Having a strong evaluation program is critical for enabling us to make changes to the training 
thoughtfully and effectively. By contrast, very few sexual harassment training programs integrate 
evaluation meaningfully or at all (Magley et al 2013). The tiered evaluation plan we’ve developed will 
provide thorough information about what’s working and what isn’t, both in the immediate and long 
term and on the individual and community level.
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II. PILOT SESSIONS REVIEW
In Fall 2018, we conducted pilot training sessions in three departments: Computer Science & Engineering (CSE), 
Political Science, and Chemistry. We used participant feedback and our observations to improve the curriculum 
between each session. Immediately following each training, we asked participants to self-report on 3 knowledge 
and skill areas: 

I really liked the amount/different 

types of audience engagement. It 

was nice to have a mix of forums 

for discussion. The information was 

presented in an approachable way.

The interactivity and engagement 

made me feel as though the training 

were important, worthwhile and 

meaningful. Keep up the 

polls/exercises!

The skills we discussed were positive and 

relatively simple actions that I feel I'm 

equipped to take in daily life.

“I happened to run into three different 

participants from yesterday's training 

for ASEs and all three were gushing 

about how amazingly good it was!!”

Dan Grossman, CSE Deputy Director:

Feedback from participants:

Feedback from faculty:

Using real-time evaluation via Poll 
Everywhere at the end of the 
training, we additionally asked 
participants, “Do you feel you have 
a role to play in preventing and 
responding to sexual harassment?” 
Each time, 100% of participants 
responded yes
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III. STAKEHOLDER ENGAGEMENT
Throughout Fall Quarter, we met with a wide range of stakeholders across all three UW campuses to discuss the 
program, learn more about their roles, and build relationships and buy-in. These stakeholders have been integral to 
developing our curriculum and coordinating program logistics.

> Compliance and HR

– Vallery Richardson, Title IX

– Mags Aleks, Title IX

– Beth Louie, UCIRO

– Jill Lee, Compliance Services

– Susan Freccia, Compliance Services

– Joel Tobin, Compliance Services

– John Hogl, Compliance Services

– Kristi Aravena, Labor Relations

– Jennifer Mallahan, Labor Relations

– Erin Rice, Campus Human Resources

> Academic Departments

– Kelly Edwards, UW Grad School

– Stephanie Harrington, College of the 

Environment

– Aileen Trilles, College of Engineering

– Alex Grothe, College of Engineering

– Steve Majeski, College of Arts & Sciences

– Gail Gray, School of Medicine

– Sharona Gordon, Below the Waterline

> UW Tacoma

– Ed Mirecki, UW-Tacoma Student Engagement

– Shaquita Humphrey-Pressley, UW-Tacoma Center 

for Equity & Inclusion

> UW Bothell

– Rosemary Simmons, UW-Bothell Student Affairs

– Beth Beam, UW-Bothell HR

> Support & Wellness

– Shannon Bailie, Health & Wellness

– Amanda Myhre, Health & Wellness

– Brittany Bowhall, Health & Wellness

– Melissa Tumas, Health & Wellness

– Jason Kilmer, Health & Wellness

– Charisse Williams, Counseling Center 

– Patria Atwater, Hall Health 

– Steve Rittereiser, UWPD 

– Tori Adams, UWPD Victim Advocate

> Students

– Giuliana Conti, GPSS President

– UAW 4121 Executive Board & Stewards

IV. OTHER COLLABORATIONS

> JOINT UW-UAW 4121 EQUITY SURVEY

– Worked with Kristi Aravena (Labor Relations), Kelly Edwards (Grad School), Gail Gray (School of Medicine), Aileen 
Trilles (College of Engineering), Alex Groethe (College of Engineering), Kathleen Bracy (School of Medicine), Steve 
Majeski (College of Arts & Sciences), Debbie McGhee (Office of Educational Assessment), and members of UAW 
4121 to agree upon questions for the survey. 

– Worked with Kristi Aravena and Jennifer Mallahan (Labor Relations) to agree to a distribution plan. 

– The survey is integrated into our comprehensive evaluation plan for the PSHD program. 

> BELOW THE WATERLINE

– Met with Sharona Gordon (Physiology and Biophysics). Discussed and gave feedback on the implementation of 
Below the Waterline (https://www.belowthewaterline.org), the Peer Supporters/Faculty Allies program she is 
developing that focuses on responding to gender harassment. Discussed ways in which PSHD and Below the 
Waterline can complement and support each other.

– Attended the Below the Waterline Peer Supporters/Faculty Allies training session January 22, 2019. 4



V. FUTURE PLANS
> Attend meetings with department chairs of the College of Environment, College of Engineering, School of Medicine, and 

the College of Arts and Sciences to get faculty buy-in and high attendance of the sessions

> Complete sessions in winter quarter for the 7 departments in the College of Environment and the 11 departments in the 
College of Engineering, combining departments where possible (with the goal of at least 10 sessions and at least 250 
ASEs)

> Coordinate sessions in spring quarter for the College of Arts and Sciences and the School of Medicine

> Meet in person with key stakeholders, supervisors, and ASEs at UWB and UWT to get feedback on curriculum and 
coordinate sessions

> Adapt the curriculum for other work contexts on campus such as writing centers

> Consider how to meet demand for faculty and staff trainings in ways that are effective, adapted and sustainable

VI. CHALLENGES

> Identifying the administrators who are best equipped to manage the logistics of scheduling sessions

> Identifying the most effective way to get buy-in from faculty and administrators in different colleges and schools so 
that they will prioritize scheduling sessions and encourage their ASEs to attend

> Cultivating and maintaining relationships with key administrators at UWB and UWT

> Deciding what data to collect in order to gauge the effectiveness of the program in the long term

VII. PROGRAM ADAPTATIONS
> Responding to demand for trainings for faculty and staff

> Depts preferring to include all of their grad students -- not just first year ASEs

> Adapt the core curriculum into a two-hour session and an additional one-hour follow-up session in order to facilitate 
more trainings while retaining flexibility of content. Generating modular content for the one-hour follow-up session. 
As of January 2019, this work is largely complete.
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> TITLE IX: INTERNSHIPS/OUTSIDE PLACEMENTS

– Met with Vallery Richardson (Title IX); Fajer Saeed (Title IX); Olivia Ortiz (UW Law School); Mellanie
Tanada (Evans School)

– Discussed examples of materials from other schools having to do with how Title IX applies to off-
campus work by students.

– Developed content specific to UW’s campus.

– Was responsible for the section on definitions of sexual harassment and related to Title IX at UW 
as well as the section on where individuals can go and what they can do if they think they are 
being harassed.

– Reviewed and provided feedback for sections of the resource developed by others


