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Harassment Revisited

by Perey Bates

His OFFICE first addressed the problem of sexual

harassment in print in 1983, so that now we have
heen working at cradicating sexual harassment in schools
for more than ten years. There is an old saying that time
takescare of everything; itdid not take care of sexual harass-
ment. Viciousincidents of sexual harassment continue, iand
racial andethnic harassment have hecome more prevalent.
Thingsare nobetter now than they werein 19383,

Certainly the media have made usmore aware
of sexual harassment. Itisblasted across our television
screens and isa daily item in newspapers across the country.
The Senate confirmation hearing for now Supreme Coutt
Justice Clarence Thomas brought graphic descriptions of
sexual harassment into our living rooms and made many
Americansrealize thatitis unacceptable. More recently the
downtallof Senator Robert Packwood made it painfully clear
thatwe have not come very far in our fight against sexual
harassment, We are more aware of sexual harassment, but
schoolchildrenare still afraid ro ralk about it for fear of hu-
milationand reprisals,

We at the Programs for Educational Oppor-
tunity have broadened our effores to eradicate sexual ha-

rassment toinelude discriminatory harassment which targets

Programs for Educational Opportanity
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students’race, ethnicity, disability orsexual orientation,
Many schools want comprehensive, coherent policies and pro-
cedurestforstoppingall kinds of harassment.

How often does harassment oceur m our
~schools? Eleanor Linn reports that at least 68 percent of
airh and 39 percent of boys in grades 8- 11 have been
“touched, grabhed, or pinched™ v asexual way, Bob

Croningerreports that 35 percent of principals, 43 percent of

Contmued on puage 2
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Continued from page une

African-Aincerican youth, and 29 percent of white youth say
racial violence occursin their high schools. Martha Adler
reports that 20-25 percent of studentsare victims of racial or
ethnic incidents in the course cf a school year, and that mi-
nority studentssuffer disproportionately when studentsuse
racially derogatory names, dress up in racially identifiable ste-
reotypes, ormimic the accentsof their cuiturally different
peers. Such incidentsare on the rise and occur insmall
towns as well as urban centers. Harassment has becomeal-
mostcommonplace, but we must not lose our sense of out-
rage. We must do more to abolish this ahuse from our

schools.

Norma Barquet says all harassment is an

abuse of power. Teachers have power over their students;
hoys often have physical power over girls; students in ma-

jority groups often can intimidate students ir: minority
groups. In 1994 the U.S. Office for Civil Kights recog-
nized the commonalties of sexual and racial/ethnic ha-

rassment and published investigaiive guidelines for racial/

ethnic harassment like its earlier guidelines for sexual ha-
rassment.

Educators need to understand the harm
done to students by any form of discriminatory harass-

ment. Franklin v. Gwinett County (Supreme Court, 1992)

held school districts are legallv responsible for protecting
students from sexual haras .nent by their staff members
and victims have the right to sue for monetary damages.
As Eleanor Linn points out, schools also have moral and,
increasingly, legal responsibility for student-to-student
harassment which occurs much more ofter.. Complaints
from students must be taken seriously and investigated
thoroughly. Marta Larson provides an excellent intro-
duction to this area in her articles in this issue.

Schools need a comprehensive approach to

the problem of harassment across at-risk populations. De-

spite the existence of federal guidelines, schools vary in
their eriteria as to what kind of harassment is offensive.
Whether harassment targets students because of their

gender, race, ethnicity, class, disability, religion, or sexual

orientation, all such discriminatory acts should be firmly
addressed with uniform standards of fairness. Tasha
Lehow describes some madel programs for stopping and
preventing harassment; Eleanor Linn and Ted Wilson
recommend further resources for schools.

We hope this information will be shared
with students as well i teachers and administrators.
Knowledge is not the rotal answet to abolishing harass-
mient, but it is definitely a goad st step.

Programs for Educational Opportunity
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Sexual Harassment: What We Have Learned

by Eleanor Linn

S EXUALITY is a vulnerable aspect of everyone's life. It
involves some of our most intense personal feelings
and, even in the most caring of relationships, raises our
anxiety about how much we can trust others. At some
point in our lives, nearly all of us experience the joy of
muzal attraction, the sadness of rejection, and the revul-
sion of an unwanted advance. These feclings can some-
times be overwhelming, even for mature and self-confi-
dent adults. They are still more strongly felt by young
people, who are less familiar ard less sure of their sexually-
related emotions. And these negative feelings about un-
wanted sexuality can be almost unbearable when young
people are the target of frequent »r particularly offensive
sexual behavior, or when previous hurtful experiences re-
lated to their gender, race, ethnicity, sexual orientation,
or other group status identity have heightened their vul-
nerabitity.

Harassment related to one's sexuality is all
the more painful when it uccurs at school. School should
provide a safe environment so students can learn success-
fully. It should he a place that models mature and respect-
ful relationships between individuals and across groups.
Schools have a moral obligation to treat children well.
Moreover, children are required to attend school. Unlike
a workplace, which an employee can choose to leave,
even though at considerable hardship, children have litdle
or no choice about whether or where they go to school.

Qur society has traditionally dealt witl all
types of harassment by silencing vicrims. Silencing has
heen a convenient way for those in power to deny the ex-
wstence of a problem that they do not want to correct, But
silencing comes at a great psychological cost to victims.
Targets of harassment who are compelled to maintain si-
lence suffer from having their view of reality denied. They
come to doubt their ability to perceive the world around
them, and eventually they lose or fail to develop the con-
fidence and personal power that comes from knowing that
they have the ability to change rheir environment and
take action in their own interest. This sense of confidence
in one’s self is a crucial prerequisite to motivation, ambi-
tion, and the ability to arive for academic success.

In the past, female targets of sexual haras-
mient have been severely blamed for male acts of sexual
aggression, especially if thev dared complain about un-
wanted sexual behavior directed at them. Female soxual

stercotypes, such as the temptress, the witch, the

Programs for Educational Opportunity

nymphet, and the ice-maiden, have perperuated the no-
tion that women are responsible for inciting and for stop-
ping all kinds of sexual behavior. Women are held respen-
sible not just for their own behavior, but for their daugh-
ters” ard for the behavior of men, even men they do not
know. Men, in this way of thinking, are considered inca-
pable of controlling themselves.

Another cultural contributor to sexual ha-
rassment is the double standard for men and women,
which requires women to reject ali sexual advances and
requires men to constantly make advances. To play the
double standard game, young people must be ahle to dis-
tinguish between a coy “No” and an emphatic one, he-
tween an advance that comes from honest desire and one
that comes fror an interest in the game of conquest. With
such a confusing system of communication, unwanted
sexual advances are bound to occur, and their unwanted-
ness is bound to ke ignored.

Sexual intimidation has long been a power-
ful mechanism for many other types of oppression. Mem-
hers of racial and ethnic minority groups— gay, lesbian
and bisexual people, and people with disabilities—are fre-
quently subjected to contemptuous stereorypes that imply
that they are hyper sexed, or that deny their right to
sexual feelings at all. With shocking predictability, racist
and ethnocentric epithets are laden with offensive sexual
innuendo, and many of the most contemprible forms of
hate crime are acts of sexual abuse, as well. The overlay of
sexual behavior in such crimes i< not a coincidence.
Sexual content heightens the offensiveness of a hostile act
and hurts its target all the more.

Categorizing Sexual Harassment

Although the first Tutle IX implementation guides
{Matthews and McCune, 1974) did not explicitly men-
tion sexual harassment, by 1981 the U.S. Supreme Court
in Alexander v. Yale ruled that sexual harassment was in-
deed a form of sex discrimination and o violation of the
victim's civil rights.

Initial Title IX cases involved school em-
ployees as perpetrators of sexual harasment and students
as their victims, This blarant abuse of the power differen-
tial between adules and children s not only a violation of
professional ethics; in most states i s exual child abuse as
well, Since the Supreme Court ruled in Franklin v,
Gueinnet Cowuy (1992) that school districts have the legal

ahxi\'cr.\ily of Michigan School of Education
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responsibility to protect students from sexual harassment
and victims have a right to sue for monetary damages,
schools must take complaints from students seriously and
investigate them thoroughly (see Marta Larson’s article on
Complamnt Investigation in this issue). In school districts
in which it is proven that an adult employee has sexually
harassed a K-12 studenr, the employee must be punished
with severe sanctions, including the possible termination
of employment and the notification of all prospective em-
plovers.

School responsibility is also present in the far
more frequent case of student-to-student sexual harass-
ment, in which schools have both legal and moral respon-
sibility to protect children. Here questions of appropriate
punishment and the prevention of further abuse or retalia-
tion must take into account a large number of factors in-
cluding the age of the students, the offensiveness of the
behavior, the number of students involved, the effective-
ness of previous efforts to control such behavior, and the
school'’s preparedness in terms of supervision, complaint
management and 2ipport. Schools must provide everyone
in their community, through modeling, education and
awareness-raising, the opportunity to participate in a re-
spectful and responsive learning environment. Although
many student-to-student complaints can be resolved infor-
mally with the help of committed student and staft sup-
port, more serious student-to-student cases .must be coun-
tered with strong disciplinary action.

Research on Sexual Harassment

Three recent national studies of sexual harassment of stu-
dents in schools assessed its prevalence, its severity, and its
harm to young people. They were conducted in the hope
of raising the issue publicly, of better understanding the
causes of sexunl harassment, and of finding effective ways
to prevent and remedy it. The findings from these studies
are quite similar.

The first study was done jointly by the
Wellesley Center for Rescarch on Women and the NOW
Legat Defense and Education Fund. Thev published a
questionnaire in the September 1992 issue of Seventeen
Magazine, which 4,200 young women answered. Their re-
sponses appeared in a report that received wide publicity,
entitled Secrets in Public: Sexual Harassment in Owr Schools,

At nearly the same time, the American As-
soctation of University Women (AAUW) commissioned
Lows Thrris Associates to administer a written survey to i
scienutic sample of 1,632 male and female students in
grades 8-11 in 79 secondary schools across the country.
African Amencan and Hispanic students were over-
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sampled for greater statistical accuracy. Their report,
which appeared in June 1993 and which received even
wider media attention than the first study, is entitled Hos-
tile Hallways: The AAUW Survey on Sexual Harassment in
America’s Schools,

A third study, “The Culture of Sexual Ha-
rassment in Secondary Schools,” by Valerie Lee, a senior
faculty member at the University of Michigan School of
Education, and staff from the Programs for Educational
Opportunity, reanalyzed the AAUW data to find more
statistically predictive information abourt sexual harass-
ment in schools. Qur article based on this research will
appear in a forthcoming issue of the American Educa-
tional Research Jowrnal (1996, Spring).

Prevalence

All three of the studies found that sexual harassment oc-
curs with disturbing frequency in secondary schools. The
Wellesley Center survey found that 89 percent of the girls
reported that they had heen sexually harassed in schoo .
The AAUW found that 85 percent of the girls and 76
percent of the boys reported being sexually harassed
in school. In our reanalysis of the AAUW data, we elimi-
nated any students who, although they said that they had
been sexually harassed, did not report feeling upset by
even their worst experience of unwanted sexual harass-
ment attention. Still we found that 83 percent of the girls
and 60 percent of the hoys reported that they had been
sexually harassed.

When asked what sore of behavior had oc-
curred, the students’ reports were quite similar, Com-
ments, jokes, gestures, or looks were the most common
forms of harassment reported as unwelcome by st lents,
They were experienced by 89 percent of the girls in the
Wellesley study, 76 percent of the girls and 56 percent of
the boys in the AAUW study, and by 76 percent of the
girls and 50 percent of the boys in our reanalysis. Being
touched, grabbed, or pinched in a sexual way was the see-
ond most common form of sexual harassment in all of the
studies. It was reported by 83 percent of the giris in the
Wellesley study, 65 percent of the girls and 42 percent of
the boys in the AAUW study, and by 68 percent of the
girls and 39 pereent of the boys in our reanalysis,

Although sexual harassment oceurs with
alarming frequency in secondary schools, it s ¢lear from
all three studies that sexual harassment happens more fre-
qr.ntly to girls than to boys, Tndeed, the most otfensaive
physical forms of it happen aliost exclusively to girls,
Orther status characteristics, such as a student's race,

cthnicity, grade-point average, or sociozconomic status (as
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measured by a student’s mother's educational level), do
not statistically affect the likelihood of i student’s being
hirassed. Stating it another way, girls are more likely than

boys to he harassed, no matter what their race. ethnicity,
grade-point average, or socioeconomic status. These data
provide statistical evidence for the legal interpretation of
sexual harassment as a form of sex discrimination in

schools.

Severity
In reanalyzing the AAUW darta, we constructed a severity
scale for all the sexual harassment that students reported.
Each student was given a score for the frequency of each
type of unwanted sexual behavior that the student was
subjected to and another score for how upset they reported
feeling as a result of that behavior. We added the two
scores to give each student a severity score and then com-
pared composite severity scores for girls and boys. We
tound that girls are three times more severely harassed
than boys. We also found that students who have been
harassed by a teacher «r other school employee have sig-
nificantly higher severity scores than students who have
heen harassed by ather students but never by a teacher.
Mast importantly, however, we found that
students who have friends who have heen sexually ha-
rassed and students who report that a lot of sexual harass-
ment oceurs in their school are more than twice as likely
to he severely harassed than students whose friena have
not been harassed, or who report thae tittle harassment
sexual harassment oceurs in their school. This highlv sig-
nificant finding ted us 1o conclude that although sexual
harassment occurs evervwhere, it is decidedly more harm-
ful in some school culrures than in others. We therefore
hecame convineed that a schoal’s efforts to combat sexual

harassment must focus on changing the schoaol culture.

Overlap of Harassers and Harassees

The reanalysis finding that surprised us most was the large
overlap between students who had been targets ot Turass-
ment and those who admirted to harassing others (see
chart at right). Fifty-three percent of the boys and 33 per-
cent of the girls reported that they had been both vietims
and perpetratois of sexual harasment. Although maore
girls than boys reported being only victims (31 percent of
the girls and 7 percent of the bovs), and more boys than
girls reported being onlv perpetrators (9 percent of the
boysand 1 percent of the girls), a nrgonty of both male
aml temale students reported that they have been both
victim and harasser. This astonehimg overlap led us again

to emphasize the idea of schoal cultare, for we had no
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odher way to explain why such farge numbers of students
engage in behaviors that they themselves characterize as
huretul and demeaning.

The large overlap between the harasser and
harassee groups made us reexamine our previous assump-
tion that a school could separately identify the perpetra.
tors and the victims of sexual harassment. We had ex-
pected schools to develop programs that would punish ha-
rassers and support, even compensate, victims. We now .
believe that, although many school siruations warranr im-
mediate and appropriate panishment and support, schools
must also be prepared to face other situations in which
the question of responsihility is far murkier. Rather
than throw up our hands in despair, we again turned to
questions about how to change the cutture of the school.

Since all three studies showed that sexual
harassment is common in classrooms and hallways, in
tront of groups of people, and often right in front of teach-
ers, it seems clear that educators’ unwillingness or inability
ta stop this harmful behavior is a major part of the prob-
lem. Educators, parents, and students must work together
to create a nurturing, respectful and harassment-free envi-
ronment in their schools.

Articles on prevention strategies in this pub-
lication outline the key elements of a scheal’s sexuad ha-
rassmient prevention plan. The resources they cite help
nutke i school plan into a reality. We all have a legal and
moral obligation to make schools safer and more equitable
tor students. By working together, we can change our
schools’ climate and culture. We can create a culture of
tairness and justice, in which students experience the em-
powerment that comes from reciprocal respect and the

ability to tuke meaningful action to achieve their soals,

Figure 1. Percentage of Girls and Boys
% Being Harassed and Harassing Others
60 5353
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40

31 31
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Racial Harassment in Education

by Robert Croninger

HAR:\S.\'.\IENT is not unique to any group of people, nor
is it unigue to the United States. News stories, from
the ethnic conflict in Bosnia to the suicide of bullied Japa-
nese youth, testify that harassment is a problem that does
not know ethnic and political borders. Nonetheless, some
of the more brutal and startling incidents of harassment
involve the treatment of Flacks by whites in our own
country. The lynching of blacks after the Civil War, the
assaults on black veterans returning home from World
War I, the murder of black civil rights activists during the
1950s and 1960s, and the police beatings of Rodney King
in Los Angeles and Malice Green in Detroit serve as vivid
reminders that racial harassment is a troubling aspect of
our national heritage and life.

Racial Violence and Harassment

While racial harassnient is disturbing wherever it occurs,
it is especially disturbing when it occurs in elementary and
secondary schools or on cellege campuses (Joyee, 199Q).
Education, afrer all, is supposed to be a solution to, and
not the cause of, racial harassment and discrimination in
the United States. Within an integrated, carmg, and
thoughtful environment, students are supposed to leamn to
respect each other, get along with each other, and develop
an intolerance for higotry and prejudice. There is good
reason, therefore, to be alarmed when educational institu-
tions become a national focal point for the mistreatment
of racial and ethnic groups.

While there is evidence that educational
institutions can reduce racism and foster cross-racial un-
derstanding (Hawkins, 1994; Peshkin, 1991 Shoteld and
Sagar, 1983), there s also reason to helieve that ol
conflicts are frequent occurrences in classtooms. The Na-
tional Center for Education Statistics reports that 35 per-
cent of high school principals deseribe racial contlice as at
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teast a minor if not severe problem in taeir schools
(Ingels, Scotr, Lindmark, Frankel, and Myers, 1992). A
survey of students by Who's Who Among American High
School Students (1992) repotts similar resules: 43 percent
of African-Amerzican youth and 29 percent of white youth
say racial violence occurs in their high schools.

Morcover, there have also been well-publi-
cized incidents of African-American youth being harassed
on predominantly white campuses in the United States
(Farrell and Jones, 1988). A number of campuses, the
University of Michigan and the University of Wisconsin
among them, responded by promoting codes of conduct
that prohibited hate speech and racially offensive behav-
jors. Although many of these codes were later found to be
unconstitutional and difficult to enforce, they underscore
the problem of racial harassment in post-secondary insti-
tutions (White, 1994).

The images of black children walking beside
tederal marshals through a gauntler of jeering whire adules
to attend newly desegregated schools evoke some of the
waorst chapters of racism in this country, chapters that we
want to helieve are closed. But in the eyes of many black
students racial harassment is an ongoing and troubling
part of their educational expertence, one that we must
address if we are ever to eliminate the structural inequali-
tics and cultural strains that nourtsh racial conflict.

Forms of Racial Harassment

Racial harassment can take one of two forms:
blatant, racrally motivared abuse of African Americans by
non-hlacks, or less obvious institutional forms of racism
that appear to have no specific peipetrator or targeted vie-
tim. Blatant forms of harassment are intentional, often
meant to offend and hurt. They include racially moti-

vated assaults, abusive language serawled on sidewatks or

8
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bhathtoom walls, and verbal taunts and jeers meant to
denigrate blacks. These forms of harassment are relatively
easy to identify, and there is general agreement that they
constitute unacceptable behaviors, particularly in public
places (Joyce, 1990).

The other form of harassment occurs when
whites say or do things that create environments hostile to
hlacks, even though that may not be their intent. This form
is best understood not as individual
incidentsbutasthe collective effect of
institutionalized practices and behav-
iors, an effect that isolates and pre-
vents blacks from fully realizing the
benefits of their own efforts or from
sharing in publicly supported opportu-
nitics and activities. There is far less
agreement about whatconstitutes this
form of racial harassment, especially
between African Americans and
whites (Troyna and Hatcher, 1991).
Nonetheless, the courts recognize that
racial harassment n=ed not be inten-
tional or evendirected at specific indi-
viduals to be harmful; it may involve
creating ormaintaining environments
hostile toblack students (Joyce, 1990). again today . .

Consider, for example,
that debasing depiction of hlacks in
textbooks or curricular materials can damage the self-cs-
teem of African-American students and discourage them
trom fully participating in cducational opportunities, re-
pardless of a teacher’s intent. Similarly, stercotypical de-
piction of Blacks in school plays or student parties, even
when they are not directed at an individual, create an at-
mosphere that fosters harassment and encourages more
hureful forms of hehavior. Whites rend to see these he-
haviors as relatively innocent or henign, especially if the
individuals involved disavow any intention of offending
someone (McClelland and Hunter, 1992). African
Americans, however, may experience these behaviors as
part of an environment that is derogatory and hurttul to
them as individuals and as members of a racial group.

When does diserimination create a hostile
environment? Distinctions are largely subjective. None-
theless, guidelines that exist consder (a) severity, (bY per-
vistveness, and (¢Y persistence of discrimimation (Pitsch,
1994). Gudelines also emphasize the importance of con-
sidering the response of administrators and other authort-
ties to discrimination. Does the response indieate that

authorities take seriously diserimmation that threatens an

Nothing unusual happenced en the way to school

Coprright 1960, Lin Angeles Bmes Ssadicate. Reprinted by permission

individual's or group of individuals’ right to fair treatment
and cqual protection? If the answer is “No,” authoritics
may have violated Title VI of the Civil Rights Act, as
well as state and local civil rights statutes.

Consequences of Racial Harassment

When racial harassment involves physical arracks, brutal
beatings, or even murder, the immediate consequences of
harassment are painfully clear and
vivid. These incidents lead us to
think of harassment as specific
events involving a perpetrator and a
victim, but harassment may also in-
+volve bystanders who tacitly approve
perpetrators by down playing the
significance of hateful acts or the ill-
treatment of minority children.
While the direct harm
to individuals should not be underes-
timated, the indirect effects of racial
harassment on victimized groups are
also important. A survey of racial
harassment in a residential area of
England found that reported inci-
dents of racial violence elevated feel-
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ings of vulnerability among targeted
populations, in this case Asians and
African Caribbeans (Bowling,
1993). Anecdortal evidence from the United Stares also
suggests that incidents of harassment have a domino-like
effect among blacks (Feagin, 1992). Individuals share ex-
periences among friends and family, who in turn see them-
selves as potential targets for white resentment and hostil-
ity. In this sense racial harassment is not so much an in-
cident as a social process by which Blacks, even those
who hase not been physically abused, are victimized
(Bowling, 1993).

The educational process requires mutual
trust and understanding among families, children, and
educators (McDermort, 1977). When black children and
their parents are fearful of being mistreared at school, the
cducational process breaks down, denying them access to
important opportunities. While many black families have
responded heroically to harassment and hostility, educa-
tional leaders must accept responsibility tor establishing
an environment in which African-American families and

studenes feel welcame, safe, and vilued.

Obligations of Schools

Education leaders have a strong obligation to address ra -
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cial harassment, but as many schools and campuses have
discavered, there are no simple solutions. Campuses have
established disciplinary procedures far responding ta hate
speech and racial slurs and later found their effores chal-
lenged in court. Many cades were faund ta be tao gen-
eral and in violation af other rights, such as privacy or
treedom of speech (Joyee, 1990; White, 1994). These rul-
ine. clarify the parameters within which education leaders
can prahibit racial harassment and highlight the limita-
tions of simple, rule-hased respanses o offensive acts.

Schaals and campuses have also tried to ad-
dress racial harassment with instructional strategies such
as student leadership training (Shaficld and Sagar, 1983),
multicultural curdiculum (Banks, 1993), and critical peda-
gogy (Ellswarth, 1989). These strategies pramise ta pra-
vide opportunities to address the beliets and values of stu-
dents and educators that foster racial prejudice, discrimi-
nation, and harassment. Unfortunately, they usually rep-
resent anly a small and isolated part of an institution’s in-
structional effare. Under these circumstances, instruc-
tianal strategies can actually reinforce the racial prejudice
that they are supposed ta combat, particularly if white stu-
dents and educators come to see these aceivities as *non-
academic” and the domain of minority students and edu-
cators (Ellsworth, 1989).

While cades of conduct and instructional
serategies can he helpful, the mast important component
of asuccessful intervendon may be an institution’s open-
ness ta discussing student concerns about race outside the
parameters af a farmal gricvance or special class (see
Tasha Lebow'sarticle in thisissue). Inone schoal, the
principal routinely mee with students in o rown meeting
tormat. Meerings were not called vo addiess racial harass-
nient specificallv, but race relations were a frequent topic
of discussion, since it was a1 important concerr among
students, Because the meetines were routire and the prin-
cipal reterred to them in making decistons, they were a
central part of the school's culture. The principal’s cffores
created a mare open climate in the school tor discussing
race relations and related concerns of students, reduced
the incidenee of racial conflict, and fostered a grearer
sense of rrast among students and staft (Hawkins, 1994 ).

Schools mast aa fress racial harassment when
1t exists, but doing <o is not casy. More than a century of
ractsm cannot be elinunate Thy newv codes of conduct or
special course work. Discipline policies and insiraceional
strategres are mrportant, but they nst be combmed with
awillmgness to address race as a pervastve aspect of
stinlent's Tibe and educational experience. Such an cHon

requires a sustaned commitment to addressmg all formis of

Programs tor Educational Cpportunity

disrcrimination and racial harassment in classrooms,

schoals, and colleges thraughout the country.
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Racial/Ethnic Harassment:

What the Research Reveals

by Martha A. Adler
: I "HE TERM harassment has hecome part of the

mainstrean lexicon; it is often the topic o
discussion in private conversations, public dehates
and even the media. More often than not sexua
harassment is the focus; racial/ethnic harassmen
only gets public attention when it reaches a flasl
point and results in violence.

Harassment of any kind negativel
impacts on a student’s ahility to do well in school
but researchers on K-12 education have paid littl
attention to harassment. Furthermore, in the re
search that isavailable a dichotomy exists betweer
gender and race. The rescarch on racialfethni
harassment rarely deals with gender differences
sexuality, but studies on sexual harassment usuall
do address differences of race and ethnicity. Eleanor Linn
offers specifics regarding research about sexual harassment
clsewhere in this publication; this article examines only the
available rescarch on racialfethnic harassment and its impli-
cations for educational settings.

Where Does Racial/Ethnic Harassment Begin?
If you ask a member of any generation in our society today
to describe the kids they went to school widh, they invari-
ahly mention a class or school bully. Ask these same
people what they remember about the bully and, i their
racial/ethnic group was not in the majority, chances are
that they will begin to describe what we could label as ra-
cialferhnic harassment.

However, harassment is not only what bul-
lies do. Racial/ethnic discord in schools can be expressed
in subtle or overt ways. It may he expressed through name
calling, racial/ethnic slurs, racialfethnic jokes, graffiti, ra-
cially/ethnically motivared fights or assaults, and vandal-
s, When such discriminatory acttons oceur repeatedly,
are severe or pervasive within a classreom, school, or dis-
trict, and result in a student’s inability to participate fully
mn their educational program, then these actions are forms
of harassment that can create a hostile environment.

The roots of racialfethnie harassment and
violence cannot be easily traced but may emerge from
deep-seated racism that has been established over genera-
tions of mistrust and hatred for groups that do not share

the same ethnic/racial/cultural heritage. Such racism can
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escalate into severe acts of violence.

Incidents of racial/ethnic harassment or vio-
lence usually have their beginnings in long-standing atti-
tudes among members of communities that reflect com-
plex social forces at play. In communities where there is
significant economic or demographic upheaval, racial/eth-
nic tensions can emerge and be exacerbated. When such
incidents occur, most students do not have the skills to
deal with them: minor incidents can be flash points that
escalate to serious violence.

Other forms of harassment retlect a some-
what unintended, almost benign, form of bias, one that
grows out of ignorance and simply results from a misunder-
standing of another’s social actions. Whether the causes
of harassment are the result of explicit racism or ignorance
of other people and their ways of doing things, it is well
escablished that all children enter school with biases and
prejudices obtained from the influence of parents, peers,
the media and other sources within their communities.

That bias is established at an carly age was
documented in a study conducted from 1963 to 1975—a
period of significant advances in Civil Rights in the
United States-—by the Ant-Defamation League and the
University of California at Berkeley. The study conchided
that *by the age of 12, children have already developed a
vomgplete set of stereatypes about every ethnice, ractal and
religious group in socicty™ (Sonnenschem, 1988, p. 265)
Children are aware of how ather people are like them or
ditferent from them; children often point out the Jiffer-
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ences they see and ask honest questions. How the adults
in the lives of children respond is eritical. Children learn
from those around them. As children become award of
the differences in the people they obwerve in their dinly
tives, they tearn to view these differences in ways that are
compatible with the social arritudes dominant in therr
own families (Bvrnes, 1988). Conversely, when children
are never exposed to people who are raciailyfethnically
ditferent from themselves and have no opportunities to
interact positively with others, then existing stereorypes
remain unchallenged.

Because much of our self identity is formed
by the social groups in which we grow and leam, we come
to value the ways of thinking and acting that our own so-
cial group favors—often times teading us to devalue the
ways of thinking and doing of people who are not mem-
bers of the social groups to which we belong. This natural
tendency of humans is what leads to misunderstanding
those not tike us. According to Pettigrew “prejudice le-
gitimates discrimination, and discrimination hreeds preju-
dice™ (1980, pp. 24-25). If lefr unchecked, the negative
and false attitudes that children have been allowed to de-
velop about others not like themselves will not go away.
Children will ac o their hiases and prejudices as they
mature, with the ~trongest of then beliets not being exhib-
ited unul they become adolescents,

Thus, as children move through the grades,
therr contact with a much larger world expands as thev
leave their elementary schools and join students from
other pares of their community tor the firse time n their
middle-school and high-school chissrooms. School be-
comes the arena where their biases can erupt in the form
ot racialfethnic harasment. When such acts of hariss-
ment oceur, thev often go unchecked or, worse yet, are
even reinforced by whatis promoted in the media, popular
culture, hrerature, films, and, yes, even schools. Qutside
forces can contribute to the reinforcement of stercoeypes
and prejudice fearned through the child's social contacts
while growing up.

The resules are obvious: children who have
heers atlowed 1o ace an their brases and prejudices agamar
those who du not share the same socalfracialfcudaralf
ethinic vatues or behaviors become adults who act on these
biased and prejudiced stereotypes as well. Social actions
that grow out of bins and prejudice can fead to haras-
nient. No one s immune from the reinforcement of ste-
reatvping learned at an earby age, but nunaority students
are more often on the recerving side of this bias and, as
such, frequently find themselves victims of raciatfethnic
harasment,

Programs for Flducational Opportunity
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Does Racial/Ethnic Harassment Occur Often?
As previously stated, information about K-12 schools is
not casy to find in the literature on racialfethnic harass-
ment. Most s<chools keep recerds of only the serious inci-
Jdents studenes hecome involved in, and so incidents of
bullying and harassment that are racialfethnic in nature
go unreported or unrecorded. Thus, an attempt to under-
stand the nature and frequency of harassment in schools
requires an examination ot sources that do not on the sur-
face appear connected, i.c., sources that document the
extreme cases—those that have culminated in violence.
According to Howard Ehrlich, Director of the National
Institute Against Prejudice and Violence, as many as 20 to
25 percent of students are victimized by racial or ethnic
incidents in the course of a school year, and the number of
racial and ethnic incidenrs i on the rise (O'Neil, 1993).
Another source, the National Coalition of Advocates for
Students {(NCAS), tracked newspaper stories from around
the country and found 120 incidents of racialfethnic vio-
lence oceurring in 23 difterent states for the brief period of
December 1991 to February 1992 (O'Neil, 1993).

Another study by the Southern Poverty Law
Center (O'Neil, 1993) documented over 170 incidents of
hate erimes in schools and colleges during 1992; more
than halt of these crimes were committed by teenagers.
Even more revealing is the 1989 study of hostility among
rucial groups in Los Angeles County schools which “found
that incidents of higotry-—ranging from verbal racial slurs
to physical assautt—had occurred in 37 percent of the 936
schoolv™ studied (Stover, 1990).

Furthermore, nuinority students suffered dis-
proportionately in these incidents. Of the over 2,200
cases documented, Atrican-American students, while
making up 14 pereent of the 1988-89 enrolment, repre-
sented 29 percent of the victims, Hispanics, 47 percent of
the distvict, were 30 percent of the victims, White stu-
Jdenes, atthough juse 29 pereent of the school population,
accounted tor onlv 16 percent of the victims, Finally,
Astans and Pacific Iskanders, 9 percent of the district, were
victims in 15 pereent of the incidents. A smaller percent
of incidents bemyg directed toward gay and religious groups
wins also reported. No data were reported for other
groups, such as femates wnd American Indians.

It would be casy to ook at these figures and
conclude that such incidents are routme only for urban
arcas in the United States, that such hehavior could never
happen m rural or suburban America, However, merdents
of racialfethnic harasment have been reported and docu-
mented throughout onr nuttion—m smiath towns as well as
urhan centers,
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The Office of Civil Rights has received
complaints from school districts about students who used
racially derogatory names, who mocked other students by
dressing up in racially identifiable stereotypes, and who
mimicked Spanish accents. Such behavior is not isolated;
it has been documented to occur epeatedly and to create
environments that are hostile and not conducive to
learning. Ironically, many acts of harassment occur when
attention has been drawn to students whose racial/ethnic
heritage is not the same as the rmainstream school popula-
tion, such as during Black History Month.

That such harassment is prevalent through-
out our nation’s schools is disturbing. A 1990 follow-up to
the National Education Longitudinal Study (NELS) of
1988 reported that 85 percent of the tenth graders sur-
veved responded that they would “never” feel that it was
okay to make racial remarks. While this figure ts encour-
aging, it is unsettling to note thar 10 percent re-
sponded in the “rarely” or “almost acver” categories and
almost 5 percent reported it was okay to make such re-
marks “often or sometimes.” Given the fact that hias and
prejudice can be socially reinforced and that such behav-
jor leads to harassmient that can escalate to violence, this
total of 15 percent represents a problem.

Who Harasses Cthers Racially/Ethnically?

Based on the tenth graders who responded to the NELS
study, it would be casy to conclude that students who en-
gage in harassment must be in the minority. Who are the
students who feel it is okay to act on their biases and
prejudices? Just as wientifying the nature and frequency of
racial/ethnic harassment is difficult, defining the typical
harasser is also problematic. Since bias and prejudice take
years to grow and hecome intrinsic to an individual's
cthos, it would be too simplistic to attempt to delineate
the characteristics of a typical racial andfor ethnic ha-
risser,

However, there are some variables thar have
heen identified for a child who has internalized and acted
on the prejudices hefshe has leamed. Citing previous
writings (Allport, 1958; Pettigrew, 1981), Byrnes (1988)
states that children are less likely to be found prejudiced if
they have high *levels of self esteem, more frequent and
positive experiences with members of outgroups, preater
cognitive sophistication, and more sensitiviry and open-
ness te ather points of view™ (p. 268). In contrast, chil-
dren “who are dogmatic, . .. and think m ... sharp -
chotomous terms, are more likely to be prejudiced and act
in discriminatory ways” (Bernes, 1988, p. 270),
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Do Bystanders Participate in Harassment?

Students who become the harassers because of another's
race or ethnicity do not act in a vacuum. These incidents
of harassment occur in public places and are viewed by
other students as well. Those who watch and are silent
hecome partners in the act of harassment. This group, i.c,
those who stand by in silence and watch, may be equally
responsikle,

Although there is considerable research on
bystanders to publicly committed violent crimes, the by-
stander issue is not addressed in the literature on racial/
ethnic harassment in schools. However, for public acts of
harassment in schools, there can be no doubt that by-
standers exist and by their very inaction support acts of
took at
what the research on bystander theory offers anu . ether
it has relevance to the issue of racial/ethnic harassment in

harassment. Thus, it seems worthwhile to take »

schools.

In studying the unresponsive narure of by-
standers to emergency situations, Latane and Darley
(1974) found that when people witness acts that are con-
sidered unacceptable, they are less likely to take a role in
stopping the negative acts if there are more than one or
two other bystanders. In fact, the larger the group, the
less likely uny one individual is to intervene. They suggest
that the presence of others may influence individual by-
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standers. Furthermore, if the bystanders share some social
bond (c.g., they belong to the same ctub or team), that
social relationship may also influence individuals to act
against their own intuition to intervene. Bystanders will
look to their peers; if they show no visible disdain for the
antisocial act of harassment, the hystander is less likely to
intervenc.

What Does the Student Who is Harassed Feel?

Once again, the research on students who are the victims
of racial/ethnic harassment is very minimal. However,
because bias and prejudize have direct links to racism, an
examination of research done in this area is worthwhile.
A study of minority students and their families is very re-
vealing. Alchough the study does not deal specifically
with acts of racial/ethnic harassment, what the students
reported as going on in their classrooms and schools is all
part of the larger picture—the picture in which acts of
harassment in lunch rooms, hallways during passing time,
and on the school yard go unnoticed and unreporeed.
Murray and Ciark (1990) found clear evi-
dence that minority students who are the victims of ha-
rassment are affected in ways that interfere with their abil-
ity to obrain the same educational opportunities as their
white counterparts. In their study, they identified cight
patterns of racism, the first four of which the minority
children themselves perceived as being most detrimental
to their well-being in the classroom. Much of what these
students identified could casily conrribure to an atmo-
sphere that would tolerate or igmote acts of harassment
and as such deserve some serious attention. They are:
1. Hostile and insensitive acts. Racial slurs, name call-
ing, assaults and physical violence, and graffiti as well as
vandalism perpetrated by their peers left minority students
with high levels of stress, @ reduction in their attention
spans, a reduction in their ability to concentrate in class,
and a loss of their sense of well-being.
2. Bias in the use of harsh sanctions. Minority st. Jents
saw “justice” being unfairly meted out in their schools.
One seventh grader reported that black students get de-
tention, while white students only receive warnings for
their mishbehavior. A fifth grader reported that whenever
a white student initiates a fight vwath a black student, both
Jo get suspended; however, when the instigator of the
tight is black, usually only the minority child is suspended.
3. Bius in giving attention to students. Those inter-
viewed were very aware of differential treatment toward
students on the part of teachers, Students were also able
to verhalize differences in who was publicly encouraged,
praised, and helped.

, R 14
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4. Bias in selection of curriculum materials. The chil-
dren casily identified instances in which their culture and
people did not appear in their school materials at all or
were misrepresented. Many of those interviewed said they
were tired of being portrayed in the texthooks as having
been badly treated. Often times they expressed embarrass-
ment at the portrayal of their race in history books.

The remaining four patterns of racism were
not pereeived by the children interviewed to be as signifi-
cant as the preceding four; however, these factors also im-
pact on the children’s access to equal educational oppor-
tunities.

5. Inequality in amount of instruction. Children spoke
of classrooms where minority students were not given
challenging work or were allowed to mishehave and thus
were deprived of learning in an environment that de-
manded everyone's participation and attention.

6. Bius in attitudes toward students. Bias in attitudes
was perceived to be directed at minority students from
both their teachers and peers. Teachers were seen to de-
mand more academically from students whom they per-
ceived to be capable based solely on beliefs about their
nersonalities, motivation, or intellectual capacities. How-
ever, when minority students were academically success-
ful, their peers made public comments that amounted to
accusations of teacher favoritism. Often times their social
and academic skills were helittled or they were considered
to be something other than who they really were. Com-
ments such as “You're not like those other Blacks” were
not uncommon (Murray & Clark, 1988, p. 23).

7. Failure to hire racial minority teachers and other
school personnel at all levels. It was obvious through
what students said that they were aware that members of
their racial/ethnic groups were not visible to all levels of
school staff and administration.

8. Denidl of racist actions. Students acknowledged thar
hen racial incidents were reported, they were often met
with comments such as, “It's an isolated incident,” or,
“Don't make a mountain out of a molehill.”

These eight tactors offer some very clear di-
rections for anvone concerned about creating school cli-
mates that are free of the risk of racial/ethnic hatassment.

Conclusion

There is general consensus within the research on racial/
¢thnic harassment that coincides with many of the recom-
mendations that have heen put forth regarding sexual ha-
rassment. Much of thie research has shaped the develop-
ment of successtul programs for training students and
adults i schools on how to reduce prejudice and aces of
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discrimination, harassment, and vio-
lence.

Children who are vic-
tims of racial/ethnic harassment are
not unlike their peers who have been
victimized by sexual harassment in that
theyhavelearned nottoreportit. The B
subtle message that they have under-
stood is that if you report it, nothing
will happen, and, in fact, things could
getworse foryou. The good news inall
of this, however, is twofold.  First,
knowing that harassment exists and §
understandiny the tactors that con- §
tribute to it are essential to taking J
steps to climinate the potential for
racially/ethnically hostile environ-
ments. Second, while a study by the
Anti-Defamation League and the University of Cali-
fornia (Sonnenschein, 1988) reveals a rather depressing
picture of the beginnings of bias and prejudice, the study also
concluded that because young children have not finished
their development, there is still time to reverse the false
stereatypes they have formed about other people. 1 is not
too late to engage the young in self awareness and in ways
that will allow them to change their attitudes about other
people.  As educators and adules concerned with equal
educational opportunities for all children, we are in astrong
position to do something about it.

Ironically, it is the diversity in our people
that brings out the richness in our society. The intended
outcome of school desegregation was to unite our society
racially so that children would be able to fearn free of bias
and prejudice. James Banks applauds desegregation as
bringing “the opportunity for harmony™ but warns that it
also has “the potennial for more conflict unless there are
interventions to improve understanding and tolerance
among students” (O'Neil, 1993). The down side of this
coming together is that, by creating schools that are more
diverse but atlowing our communities in which we live to
continue to he segregated, we inadvertently create places
where bias and prejudice learned outside of school will
grow if feft unchecked and unchallenged.

There are a number of actions that can he
implemented at the school level in order to promote posi-
tive learning environments for all students. (See the pro-
grams deseribed by Marta Larson and Tasha Lebow else-
where mn this publication tor specific recommendations.)
Perhaps most important, teachers and students need first

to be aware of their own hiases. What stercotypes do we

Programs for Educational Opportunity

hold and what generalizations do we
make about others based on their
group membership? Awareness is a
first and essential step before we can
move forward in this very sensitive
area of interpersonal relations.

None of us can escape holding bi-
ases, but we can become aware of

them, learn to examine them criti-
cally, and begin to control nur ac-
tions so that they are not driven by
bias and prejudice.

It should be rhe goal of every
educational institution to assure not
only thart their schools are free from
bias and prejudice, but thar they
take an active role in working to-

Manlyn Nolt, Souder: 2, PA

ward eradicating it in our society,
“Because the knowledge of the tools of reducing prejudice
is available and awaits our use, we can make significant
inroads on the problem by acting on it” (Pate, 1988, p.
289). Thus, if there could be any good news about the
had news of harassment in our sociery, it is the real possi-
hility of eliminating it. We can do it!

References

Altport, G.W. (1938). The Nature of Prejudice. NY: Doubleday.

Byrnes, Deborah AL (1988, April/May). “Children and Preju-
dice.” Social Educarion, 52(4):267-271.

Latane, Bibb, & Darley, John M. (1970). The Unresponsive By-
stander: Why Doesn'’t He Help? NY: Appleton-Century Crofts.

Murray, Carolyn B., & Clark, Regimald M. (1990, June). “Tar-
gets of Racism.™ The Amenican School Board Jotonal,
177(6):22-24.

National Educaton Longitudinal Studtes 1988 (NELS:88); First
Follote-up 1990 (Tenth Graders). (1990). Washington, DC:
Oftice of Educational Research and fmprovement, U.S, De
partment of Education.

O'Neil, John. {1993, May). “A New Generation Contronts
Racism.™ Educational Leadership, 50:60-63.

Pate, Glenn S, (1988, April/May). “Rescarch on Reducing
Prejudice.” Social Education, 52(4):287-289.

Pettigrew, Thomas F.uetal. (1980). Prejudice. Cambridge, MA:
The Belknap Press of Harvard University Press.

Pettgrew, Thonas F. (1981). “The Mental Healrh Impact.™ In
B. 1. Bowser and R. G Hune (Eds.). Impact of Racism on
Whie Amencans. Beverly Hitls, CA: Sage, pp. 97118,

Sonnenschem, Frances M. (1988, April/May). “Countering
Prejudiced Beliefs and Behaviors: The Role of the Socul Stud-
1es Professional.™ Sociad Education, 52(4):264-266.

Stover, Pel (1990, June). “The New Racsm” The Amenam
School Board Journal, 177(0):14-15.

_1 4

University of Michigan School of Education

Eguus Codlition, Vohiae 1V, Number 1, Spring 1996, Abolishing Harassment




Q

ERIC

Aruitoxt provided by Eic:

Manhn Nudt Soudertm PA

Ethnic Harassment Is Hurtful and Illegal

by Norma Buarquet

M.-\.\'Y oF Us were taught when we were vouag thae
name calling, bullying, and making fun of people
are not acceptable behaviors. Both children and adults
can be hurt by this form of psychological terrorion which
tadav we call harassment.

Harasment can be motivated by differences
i race and ethnicity as welb as pender. We know that
harassment hurts, but we seem to have made it OK m our

.

saciety to make fun of others who don't belone to “our

group.

Ethnic Harassment Occurs Far Too Often
Erhnic harasment {s more common than we realize.
Even thoueh it s neeanive and hurtful, we seem to mine-
mize its mmportance with comments such as “les only o
oke™ or "We are not hurting anvone mn speatfic,” or we
turn the rables on those who object and ask: “Where s
vour sense of humor™

Telling jokes is one of the most insdious
wivs i which people are harassed. We hear jokes v the
workpliace and at socal functions that insult women (e,
the dumb blond, mother m-laws, grandmothers, ¢te) and
people whose ethinicity or race s eaaby identifable.
Poles, Arabs Thgpanics, Amencan Indims, Atrican
Americans, and Jews are among the groups that are the
constant target ot Jokes. Yet seldom do people openly
object when these pokes are beme told.

1
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The medin also contribute to this problem.
Women continue to he stercotyped in commercials and
television programs as shallow, incompetent, and laugh-
able. Women are also characterized as cither dumb, sex
svmbols who have nothing to ofter except “being pretey”
or as helpless moms who sperd their entire day whining
and cleaning house.

Ethnic and racial minorities, on the other
hand, are portraved as one-dimensional erinumals or ter-
rorists and are made o objects of fear, humor, or ndi-
cule. Carroons and some of the most popular Disnev -
movies made especially for children, such as " Aladdin®
and the “Lion King,™ are titled with <exist, racist, and eth-

Ethnic harassment has
its roots in issues of
power and oppression.

nocentric messages which nest parents lon't even recog-
nize, let done discuss with cheir children.

We know that ethnie harasament has s
roots 1 sues of power and oppression. The imbalance of
power aned privilese myour society allows some people 1o
have a talse sense of supertority based on saperticial ind
often rrarntonal Dictors suddy s skin color, phvaical charac-
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teristics, language usage, gender, and sociveconomic sta-
tus. These factors make other people more recognizable
as members of a group and therefore a clearer target tor
harassment and hate crimes.

With few exceptions most groups have been
the target of ethnic harassment in this country at one
time or another. Almost every ethnic group that has im-
migrated to this country, as well as the American Indians
who lived in this tand before the invasion by Europeans,
has heen subjected to ethnic stereatypes, put downs, and
hostility. For example, terms such as “paddy wagon™ and
“hooligan” were derogatory terms used to demean the

Irish. “The only good Indian is a dead Indian” is another

phrase which has been used to degrade American Indians.

So, whether you are Irish, Polish, German, Arabic, lral-
fan, Mexican, Puerto Rican, Jewish or Vietnamese, you
probably have experienced the pain of being ridiculed by
members of other groups.

Yer, some members of those groups which
have experienced harassment and discrimination in the
past have either forgotten that history or have internal-
ized their own oppression and, in turn, have hecome the
oppressors of more recent immigrants who are stitl so-
cially, politically, and economically outside of the main-
stream of society.

Riucial/ethnic intolerance seems to thrive on
apereeived pecking order with regards to social class,
However, ethnie/racial harassment and hate crimes can
also occur among: groups of similar social status who come
from different racial, ethnic, or retigious backerounds.
Conflicts between Hispanics and African Americans, Af-
rican Americans and Koreans, and berween Croatians
and Serbs in this country are only a few examples of this
serious problem.

Unfortunately, because we live in a highly
segregated saciety, we also suffer from culrural isolation
and lack of exposure to people whose culture, language,
religion, or race are different from our own. Thus, as the
adult role models in our society, we are raising children
who often use ethnic slurs, jokes, and other put downs
when dealing with children different from themscelves. In
namny sectors of our society the ethnic and racial lines are
as accentuated as they were rwenty years ago,

The business sectar has only recently begun
to deal with issues of diversity such as sexual harssment
and cross-cuttural commumication because these issues
have cansed conflicr in the workplace, npedimg produn
tvity. Inthe past 15 vears we have attempted to label
and detine sexual and ethnie/ractal harassment in order
to chminate this destructive behavior,
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Harassment Is Unwelcome

In normal human interaction, people give cach other
feedback regarding communication and what is welcome
orunwelcome. When mdividuals disregard this feedback
and ignore the other person’s request to stop unwelcome
communication, the result is harassment.

We suffer from cultural isolation and
lack of exposure to people whose
culture, language, religion, or race are
different from our own.

In many cases the harasser is in a position of
power or influence and uses (Lot position to gain greater
control over the person who is in a vulnerable position.
We must be aware of any imbalance of power existing
hetween the two persons involved in order to assess issues
of control and intimidation and their effect on the person
being harassed.

Harassment can also manifest itselt as a less
hlatant “hostile environment” where there appears to be
no specific victim or victimizer. Bob Croninger describes
this form of harassment in his article in this issue.

Ethnic Harassment Is Against the Law
The U.S. Equal Employment Opportunity Commissicn
and the Office for Civil Rights (OCR) in the U.S. De-
partment of Education are responsible for developing
anti-harassment policy guidelines and for enforcing the
laws against sexual and racial and ethnic harassment.
Guidelines to deal with sexual harassment

were established first. The Equal Employment Opportu-
nity Commission published a definition of sexual hariss-
ment in 1980, Since then judicial decisions have at-
tempted to give more specificity to the guidelines, but the
following original definition is still current:

Unwelcome sexual advances, requests for sexual tavors,

and other verbal or phvacal conduct of a sexual nature
constitate seaudl harassment when:

) subnussion to such conduct s made eithier exphatly or
miphcithv aterm or condion ot an individual’s employ -
ment;

BY subnussion to o repection of such conduct by an ndse
vidual s used as the Basis tor conplovinent decisions aftect-
e such mdividuatl;

1,

Uiversity of Michigan School of Education

Equits Codlition, Volume IV, Number 1, Spring 1996, Abolishie Harassment




¢) such conduct has the purpose or effect of substantially
interfering with an individual's work performance or creat-
ing an intimidating, hostile, or offensive working environ-
ment (U.S. Equal Employment Opportunity Commission,
1980, Nov. 10).

In 1981, the Office for Civil Rights of the U.S. De-
partment of Education developed a shorter working defi-
nition of sexual harassment:

Sexual harassment consists of verbal or physical conduct of
a sexual nature, imposed on the basis of sex, by an em-
ployee or agent of a recipient that denies, limits, provides
different or conditions of aid, benefits, services or treat-
ment protected under Title IX (internal memorandum
from the director for litigation, enforcement, and policy
services, Office for Civil Rights, to regional civil rights
directors, dated August 31, 1981, p. 2).

In 1993 the Proposed Rules of the U.S.
Equal Employment Opportunity Commission spelled out
a definition of harassment that included race and
ethnicity as well as gender and other human differences:

... [V]erbal or physical conduct that denigrates or shows
hostility or aversion toward an individual because of his/
her race, color, religion, gender, national origin, age, or
disability (U.S. Equal Employment Opportunity Commis-
sion, 1993, Oct. 1).

In 1994, OCR extended its definition and
guidelines of harassment which had been exclusive to
gender were expanded to include all protected groups.
The investigative guidelines under Title V1 of the Civil
Rights Act of 1964 for investigating issues of racial {ceth-
nic) incidents and harassment affecting students in edu-
cational institutions stated that:

Title VI of the Civil Rights Act of 1964 . .. prohibits dis-
crimimation on the basis of race, color, or national origin
in any program or activity receiving Federal financial assis-
tance (p. 114438).

Although the word “race™ is used throughout the docu-
ment, it is clearly stated in a footnote that:

For the sake of sunplicity and claniey, the term race’ shall
be used throughout this guidance to refer 1o all torms of
Jdiscrimination prohibited by title VI, ie., rice, color, and
national origin (p. 11448, Footnote 2).

Furthermore, the procedures under Title VI state that:

.. INJo individual may be exchided from partcpation m, he
dented the henefits of . or otherwise be subjected o discrimma-
tem on the ground of race, color, or national origin under
any program or activity that recerves Federal funds. Ra-
cially hased conduct that has such an eftect and that con-
sists of different treatment of stadents on the basis of race by
recipients’ agents or employees, actmy within the scope of
therr official duties, violates titke V9E i addition the esist
ence of a ractally hostile environment that 1s created, en-
couraged, accepted, tolerated or lett uncorrected by a re-
aaptent also constitutes different treatment on the basis of
race in violaton of ttle V1 (p. 11445, cimphaas added).

Schools which are recipients of federal funding risk the
loss of that funding if they do not comply with these pro-
cedures.

Harassment Hurts Student Achievement
Student performance in school can be adversely affected
when harassment of any kind is present. In fact, if the
behavior is persistent or threatening enough, students
may drop out of school or even attempt suicide to avoid
the pain and humiliation. This is why we must insist that
our schools be free of all types of harassment.

Schools are usvally uncomfortable
with the issue of harassment.

Educational institutions should play a sig-
nificant role in the process of eliminating all types of ha-
rassment, vet schools are usually uncomfortable with the
issue of harassment and are unprepared to stop it. Other
articles in this issue are intended to help schools develop
policies and procedures to deal with all forms of harass-
ment and to offer models and programs which will help
ensure that our schools are free of all types of harassment.

Desegregation Assistance Centers, such as
the Programs for Educational Qpportunity, can help you
plan and implement prejudice reduction and anti-harass-
ment workshops for students, staff and the community. If
necessary, parents of students or student advocates can
call the Office for Civil Rights, U.S. Department of Edu-
cation, and request that an investigation be conducted
into incidences of harassment.

As individuals we must also begin by raising
the level of awareness among our family, friends, and co-
workers regarding the different types of harassment, how
1t manifests itself, its devastating consequences, and 1ts
legal consequences. And above all, as parents, we niust
instill in our children, by word and by example, that ha-
rassment is no laughing matter.
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Checklist and Survey

Is Harassment a Problem in Your School?

by Marta Larson

THIS ASSESSMENT has two parrs: a checklist and a sur-
vey. The checklist is intended to help school per-
sonnel assess their school or district’s effort to prevent
harassment from occurring. The survey is intended to
help school personnel assess the level of harassment actu-
ally occurring in their building. The survey does nort ask
the actual number of harassment events that occur tat
rather assesses general swareness of harassment events.
The checklist and survey can be used separately or
together. They apply to harassment of both students and
staff. You may want to include a definition of harassment
(sce page 14-16) when circulating these materials, along
with an explanation of how the results will be used and
reassurance that individual responses will be kept
confidential. The checklist and survey are updated
versions of my checklist and survey originz1ty published in

Title IX Line, Vol. IV, No. 1, Fall, 1983, by our office.

Checklist:
What Has Been Done to Prevent

Harassment in Your School?
Check each action that has been taken in your school
or district, count the number of check marks, and turn o
“Scoring the Checklist” to see how your district rates.

1. Do you have a specific policy against harassment
and a written code of conduct that publicizes it?

__ Do you have such a policy?

__ Dwes the policy address sexual, racialfethnic, sexual
orientation, and differently-abled harassment?

__ Daes the policy contain the minimum clements of a
definition, procedures, sanctions, and prescribed method
for notifying people?

__ Isthere a procedure to inform new employees and new
students of the policy?

__ Isthere any reference to harassment in the student

disciphine code?

__ Daoes the student handbook contain policy language
regarding harassment!?

— Daces the employee handbook contain policy
langiage regarding harassment?

Programs for Educational Opportuniy
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__ Do union contracts and affirmative action plans for
the district contain policy language regarding harassment?

__ Are student job training work sites notified of the
harassment policy?

__ Are vendors and salespersons visiting the district
apprised of the policy?

2. Do you have a grievance procedure to handle
complaints about harassment and to monitor its
effectiveness? (This may or may not be the same as
other grievance procedures.)

__ Do you have a grievance procedure for harassment?

__ Duoes the grievance procedure provide an opportunity
for informal consultation and, where appropriate, informal
resolution before moving into formal procedures’

__ Does the grievance procedure provide for impartial
investigation that includes fact finding, careful review,
due process, and opportunity for appeal?

__ Does the grievance procedure include an appropriate
remedy based on the severity of offense and institutional

corrective action where there is a finding of harassment?

__ Has information about this procedure heen
disseminated to emplovees and students:

__ Isasimilar grievance procedure written into any union
contracts!?

__ Has this procedure been disseminated to vendors
and salespersons visiting the districe?

3. Are you prepared to receive and respond to
complaints?

__ Isthere at least one complaint manager in every
butlding in the district, including non-instructional sites
such as the bus garage or district administration
building?

__ Arc there complaint managers of both genders, and 1
the group balanced by ethnicity, race, and linguistic
group!

__ Doall students and staff know the name and location
of at least two complaint managers?

1y
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__ Are those wishing to file a complaint allowed to go to
any complaint manager they feel comfortable with, rather
than being required to see the one in their building?

__ Have the complaint managers and investigators
received regular yearly training?

__ Do the complaint managers meet on a regular basis to
engage 1 group problem solving and to identify their
needs for further training and support’

__ Are the complaint managers given released time from
their regular duties to attend to complaint management
and recotd keeping tasks?

__ Do the complaint managers have access to training
and legal advice regarding the proper processing of
complaints and potential legal liability?

__ Do administrators work cooperatively with complaint
managers, i.e., are sanctions and remedies actually
applied?

__ Does the administration and school board receive
regular statistical reports by building and district regarding
the number and type of formal and informal complaints
filed and their disposition?

4. Do you foster an atmosphere of prevention by sensi-
tizing students and staff to the issue of harassment?
Does the definition of harassment make it clear that
sexual, racial/ethnic, sexual orientation, and differently-
abled harassment are included?

__ Does the district mission statement reflect a commit-
ment to mutual respeet for all people?

__ Has there been a training program for district admini-
strators in the past two years!

__ Has there been a training program for districe employ-
ces including job training supervisors in the past twao

yearns!

__ Has there been a training program for studenis in the
past two years?
— Dostaff members model the use of appropriate lan-

puage ad behavior at all tines?

__ Are pamphlets and/for posters advising students and
employees about the nature of harassment and its legal

__ Is information about preventing harassment and what
to do if it occurs a routine part of the K-12 curriculum?

__ Do staff members promptly intervene in situations
where they observe harassment?

__ s offensive graffiti that violates the harassment policy
promptly removed?

__ Do student leaders take an active role in the effort to
prevent harassment!

_ Have events where harassment flourishes, such as “flip
up” deys and pep rally cross-dressing skits, been
eliminated?

__ Have past inuiderts of harassment been resolved fairly
and appropriately?

__ Do students and staff members feel comfortable ralking
openly about harassing incidents, problematic areas, and
attitudes?

5. Have you reached out to populations of students
known to be particularly vulnerable to harassment?

__ Have support groups been established for students
enrolled in vocational or academic classes that are
nontraditional for their gender, race, or ethnicity?

__ Are students who drop vaocational or academic classes
that are nontraditional for their gender, race, or ethnicity
routinely surveyed to establish the reason for dropping and
to determine whether harassment played any role in their
decision?

__ Are student placement work sites routinely visited and

evaluated for freedom frem harassient?

ScORING THE CHECKLIST
37-44 pomnts:

slanned and determuined eftort to ehinnate harassment.

Your district has obvioushy embarked tpon awell

2736 points: Ahhough vour district has many good ponts s
efforts to prevent harasment, there are stll a few areas where -
provements should be made. Locane the pomts on the checkling than
vou didn’t cheek off, and consider how you can improve the situation

n those areas.

17-35 points: While vou are muking some efforts o prevent ba-
rissinent i vour district, you need tosapplement that ettore m many
arcas. Consider admmistenng the surves to determine the level ot ha-
rasstent i vour district, and wse the resalts of the aurves 1o begin

wWenty g areas to concentrate on.

C-16 pamts: Your distriar shoukd exarmine this issue trom the
implications casily found around the school? standpormnt of Tepal hability,. Ases distret palicies and work toward
e awareness of the prollem witlun the district, Set speatic dead
__ Huasaschool-wide conference or speakout been held 1o Tmes tor completing cach phuse of the ettort. Consider asking for s
sensitize the schoal community to the issue of harassment? setanee fronan outside aenes sucas the Proztams tor Educational
Opportunity.
P
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Survey:
[s Harassment a Problem
in Your Building?
by Marta Larson

Please answer these questions as best you .

1. Do you know of instances of harassment that have
happened in your building?

. yes no.

If yes, what kind of harassment was it? (Check all that
apply):

sexual racialfethnic

sexual orientation A differently abled
If yes, was the harassment between:
students/students students/staff
_ stafffstaff
How many instances have you heard of in the past year!
one __wwotofive

SiX or more

2. Do you know of students who have dropped a class
or had their grades affected because of harassment?
yes no

How many instances have you heard of in the past year?

one two to five __six or more

3. Do you know of staff members who were denied
promotions, were fired, or who quit because someone
harassed them?

yes no

How many instances have you heard of in the past year?
one two to five six or more

4. In cases of harassment that you know about, what
did the victim do? (check all that apply)

ienored it

complained 1o school authorities

told harasser to stop

_ complained to someone outside the sehoaol

. went along with it

Programs tor Educational Opportunity
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5. What happened in cases of harassment which you
know were reported to school authorities? (Check all
that apply)

the charge was found to be true
nothing happened
the charge «-as found to be falsc
the charge is sriil being processed
action was taken against the harasser
do not know wh it happened

action was taken against the victim

6. In cases of harassment which you know of, if the
victim did nothing, why do you think she/he did
nothing? (Check all that apply)

did not know what to do

did not want to hurt the harasser
didn’t think it was necessary to report
was too embarrassed

didn't think anything would be done
didn't know it was against policy

was afraid the harasser would get even

thought it would make him/her uncomtortable
with her/him in the building

7. How widespread do you think harassment is in this
building?
it pacs on all the time
it only happens ro a few people
__ ithappens taa fair number of people
it Jdoesn't happen
Please check the categories that best apply to yous
___ temale

nale

Your racefethnicity?

Main language vou speak?

Arc vou student staft member other!

(It other, please speaity )
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On Preventing Harassment:
Tips for Parents and Community Members

Marta Larson

M ANY ADULTS can think back to their youth and re
call incidents of racial, ethnic and/or sexual harass-
ment. They can sometimes remember ways in which
adults tried to help, but in many cases they were “on their
own™ in dealing with these incidents. Unfortunately,
many adults do not realize how painful harassment can be.
Sometimes they are noc fully aware of their own power to
do something abour it. They may rationalize that they
lived through it and children will just have to do the
same, or they may feel that they do not have the skills
and/or knowledge to cause changes in the system.

This article explores strategies to prevent
harassment and to help children who experience it. The
strategies represent a wide variety of appro{nches, ranging
from highly individual to community-wide, for parents
and community members at all levels of skill and self-con-
fidence.

- Examine Your Own Behavior

Get to know people who are from other cultures or who
speak a language different from your own. This is particu-
farly important for those who live where all or many of the
other people are very similar to themselves. It is human
nature to seek similarity, s0 we must push oursehves to find
opportunities to interaci in meaningful and positive ways
with athers who are different from ourselves. Both adules
and children can look for ways to do this. Be sure that
this effort goes beyond cating in ethnic restaurants or at-
tending ethnic festivals to include meaningful contact
with people from other cultures and language groups.

Refuse to participate in, or kaugh at, biased
jokes and innuendoes. The day of the dirty joke or ethni-
cally biased/racist joke is gone, and many work places
have begun to recognize that such jokes make some groups
of people feel uncomfortable. I you tell these jokes or
faugh at them, vou are contributing to an uncomfortable
atmosphere. Even if yvou are a member of the group being
instted, you cannot be sure that everyone listenimg is en-
joying the “humor.”

Speak up in the victm's defense when you
witness others harassing someone. All too often we watch
as someone says or does somethimge that makes us wonder
i 1t doesn’t make the victim uncomtortable. Being a i

lent witness may atlow the harasser to believe thar others

42
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agree with what is occurring. We must each get involved
in these situations, either to confront the harassment di-
rectly or to deflect the interaction away from the victim.
If someonce comes to you and describes a harassment situa-
tion, do not press them to "laugh it off* or “ty not o let it
hother” them. Support the victims in their effores to stop
the harassment.

Demonstrate bias-tree behavior by using all-
inchusive, nonsexist language. Many of us grew up using
words that indicared that certain (most) jobs were as-
staned to be held by males, or that suggested that the en-
tire world was white, Christian, cte. It can be alifelong
ctiort to recognize and remove this from our language, but
it 1 well worth while,

Refuse toaceept harassment toward vourselt,
particularly when children are present. They need to see
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others who demonstrate appropriate methods for stopping
unacceptable behavior. Ignoring harassing behavior rarely
causes the harasser to cease; it encourages the continua-
tion of the behavior.

Work with Your Children

Begin at preschool age to teach your children about simi-
larities and differences between people, and help them to
appreciate diversity. Create an environment at home that
contrasts with gender and culturally biased messages of the
wider society. Choose books, dolls, toys. wall decorations.
TV programs. and music that reflect diverse images that
children may not see in their immediate community. We
should make sure that all children have these experiences
that prepare them to interact appropriately with others as
adults.

Do not make stereotype-hased assumptions
about your child’s skills, interests, or abilities, and do not
allow others to do so. Discuss stereotypes with your child
so they can recognize them. If you find your child point-
ing out stereotypes that you express, you are on the right
track. Support your child’s efforts.

Teach your children that they are worthy of
making choices and decisions by allowing them plenty of
safe opportunities tc make choices and learn from their
mistakes. Help them to study the choices they make, and
the results of their choices, whether the outcome is good
or bad. Teach your children problem-so'+ing skills, so
that they can cope with the results of their choices and
decisions, and so that they can decide what strategies to
use if they experience harassment.

Talk with your children about harassment
and what they can do if it happens to them. Provide
plenty of chances to practice methods for stopping harass-
ment. Be sure that your child knows who at the school is
responsible for protecting them from harassment (usually
called a complaint manager) and how to make a com-
plaint. Teach your children to tell you about harassment
when it happens, so you can help. Read stories about ha-
rassment with your children and try to figure out together
what the person could have done to stop the harassment.

If your children experience harassment, help
them to do something about it. Do not allow it to be
“swept under the rug.” Depending upon your child’s age
and maturity, either talk with the person designated as
complaint manager yourself, go with your child when they
talk to the complaint manager, or have your child tell you
about the visit to the complainr manager if they wish to
go alone. If necessary, find another adult to help you deal
with the situation calmly and effectively.

Investigate the School’s Prevention Efforts

Check to see that the school has a policy on harassment,
make sure that all needed components (found elsewhere
in this newsletter) are included, and verify that the
method for filing a complaint is clear. Check to see that
the harassment policy is clearly stated in staff and student
handbooks.

Request a copy of the school’s plan for pre-
venting harassment. Check the plan to assure that the
Jistrict has measures for prevention as well s efforts to
handle complaints. Verify that the school’s prevention
efforts are sincere by checking to see that the elements of
the plan have been carried out.

Look around the school buildings for signs
that notifv staff and students that harassment is prohib-
ited. Be sure that the signs include the names and loca-
tions of the complaint managers. Do a small survey by
asking students if they know the policy on harassment and
who to talk to if they have a complaint.

Check the school discipline policy *o see
that harassment is included as a prohibited behavior, and
determine whether penalties for confirmed harassment are
adequate and comparable to penalties for similarly serious
behavior. Ask abot* how many studerits have been
charged with harassment, and what heppened to those
found to be guilty.

Check to see that all school personnel have
received training in harassment preveation and know
their responsibilities if they receive a complaint or observe
harassment taking place. Ask about how the school plans
to be sure that new employees receive the same informa-
tion.

Ask to see curriculum materials that teach
students about harassment. Check to be sure that the
school policy is included. See that the materials cover tiie
definition of harassment, steps to follow if a student is ha-
rassed, discussion of the difference between harassment
and flirting, information about student rights, and practice
exercises to help students feel comfortable in responding
to and reporting harassment.

Watch for potentially offensive signs, skits,
posters, actions, etc., in school-sponsored events such as
pep rallies, student newspapers, spirit week, and parent
newsletters. Some examples include exaggerating and
mocking physical attributes of any group, satire that is
cruel, and racial or sexual slurs. These things should be
brought to the attention of the school administration. Do
this in a calm, nonthreatening manner, but follow up on it
if the offensive materials or actions are not corrected.

23
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Help the School in Prevention Efforts

Volunteer to serve on committees that work toward creat-
ing a harassment-free environment. Help recruit others.
Ask the school to provide the committee with a written
charge so that the mission is clear. Obtain training in ha-
rassment prevention for the entire committee before it
tegins to make plans for the school.

Provide students with materials like Tune In
to Your Rights (Morris et al., 1985). Contact -outh groups
in the community, and volunteer to work w th small
groups of students to help them learn about harassment
and what they can do to prevent it.

Volunteer to help administer a survey to
learn about what types of harassment are occurring in the
school or district. Present the results of the survey at a
school board meeting.

Encourage the high school newspaper to
write articles about harassment incidents and harassment
prevention. You may need to give them some sample ar-
ticles or ideas from other places first; then stand back and
let them do the writing.

Volunteer to help a teacher to work with
students on peer training in harassment prevention. Help
them to develop realistic goals for their activities, and en-
courage them to consider how they can reach out to all
segments of the student population.

Organize a group of parents and community
members who will personally contact school board members
about preventing harassment in the schools. If board mem-
bersdonot hear from community members, they may believe
that the community is not concemed about harassment and
ignore the prcblem or downgrade its importance.

Encourage the School to
Work with the Community

Arrange for school representatives to make presentations to
the PTO/PTA, civic groups, and church groups about harass-
ment and how the schools are trying to prevent it. Urge the
district to communicate with parents about harassment
prevention. Offer to write or gain permission to reprint
articles of parent interest. Offer to organize parent groups to
receive training on the subject from the school staff.

The more parents participate in schoo! activi-
ties, the more likely it is that the quality of the school
environment will improve. In the case of rreventing harass-
ment, this is extremely true, Parents and community mem-
bers can cause a lot of change in the school climate simply by
pressing the school to address this single issue.
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Complaint Investigation: The Basics

by Marta Larson

TH!S ARTICLE provides basic information tor com-
plaint managers on methods for investigating com-
plaints. There is no intent or pretense that the reader of
this article will become a skilled complaint investigator.
However, this article provides an outline of needed skills
and a discussion of investigative techniques pertaining to
all kinds of harassment encountered in school, particu-
larly harassment that may be a violation of civil rights, a
criminal offense, or a serious violation of the school’s be-
havior code. Further information is available in the refer-
ence materials listed at the end of this article.

Complaint Investigator
Role and Responsibilities

The complaint investigator is usually a district adminis-
trator, but if not, must at least be quasi-administrative.
The complaint investigator should have full authority to
consult the district's legal counsel and to review reports,
files, confidential documents, and any other needed mate-
rials. The investigator should report directly to the supet-
intendent on harassment complaints, regardless of who is
designated as her/his official supervisor. The investigator
must also be completely independent in the conduct of
the investigation to avoid suspicion of a biased result.

The investigator must be knowledgeable.
The complaint investigator should have written materials
to assist her/him in investigating cases and receive train-
ing in investigation techniques. Shefhe should especially
know the content of the district harassment policy, re-
lated state and/or federal laws, procedures for investigat-
ing cases, due process issues, methods for minimizing dis-
trict legal liability, and requirements of the Freedom of
Infortnation Act. The complaint investigator should also
know how to protect her/himself against charges of defa-
mation, malicious interference with employment, and
invasion of privacy charges arising from the investigation.

The investigator must be culturally sensi-
tive. “If the complainant [or alleged harasser] is someone
whose background might include culturally different ideas
about t ching others, the proper amount of physical
space hetween individuals in the woskplace, eye contacr,
or other aspects of physical relationships between relative
strangers . . .[the investigator should] learn what baseline
assumptions or ideas play a part” (Wagner, 1992, p. 54,
emphasis added).

The investigator must also be sure she/he is communicat-
ing with the complainant, alleged harasser, and witnesses
effectively. If there is a communication difficulty due to
language differences, lack of speech, or developmental dis-
abilities, an interpreter who is a neutral party and not a
family member should be utilized.

The investigator should use a developmen-
tally as well as culturally appropriate approach. When
interviewing children, it is especially important to avoid
leading them to make statements. This is similar to con-
cerns encountered by those investigating child abuse
cases. Additionally, when interviewing students, the in-
vestigator should give them more time at the onset to be-
come comfortable, so that they are able to tell their story
as freely as possible.

The investigator is a neutral fact-finder.
The investigator must keep her/his opinions private, even
when hearing details of alleged behavior that are person-
aliy repugnant or seemingly unbelievable. Expressions of
distaste or disbelief cause the appearance of prejudice and
shouid be avoided. This can be particularly difficult when
interviewing distraught persons where there is a strong
urge to be sympathetic, The investigator should be sensi-
tive without expressing conclusions and maintain a clear
presumption of the accused harasser’s innocence, balanced
with concern for the alleged victim.

The investigator must make a complete and
careful investigation. A complete investigation identifies
instances of harassment, protects the district from being
sued over incidents they should have known about, inter-
cepts false charges, protects the district from liability for
erroneous discipline, reduces or eliminates the amount of
any damages that may be obtained by the complainant,
protects possible future victims, and retains local control
by avoiding court ordered remedies. The investigator
must realize rhat a court appearance may result from the
complaint investigation process and be prepared to testify
regarding the preparation, objectivity, and thoroughness
of the investigation.

It is not necessary to receive a formal com-
plaint. The investigator must investigate all complaints.
Even if a fearful complainant requests that the district not
investigate, or is unwilling to file a formal complaint, the
courts have found that districts are responsible for know-
ir§ about harassment through effective utilization of their
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complaint procedures and have held them responsible.
Fiowever, this responsibility should not he
used to elevate a relatively minor situation to the full
investigation level if the problem can be solved by a simple
intervention. Forexample, the
compiaint manager can go and
look at graffiti in a rest room,
determine whether it is offen-
sive, and if so, have it promptly
removed. In this specific situa-

tion, it is not necessary to open
afile and investigate, although
the situation should be moni-
tored.

When a com-
plaint is brought to the com-
plaint manager’s attention, she/ §
he should first attempt to re- B
solve it at the informal level. It}
is often better for the person |
who receives the complaint to §§
pursue the possibilities of infor- [l
mal resolution. If the problem il
can not be resolved by informal |
means, it can be referred to a |
different person to investigate
thz complaint.

In complaints
related to students, the inves-
tigator must determine

of the criminal case.

Many times the complainant (and/or wit-
nesses) will request assurances of confidentiality as they
provide information about the case. The investigator

should inform ali parties that

g to the extent possible their
privacy will be protected, but
§ they should also be informed
that there is no way to con-
duct an investigation without
interviewing the accused
3 party or parties and witnesses.

The investigator has a
responsibility to assure confi-
dentiality in areas that she/
® he can control. This in-
| cludes not disclosing facts
about the investigation to
others, warning those inter-
&l viewed against discussing the
B case with others, keeping

B8 records of the investigation in
locked files, and limiting in-
formation dissemination to
those who absolutely must

N receive it. This is even more
. ll urgent when the investigator
B considers the necessity of pro-
' "';. tecting her/himself against
charges of defamation by the

whether there could be a vio-
lation of child welfare laws. If the complaint is regarding
any incident that must be reported to the police, that
report should be made immediately and the investigation
placed on hold. In that case, the complaint mariager
should monitor the situation to ascertain whether the al-
leged harassment continues or escalates to a point requir-
ing immediate intervention. If that should occur, the
complaint manager should consult the district’s legal
counsel regarding how to proceed.

It is important to conduct an investigation
of all allegations, whether or not there is a criminal case
being developed on the same situation. A criminal case
does not relieve the district of the responsibility for con-
ducting an internal investigation and determining
whether there is probable cause for any district discipline.
It may be that the completed internal investigation will be
sealed until the criminal case is concluded so that there is
no danger of prejudicing the results of the criminal case.
Discipline may then be rendered following the cornpletion

Mariyn Nok, Sowderion, PA
accused harasser.

The complainant and witnesses should
also be protected by district policy against retribution
from accused harassers or their supporters. The investiga-
tor has the duty to inform them of this and to monitor the
situation during and following the investigation.

Key Steps in Conducting an Investigation

Complaint investigations should be done both promptly
and thoroughly. The investigator should begin within a
very few days after learning of a harassment situation and
should finish with as much speed as possible, usually
within a few weeks.

The investigator should plan all interviews
carefully. She/he should prepare a list of detailed ques-
tions designed to gain information that might prove or
disprove the complaint. The investigator should never
attempt to rely on memory. She/he should avoid wasted
time by determining in advance cxactly what information
is wanted from each person being interviewed. The inves-
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tigator should be prepared for answers that lead into an-
other angle of inquiry by predicting what the possible an-
swers may he and planning how to pursae those issues,
For further ideas on planning interviews, investigators
may refer to the sample list of questions in Wagner (1992,
pp. 133-138).

Review the complainant’s statement. Try
to determine the basis for the complaint and gain an un-
derstanding of the issues presented (Pearman & Lebraro,
1984, p. 7). Keep notes regarding questions that arise
when reviewing the statement so that they can be pursued
during the investigation.

The complainant should be interviewed
first to clarify the details of the complaint. As a part of
the interview, the complainant should be informed about
the process that the investigation will follow. This in-
cludes the complainant’s legal rights, what the investiga-
tor will do, what will happen and when, the content and
process of the investization, and who will determine rem-
edies following the investigation. Additionally, the inves-
tigator should ascertain whether the complainant has any
immediate needs, such as fear, that might need to be ad-
dressed at once.

While maintaining a businesslike manner,
the mvestigator should treat the complainant consider-
ately and respectfully. The complainant should be en-
couraged to be as §pcciﬁc as possible in clarifying his or
her statement including names, dates, frequency, places,
and specific behavior (what happened. the complainant’s
response, and the outcome) along with the names and lo-
cation of any witness(es). The investigator should make
careful notes during the interview, both of questions that
she/he asks, as well as the complainant’s responses. A
thorough written version of what is alleged to have hap-
pened, based on the interview with the complainant,
should be prepared and signed by the complainant and
placed ni the file. This list of allegations will later form
the outline for part of the investigator's report.

An important part of the investigation is de-
termining the effect of the harassment on the victim.
The investigator should document whether the harass-
ment is alleged to have had any negative « (fect on the
complainant’s job or academic performance, or whether
the harassment is alleged to have created a hostile ¢hi-
mate.

The investigator should identify as specifi-
cally us possible the part or paris of the district policy or
stateffederal law that are alleged to have been violated.
All interviews and efforts to obtain evidence should be

aimed at proving whether the specified policy or law has
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been violared.

Assemble an investigative file and keep it in
a secured location. The file should be organized so that
anyone opening it could determine the main issues in-
volved in the cave and the history of the investigation.
Even while the investigation is underway, the file should
be maintained so that if necessary another person could
assist with or even assume responsibility tor the investiga-
tion. The file can also serve as a memory device, enabling
the investigator to ensure that no aspect of the investiga-
tion has been overlooked.

The investigator should keep a time line of
what happened as part of the process. This “helps sct
the events in the sequence in v hich they occurred. You
can analyze this time line in terms of what was happening
in the workplace at the same time, looking at the hig pic-
ture for possible motivating factors or triggering events”
(Wagner, 1992, p. 52). Testimony of witnesses can he
added to the time line as they are interviewed, adding a
rich level of detail about what acrually occurred.

Define and further plan the investigation.
Tl.e plan for the investigation should include the determi-
nation of “arho the alleged harassers were, when and
where the incident took place, what was s2id or done by
the parties, whether the incident was isolated or part of @
continuing practice, the reaction of the complainant, how
the complainant was effected, whether anyone else wit-
nessed the incident, whether the complainant has talked
to anyone else about the incident, whether there is any
documentation of the incident, and whether the com-
plainant has knowledge of any other target of harassment”
(Lindemann & Kadue, 1992, p. 163, emphasis added).

The investigator should limit the scope of
inquiry. Identify and exclude issues which are not dis-
pured and/or have already heen investigated. Screen out
issues which are not relevant to district policy. Winnow
the complaint down to the tightest possible list of issues
for investigation.

It is helpful to prepare a step-by-step list of
the investigation plan and check off cach step as com-
pleted. This list should contain the names of all witnesses
to be interviewed, as well as a list of all documentary evi-
dence to be collected. Be sure to include everyone who
may have information, especially the alleged harasser.
Do not make the mistake of stopping the investigation
once several witnesses or documents have been located
that appear to whstantiate or refute the allegations. This
is especially true for the alleged harasser. as not interview-
ing this person could later be regarded as a weak point in

tluén%c\t igation.
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The list of witnesses may be supplemented
during the course of the investigation as various inter-
views provide leads to other useful information or persons
to intersiew. Similarly, the list of documentary evidence
may grow as witnesses are interviewed.

Gather supporting documents and evi-
dence. Often, it is prudent to gather these documents
quickly before there is an opportunity for them to he re-
moved from the files. The investigator should consider
making unannounced visits to offices or other sites to ob-
tain copics of documents. Another approach is fo request
that witnesses bring certain documents with them when
they come to be interviewed, without revealing the pur-
pose for the request. Some documentary sources of evi-
dence include petsonnel file(s), student file(s), perfor-
mance evaluations, and discipline records.

Visit the site where the harassment is al-
leged to have taken place. Sometimes such a visit can
reveal specific information that tends to support or raise
doubts regarding the allegations, such as physical layouts
that would conceal actions from potential witnesses or
make certain actions less likely to have occurred because
there is no place for them to take place without witnesses.
Okccasionally, it can be determined that a specific action is
physically possible or impossible based on site characteris-
tics.

Conduct interviews. When interviewing
the alleged harasser, begin by briefing them on the process
that the investigation will follow. Avoid using the term
harassment to describe the complaint, but tell him/her
that “a serious matter has been raised ., that [she/| he has
heen connected to it, and that it involves unwelcome he-
havior on his[/her] part” (Wagner, 1992, p. 69). Itis also
a good idea to be sure that the alleged harasser under-
stands that the ultimate aim of the investigation is to “end
the illegal or inappropriate activity, if there is any, and
take preventive measures to see that it does not recur”
{Wagner, 1992, p. 70).

The investigator should be prepared to brief
the alleged harasser on his or her due process rights.

The alleged harasser should be advised that the investiga-
tion will be conducted in a neutral manner, cautioned re-
garding confidentiality, and warned against engaging in or
organizing retaliation. The allegations should be re-
viewed with the alleged harasser, and hcrfhis version of
the events should be elicited in the same detail re-
quested of the complainant. Asscrtions that the com-
plainant had a motive to lie or that the conduct was wel-

come should be explored, and available documentation
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should be secured. After the interview has heen com-
pleted, a signed, written statement detailing all events
that took place related to the alleged harassment incident
should be prepared and signed by the alleged harasser and
placed in the file.

If anyone who is to be interviewed wishes
to have another party inciuding a union representative
or legal counsel present, this must be allowed. The rep-
resentative should not be a family member unless the per-
son heing interviewed is a minor. The role of the repre-
sentative is NOT to speak for the person being inter-
viewed, and they should not be allowed to interfere with
questions that the investigator is certain are proper. How-
ever, legal zounsel may advise the person heing inter-
viewed no' to respond to some questions, and there is
little the irvestigator can do at that moment to compel a
response to those questions. If there is a disagreement on
whether a question is proper, note that down and fight it
out later (Gregg, 1992 and 1993) after consulting the
district’s legal counsel.

Elicit a description of what happened from
the perspective of the complainant or alleged victim, al-
leged harasser, and witnesses. Whenever possible, infor-
mation obtained in interviews should be substantiated by
documentary evidence. As each person is interviewed, try
to fill in chronological gaps in the time line, clarify con-
tlicting statements, examine inconsistencies in various
witness statements, and clarify conflicts with information
in documentary evidence. Tursue the facts upon which
voiced opinions are based. 1f o person has difficulty re-
membering things, ask questions designed to refresh her or
his memory such as “Was it before or after Spring Break "

Witnesses can substantiate evidence, provide
contradictory evidence, substantiate allegations, lead to
other witnesses, direct you to other data, explain docu-
ments and other data, explain policic s and procedures,
and connect between policies and actual practice. Wit-
nesses can include anyone who may have seen the alleged
harassment occur andfor anyone who claims to have re-
ceived the same treatment from the atleged harasser. Re-
liable witness information is firsthand knowledge, not
something that someone else told them, unless witnesses
are verifying that the complainant told them about the
situation, which is a type of evidence.

It is important to realize that not all wit-
nesses will want to be interviewed. 1If the initial contact
is on the telephone, it is sometimes necessary to conduct
the interview immediately, particularly if the witness

seenis reluctant, 1f aninterview reveals that a witness may
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also be a perpetrator, stop the interview and review their
due process rights. Do not use group interviews, as ¢ach
person’s testimony will taint the other's recollecnions. Af-
ter each interview s completed, a signed, written state-
ment detailing their testimony regarding all events that
took place related to the alteged harassment icident
should he prepared and signed by the wirness and placed
in the file.

Once a prelmmary round of interviews has
taken place and documentary evidence has been perused,
other questions or documents often come to mmd, and the
investigator should follow up on these in a systematic man-
ner. Many experts recommend re-interviewing the com-
plainant, the alleged harasser, and witnesses whase testi-
mony is countered by other tes-

timony or documentary evi-
dence. Lindemann and Kadue
(1992) suggest that,

All parties should have a full
opportunity to rebut adverse
statements. The investigator
shoutd consider shanng tenta-
tive determinations about the
truth of a harasment claim
with the alleged harasser in a
final interview (p. 166, ¢m-
phasts added),

Thismay facilitate the retrieval -
of additional information that
might help to complete the in-

vestigation.

The investigator §
must be certain that the inves-
tigation is complete. The in-
vestigator must he sure that evi- Gl
dence has notbeen overlooked
and that all witnesses are inter-
viewed.  The investigation
should not be stopped until all
useful information has been ex-
plored, even where it tends to
duplicate ather information al-
ready obtained. However, this
duty to conduct a complete investigation should not be
allowed todelay the prompt completion of the invesdgation.

Reaching a Conclusion

Analyze the information. Compare the

facts and circumstances of the case with the definition of

harassment on a point-by-point basis, noting any areas
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where questions remain unanswered. This analv<s pro-
cess can actually hegin very early in the investigation,
with facts and information obtained during the investiga-
tion fitted inro the outline hike picces into a puzzle.

The versions of what happened are often
different, so the investigator must decide which have
more credence. Ohjective proof of the charges, such as
the testimony of wirnesses, is the most persuasive. Unfor-
tunately, objective proof of harassment is rarely available.
It is also necessary to determuine whether any of the state-
ments obtained could be false and whether any of those
making statements have any motivation to be untruchtul.

Caretul ¢onsideration should be given to
cases where it is the complainan:’s word against the al-

leged harasser’s word. The

investigator must determine
to what extent the alleged
conduct is likely to have oc-
curred and whether it fits
the district’s definition of ha-
rassment. The investigator
should be aware that the
courts have heen deciding

‘

many cases on the “reasonahle
person” standard, ruling that
behavior that 1s considered
offensive by a reasonahle per-
son of the same sex, age, cul-
tural group, ctc., will he con-
sidered harassment.

A« the investigation
nears completion, it is a good
idea ro confer with the
district’s legal counsel.

Counsel should he shown alt

of the documents generated,

including. . . mterview notes,
. osigned statements, and. .

. records or other ducuments

pertinent to the situation”
(Wagner, 1992, p. 90-91).

N

(Y o
W A
At )r"f

The investigator and legal
counsel must both be satis-
fied that they have arrived ut a defensible recommenda-
tion for action and have a plan for addressing problematic

Marhsn Nod, Sewadert e 1A

issues that arise, espectally of it is possible that the perpe-
tracor will be fired or expelled from school.

If the investigator absolutely cannot ascer-
tain who is telling the truth, and no documentation can
be discovered, it may be necessary to end the investiga-

[4
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tion with no conclusion, cducate all involved regarding
the district policy, and monitor the situation to see if fur-
ther problems arise.

Prepare and submit the investigator’s re-
port of findings. The report should contain an executive
summary section that summarizes the determination,
findings, and information contained in the case file. This
section should be as brief as is practicable, but it should he
written clearly enough so that the reader does not have
any questions that are left unaddressed.

Foltowing the executive summary, the find-
ings should be listed and discussed individually. Each
allegation must be listed in this section along with a find-
ing, conclusion, and all evidence that is available to sup-
port the conclusion. Each time a finding refers to docu-
mentary evidence, the item of evidence must be clearly
referenced in the report, and copies of all documentary
evidence should be included in the appendix to the re-
port.

Another section of the report should in-
clude anything that is found that is not harassment but
is inappropriate. This might include student disciplinary
actions, personnel actions, supervisory practices, manage-
ment decision making, and other actions thar violate dis-
trict policy, or state or federal law. Some of these actions
may have been attempts to rectify the alleged harassment,
or they may have been well-intentianed bur incorrect be-
havior, and some may have been inappropriately morti-
vated. Whatever the reasoning in undertaking these ac-
tions, they should be listed in the report and addressed by
the propased remedies. '

The report should clearly state the
investigator’s proposed remedy or remedies if harassment
has been proven or if other inappropriate actions are
found. While the investigator is not always the person
wha sets the disciplinary action, shefhe should provide a
list of the potential courses of action for review by the ad-
ministrator whao will determine the final remedy. Care
should be taken to assure that the remedy does not inad-
vertently punish the complainant.

The report should include a written follow-
up plan as its final section to assure that no repetttion of
the harassment oceurs and that no retaliation is taken.
This follow-up plan should include regular contacts with
hoth parties. Information about the follow-up plan should
he given to both the complainant and the accused ha-
rasser, whether or not harasament is substantiated.

Once the report has been prepared, all par-
ties to the compluint, both complainunt and alleged

Programs for Educational Opportunity
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harasser(s) should be informed of the results of the in-
vestigation. In cases that end with no formal conclusion,
to avoid imy nisunderstandings it is important to be sure
that all parties understand that the complaint is neither
upheld nor dismissed.

The institution should take acticn immedi-
ately upon receiving the report of findings. If « progres-
sive discipline code is in effect, it should help to deter-
mine the appropriate disciplinary action. If disciplinary
action is found to be appropriate, the action should be
taken as soon as is possible after due process requirements
are met.

A final responsibility of the investigator is to
keep records of the complaints investigated and to pro-
vide the superintendent and school board with periodic
reports (once or twice a year) on the number and types of
complaints investigated and their disposition. This is nec-
essary even if the superintendent and board have heen
privy to some or all of the details of any of the investiga-
tions, as they should be monitoring the overall statistical
picture to determine whether adjustments are necessary in
any district policies and procedures.
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Successful Harassment

by Tasha Leho

THI- FEATH 11 that an ounce of prevention is worth
more than a pound of cure certamly applies to ha-
rassment and prejudice reduction programs in «chools. In-
struting preventon strategies insures the most effective
use of ~chool time and resources by detusimeg contlicts be-
tore they escalate o serion incidents, The educational
process i~ so intricatehy cennected to the social expertence
that efforts to improve interaction patterns of ~tati and
students greatly attect how well children learn.

Anti-harassment work must reduce prejudice
and build understanding berween diverse groups. Con-
tronting the vestiges of discrimmation, racism, sexism, and
bhias can greatly improve the school experience by reduc-
ing incidenes of violence, increasing parricipation of his-
torically under-represenred groups, and improving student
achicvement.

In our society and ameng our vouth, violence
has reached epidemic levels. Harassment is a close relative
andoftenan equal player incontemporary violence. Increas-
ing reports of hatassment m work settings, in the military,
and on college campuses require increased attention to
prevennonstategies. Employers report that more people are
now reprimanded or fired from their jobs tor interpersonal
reasons than for reasons related to work skills, Racistorsexist
insules are often components of fights and are regularly
touted ax "fighting words<.™ Violence and conflicr resolution
programs i schools develop new anti-harassment <kills
essential for voung people.
Quistandingacademic school-
mg will prove useles toa per-
~onwho can not live and work
compatibly with others.

Developing stu-
Jdents"interpersonal <killsand
tostering acceptance of athers
are hasic to student succes in
classrooms and in the wider
world, To be effective, pre-
venton strategies must be i
verse, comprehensive, coordi-
nated and infused throughout
the school expertence. What

follows 1s a basic template tor R

P o

Prevention Programs

to prevent harassment mendents. While these suggestions
are not all melusive, thev are intended to deseribe strategies
that help construct a school climare and culeure with a high

level of mutual tolerance and a reduced level of harassment.

Implement a Strong Anti-Harassment
Policy and Disseminate It Widely
The first step is to issue an emphatically worded policy
that details procedures, processes, and key personnel for
mvestigation and resolution of harassment complaints.
Policies and procedures must be communicated in clear,
concise language that is casily understood by the anticr-
pated audience. Avoid legal jareon and reword the policy
tor younger students to focus on mutual respect, courtesy,
tarness and kindness. Provide formal translations of poli-
cies for nonnative English speakers.

Thie most etfective policy will include:
o examples of harassing behaviors thar are unaceeprable;
¢ delimeation of complaint procedures, including informa-
tion tor contacting the district's complaint managers:
¢ deseriptions of possible sanctions Brought against harass-
ers for varving levels of offenses;
¢ identitication of a comphunt manager—someone who is
knowledgeable of the issues, accessible, compassionate,
and nonthreatening;
¢ dissemination methods and procedures for informme
statf, students, and parents of the policy.
A routine plan for informing
new students and craployees
of this and other crucial
policies should also be in
[‘]il(t‘.

The strongest policies
will include protection for
complainants aganst repris-
als or retaliations by accused
hariassers. While school dis-
tricts cannot entirely pre-
vent reprisals or retaliations,
they can discourage them by
Issuing strong warnings
. : : agamst them, <tating conse-

e SR ————— q quences for such belavior,

desienmgan effective program |- -

— =1 nd following through when

tomipros e~chool climateand
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Establish Zero Tolerance for Harassment
Maintain high expectations for tolerance and understand-
ing among all students and staft members. Everyone
should feel compelled to take action quickly because
“trivial” racist and sexist incidents (like telling derogatory
jokes or using offensive “playtul” teasing) wan escalate if
not contronted swiftly and strongly. Ohservers of such
incidents need to teel and act upon their own responsibil-
ity as passive participants. The role of an inactive by-
stander 1s not neutral. Inaction and silence in the pres-
ence of prejudiced comments or actions actually help le-
gitimize the behavior. Most likely the behavior then esca-
lates, making the silent bystander a contributor to the
negative pattern. These events can become useful “teach-
ahle moments” for examining archaic stercotypes, cultural

values, or biased messages not clearly understood by all.

Implement High Quality

Multicultural, Gender-Fair Education

Prejudice is the child of ignorance. Education by its very
definition should mmpart knowledge that works to defuse
prejudice and bias. When schools implement comprehen-
sive multicultural/eender-fair curriculum that recognizes
and celebrates the contributions of ull cultural groups, stu-
denes” understanding and appreciation—both of their per-
sonal history and of our collective American experience——
are greatly enhanced. This understanding leads to higher
levels of tolerance and respect by huilding an accurate,
mclusive picture of who we are as a society.

But some “multicultural™ programs can actu-
ally work against this goal. To build real undersianding of
cultural similanties and differences a contextual frame-
work about the complex and universal nature of culture
must be in place. Regardless of how engaging they may
seem, trivial or token multicultural activities that are not
connected to a larger contexe present incomplete and dis-
torted representations of cultural groups. This “tourist
approach”™ to multicultural education and activities
counters the goal of multicultural understanding, as Louise
Derman-Sparks explains in the Anti-Bias Croviculum
(1989). 1t can reduce rich and complex culeures to singu-
lar events, cratts, or customs and emphasize the “other-
ness" of the group being studied.

Both process and content must he addressed
to produce quality multcultural programs. Admittedly,
the content of multiculeural education is substantial. Es-
tablishing a contextual framework for the events, activi-
ties, and stories of multicultural education is worth the
investment in planning as it greatly improves the meaning
and learning potenttal. The work of Derman-Sparks

30

(1989), Sonia Nicto (1992), Hilda Hernidnde:z (1989),
James Banks and Cherry McGee Banks (1933), and others
can help articulate the key factors that can transform a
string of disconnected though interesting activities into a
solid body of study that connects students to their own

personal identities and to the farger world.

Work to Build an Inclusive School C :iture

The school culture should demonstrate recognition of and
appreciation for all people. Some harassing behaviors ob-
served in schools mimic the humiliation of others that
children see in the media or in their communities. In-act,
in the 1994 AAUW study of sexual harassment among

. students, the most trequent response to, “Why do students

engage in sexual harassment?™ was, “It's just a part of
schoal lite; a lot of people doit.”

Institutions that maintain traditional male-
centric culture, such as the military and male-only clubs
and work sites, are more likely to have incidents of sexual
harassment. Likewise, in schools where messages about
performance, behavior, and expectation all remtoree male
Jominance, incidents of harassment towards girls are
likely to he commonplace. Similarly, schools that have
Anglo-preference/dominance are likely to experience rac-
ist incidents in which student act out the power ditferen-
tials they view as the prerogative of the powerful.

This hidden curriculum in our schools needs
constderation. Subtle messages about power hicrarchies
are internalized by even very young students. If communi-
cation and decisions move only in a top-down direction,
and if traditional gender or ethnic expectations are rigidly
maintained, expressions of hias and prejudice are more
likely among students and staff. Modeling inclusive deci-
sion-making demonstrates respect for dissenting points of
view and fosters similar respect i student inreractions.

Help Students Develop Communication Skills

Breaking historic patterns of mistreatment and disrespect
supports universal goals of quality education. Educators
strive to help students think critically and develop strong,
communication skills. These skills should alleviate their
need to fall back on archaic stereotypes and prejudice.
Coupled with assertiveness skills, communication skills
improve students’ abilities to speak up when harassment is
threatened, or to intervene ina harassing incident. A
confident, strong individual is much less likely to be o ha-
rasser, and if harassed, is less likelv to teel Tasting negative
eftects trom the medent.,

Prevention « trategies must fulfill our respon-
sibility to those students wno are most likely to be the tar-
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UNTIL THE LIONS HAVE
THEIR HISTORIANS, TALES
OF HUNTING WILL ALWAYS
GLORIFY THE HUNTER.

7

An African Proverb
IANE = [7HE

gets of harassment. We must work to strengthen cheir self
coneept and provide them with an arsenal of skills for
their own self prorection. Helping students of color, girls,

NE

<

and students with disabilities develop a strong sense of
themselves that celebrates their heritage and personal
identity will help them deflect the negative messages sent
by society and some individuals. Empowering them with
knowledge of their rights and avenues of recourse, such as
civil rights law and other vehicles for mediation of com-
plaints, are essential for their self defense. Because ¢ 1-
tural variables imipact so strongly on communication style
and content, pregram designers should be attentive to the
cuttural relevance of such program components to ensure
greatest ceffectiveness.

Establish In-Depth Diversity Programs
Diversity programs can support staff members who are
studying diversity content and working through the com-
plex personal and professional issues. The most effective
definition of diversity is one that is the most inclusive.
There is a place for everyone within the framework of di-
versity awareness, as all people have cultural identities.
Defining the benefits of diversity awareness so that every-
one is included can disarm much initial hesitation to em-
brace the issues. The overall goal of any diversity aware-
ness program is to build the perspective and knowledge
that will help individuals celebrate the many ways we are
similar, and to successfully negotiate the ways we are dif-
ferent. Difference must no longer he perceived as “less
than” or "worse than.” Learning to suspend the auto-
matie, often unconscious biases and value judgments re-
lated 1o difference thar haant many of us is one of the
most critical, but most challenging pieces of building di-
VEISITY awareness,

Essential to this goal is developing an effec-

.
K
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tive process for ongamg dialogue berween individuals and
groups. Developing a climate of trust and honesty and a
new, common language and process is essential for coming
to terms with diversity issues and our own binses. We can
all benefit from a nonthreatening, trusting environment
in which to ask questions, reveal personal issues, and talk
through complex personal and professional questions.
Long-term, small study groups, task forces, or diversity
reams of interestcd and concerned staft members are, in
the long run, more effective than mandatory, one-shot
programs. A diversity study group can become a valuable
sounding board for staff members 10 examine local school
issues, to share questions and to brainstorm possible solu-
tions. lt can provide a safe place to address local or per-
sonal questions relating to diversity. Such groups often
develop effective strategic ~ that are recognized by the
wider population as progressing in a favorable direction.
Orther staff members often will turn to such a group for
assistance and leadership once it is recognized as a force
for positive professional and personal growth.

[t 1 important, though, that all staft mem-
bers receive information on diversity issues. The message
must be broadcast to all staff members, including part-time
paraprofessionals, parents, and commun. ¢y members. In-
fusing diversity awareness into broad agendas with regular-
ity is more effective that one focused program. Reinfore-
ing this message by fostering opportunities for individuals
to become involved with voluntary, organized groups or
activities will produce the optimum outcome.

Involve Student Leaders in Developing
Diversity Programs for Students

Student leadership can have the twofold outcome of help-
ing iadividuals develop their own understanding and
knowledge and helping to identify problems and strategics
that will work with the general student population. Stu-
dent leaders have a natural sense of how to communicate
controversial messages to their peers. I, for example, stu-
dent leaders reword anti-harassment policies into plain,
age-appropriate language for dissemination, it is likely to
be communicated more effectively to the student body.
Student audiences are more likely to embrace a message
that comes from sincerely involved and committed peers.
Inviting key student leaders to participate in
diversity progrums can strengthen the message and help ward
off potential problems. Athletic events—and other inter-
scholastic competitions—that bring students into conract
with teams from other communities, are also, unfortunately,
patentral occasions for harassment or expressions of preju-

dice. Involvingstudents who participate inathletics, debate,
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and other competinive activities
diversity programs can help prevent
such undestrable mteractions. In-
valvingstudentswhoare popularand
strong influences on therr peers and
who are potental role models can
also contribute to the overall pro-
gram.

Closely Monitor

Potential Trouble Spots
Thehistoryof harassment complaints,
lawsuits, and other kinds of griev-
ances offers usetul guidance tor iden-
utying potential trouble spots in
schoals. Here are a few examples of |
spots to watch.

When students who
dropoutof noneraditional vacational
oradvanced mathand science courses
are asked about the reason for withdrawing, they frequently
report negative cliss climate and student harassment as the
causes. We are still in an era where courses that have been
traditionally disproportionate by race, ethnicity or gender
are potential sources of harassmenr for those proneering
stidents orstaff memberswhointegrare them. Hosulity may
he extremely subtle or frightenmely forcetul. Teachers and
program designers in these arcas have a legal and moral
re ponsihility toprotect students from madents of exclision
and expressions of prejudice. Instructonal strategies that

emphasize teamwork and mininuze student competition can
greatly improve classroom dynamices. Ageressive recruiting
programs to interest more nontraditional students can in-
crease therr participation, so that individual students are no
as vulnerable. Organizing support groups of proneering
students {even when they are participating i radically
difterent programs) can reduce therr teehngs of isolation and
canact as usetul sounding-boards for them as thev develop
coping ~kills tor nontraditional settines.

Oftten, attempts at humor or hehthearied
“fun” can result m paintul, preventable medents of prepu-
dice or harassment. What mught be defined as “uminten-
tonal harassment™ can oceur typrcally in student <kats,
satires, Aptil Fool's Day publications, and other humorous
attempts that may try to mock gender or ethnic stereo-
tvpes, individuals, or events, These “jokes™ can result n
mtense msnlt, pam and complunt for members of the tar
geted group. These behaviors detract from school chimate,
especially for those groups targeted m joking attacks, Cer-
tarnly there  stll room for fun and humor i schaool hite,

Programes for Educational Opportunty
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but 1t is critical for everyone to un-
derstand that humor often has
very personal reference pomt. The
intent of the prankster might be
harmless, but the impact of the
message on the tareet person or
group must reniun m tocus, Jokes
that ridicule a group, or are tunny ar
somegne’s Pers nal UNPCNse Mildsy
not he tolerated. School officials
are wise to closely monitor (ind
intervenc when necessary) toavand
potentually oftensive expressions.
Because many students now
participate in work-study and
school-to-waork programs, the po-
tential for oft-campus harassment is
alsoa reality. As schools are often

more diverse than many work <ree,

Marthn Nodt S wderen PA

students of color, girls, students
with diabilities, nonnative Enelish speakers, and others
who are perceived as “ditferent™ are likely to find them-
selves in job placements that are predominantly white and
rale and that mav be less tolerant than the school envi-
ronment. Schools must accept their responahility tor ex-
tendimg their prevention effores into job or work-see
placement settings. Potential placement sites and joh
mentors should be routinely informed of the school's ex-
pectation that students will be treated protessionally.
Placement otfice personnel are wise toask if diversity
awareness progranis and anti-harassment policies are m
place in potential work sites. Students must be informed
of thewr night to harassment-free work experiences and
should learn the emplovment laws that protect them from
such mcidents. This knowledoe will also serve them well
in their adult lives,

Provide Opportunities for Students Who Are
Different from Each Other to Interact
Direct, positive experience with someone perceived as
different can effectively disasemible stercatypes and preju-
dice. Cooperative learmmg and inclusive, interactive m-
struction improve student mreraction. Schools that have
worked to reduce tracking <o stdents of heterogencons
backgrounds and abilities cim iteract report posttive new
relantonships among students wath hutle previous contact.
In homogencous communities, 1t s necessary
to develop external hinkages to broaden students expert-
ences with those who are different. White amiple ex-

change programs, pen-pal relationshps, or computer con-
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terences with “different™ schools may help, there is a po-
tential danger that short-term, unfocused contacts can
have the revense effect and actually promote existing
prejudices. When studenr interactions are centered on
mutual, concrete goals that present opportunities for com-
plex interactions (for example, completing a community
service project together), these contacts can have pro-
found, positive eftects by reducing prejudices, building ap-
preciation of others, and producing lasting friendships.

Establish Dispute Resolution Programs to
Intervene before Problems Escalate

As asociety, we have failed to model and teach peacetul
resolution of disagreements, a skill expected in any cul-
ture. The epidemic of conflict and violence in schools
parallels the frightening escalation of violence in our soci-
ety. Programs that build the self-esteem, probMem solving,
and communication skills described above can have sig-
nificant impact on defusing potentially dangerous situa-
tions. In addition to these skills, effective dispute resolu-
tion programs teach contlice resolution techniques, They
build understanding of interpersonal contlict by develop-
ing alternative forms of expression and techniques for
peaceful resolution of differences. Specific curriculum
madels with age-appropriate strands for all grades are in-
creasingly availahle.

Many schools have raken further action to
diminish student-to-student contlices by implementing
programs that train peer mediators. The peer mediators
are recopnized student leaders who have the interpersonal
skills and the “take-action sryle™ to help arguing students
come to mutually agreed-upon solutions before the dispute
escalates to violence. When selecting student mediators,
it is not necessary to recruit only : tudents who demon-
strate such skills. The training wi | greatly develop these
skills. Selection criteria should seck to balance the team
to represent all groups in the school, including race,
cthnicity, gender, ete. Involving nontraditional student
leaders such as peer-group teaders who are members of ma-
jor student cliques or subgroups can strengthen the
program’s effectiveness.

The student mediators receive in-depth
training in effective communication skills and mediation
strategics, and they have opportunities to work closely
with staff members. Because racist or prejudiced speech
and actions frequently occur in student disputes, such pro-
grams are wise to give peer mediators specific training re-
lated to prejudice, harassment, racism, and sexism. Such
programs have the dual henetits of reducing the numbers

of violent incidents in schools while building outstanding
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interpersonal <kills and leadership potential of the student
mediators. Students who have direct experience in the
peacetul resolution of contlict through thoughetul, cre-

ative problem solving have developed lifetimie skills.

Involve Parents and Community Leaders in
School Harassment Policy and Process

Schools can not doicall. Achieving real diversiey aware-
ness and tolerance is a lifetime project that involves all of
us working together. Fortunately, most work places, com-
munities, and the popular media have recently embraced
goals of building cross-culrural awareness and understand-
ing. Partnership projects between schools and civie and
community groups are now increasing, and the potential
rCturns are most promising,

Because prejudice is learned. schools must
sometimes confront intolerant student attitudes and be-
haviors that are reinforced at home. Schools have the
power to estahlish rules and expectations for hehavior that
may be in conflict with those set at home. Parallel to chis
is every school’s need to set no-fighting rules when some
children are taught at home to hit back if hit. Most
schools have found wavs to successtully communicate
their policy and expecrar-ons to families. That process
can he very instructive in helping us do the same about
anti-harassment policies and expectations.,

Through community partnerships in diver-
sity awareness programs, schools can help cducate for het-
ter understanding and reinforee expectations of a higher
standard of behavior. Developing communiry-hased
groups that include civic leaders, clergy, business leaders.,
educators, and social service agencies, is the most effective
demonstration of full community involvement. Getting
local media attention for diversity events and issues always

helps build awareness, interest, and additional support.
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Recommenced Resources for

Abolishing Harassment

by Eleanor Limnand Ted Wilsem

M;m\ excellent resources are crted elsewhere m this
publicavion. Materals listed here are our selection,
taking nto conaderation the needs and preferences of

administrators, teachers, and a wide vanety of studentes.

For Your Own Understanding

Arello, Barbara. (1955, *The Kids on the Block and Atutade
Change: A Ten-Year Perspectiv e, i Attinedes Towcard Per-

v wath Disabilies. Harold E. Yuker, EJ New York:
Springer, pp. 223229,

Klucarch  buelligenee Report - A project of the Southern Tov

ertv Law Center, P.OL Rox 348, Monteomeny, AL 36101
Rimonthly report of racial, cthnie, and religion-related hate
violence. Many mcidents involve teens and children.

Linn, Eleanor, Nan D, Stem, and Jackic Youne, with Saundra

Davis. (1992). “Batter Lessons tor All: Sexual Harassment

Schools, ™ in Sexainey and the Cromicichon: The Poliies and

Practces of Sexuahes Education. James T. Sears (EdLY. New

York: Teachers College Press, Columbia University.

National Counctl for Rescarch on Women. (1993, Sexual Ha-
rassment Research and Resorrees. New York: NCRW' tele-
rhone: (212) 27405210 FAX: (212) 274-0821.

Paludi, Michele AL, and Richard Barickman, (1991}, Academic
and Workplace Sexual Harassment: A Manal of Rovneees. Al
banv: Stare Unnversiey of New York Press,

Sears, James T (1992), "Educators, Homosexuahits, and Home-
sexual Students: Are Persomal Feelings Relaced to Protes-
stonal BelietsI™ i Commeg Out of the Classroom Closet: Ga
and Leshum Students, Teachers. and Crortenit, Karen M.
Harbeck EJd. New York: Harrineton Park Press.

Mosr educators belhieve thev have positive attitudes about
homosexuality, but prejudice, wnorance. and tear keep them
from providing the support that students need ina hostile en-
vironnient.

Administering an Effective Program

Bodinger-de Uriarte, Cristing, with Anthenv R. Sancha.
(1991, Hate Crime. A Sonreehook for Schools Confromome Bre-
oy, Harassment, Vandalism, and Violence. Los Alanutos, CA:
Southwest Regronal Laboratory. Distnibuted by Research for
Better Schools, 444 N 3rd St Pluladelphia, PA 19123 wele-
rhone. (215) 5749300, Price: $18.95.

Hillesheun-Setz, Pam, Krstin Long, Fred Toum. Fvee Unlke,
and Cindv Vaughn, (1994). "Be a Spore”™. What Yo Need o
Know abont Sexual Harassment, Menomonmie, W Univerats
at Wisconsin—-Stout Vocational Equuty Leadershup Project.

Handbook for a halt-dav workshop on sexual harasment
spectally desiened for coaches,

Lewas, John FLoand Hastines, Susan G (1994), Soad Hlavass
ment ox Edacann. 2nd ediems Topeka Natenal Oreaniza-

Programs tor Educational Opportunity

tron on Legal Problems of Education: telephone: (913) 273
G RFAN. (1 ZTRI0L

A Tpace legal review of statutes, cases.and aritena, with a
Frict sample pedies and procedures document.

[rice: 32193 for nonmembers.

MeGrath, Marv Joo (1993) Seanad Harassmene: Moz the
Risk. Santa Rarkara, CA: MceGrath Svstems.

Set of three videotapes, investigator’s handbook, newsletter,
and other matenials tor administrators, teachers, and students.
Telephone: (300 733-163x Price: 3758

Olweus, Dan (1993, Budbma at School. What W Know and

What We Cem Do Oxford (UKY and Cambridee, MA:
Blackwell.

Reparts on successtul comprehensive efforts to eradicare
Fullving i Scandmayia and Encland.

snnth, Peter Kioand David Thompson, Eds. (1991 Pracuead

Appraaches oo Bullmg. London: David Fulton Publishers.

Sneed, Mare, and Ko Woodraf. (1994). Sexual Harassment: The

Complete Grade for Admpustrators. Arhinaton, VA American
Association of School Admnistrators,

Thompsen Publishing Group, Sandler, Bemiee Ro Contributor.
(1994 Educator’s Guade o Controllme Sexuwal Harassment.
Washmgton, DX Thompson Publishing Group, Inc., 1725 K
Street, N Teh Floor, Washimgton, X 200065 telephone:
1-500.677-3709. Piices 32537 with monthly updates on recent
cases and chanees in the law.

ks, Gerald (EJLY. (1993), The Gay Teen: Educauenal Pracuce
and Theons por Leshian. Gy, and Bisexual Adolescents. New
York: Routledee.

“Ar the very least, anv ~chool sestem can .

—

Cstrongly op-
pose any epithee of hate and enact policies agamst harass-
ment,” savs the author, Vers cood chapters enaitded “Gav?
Straicht Alllances” and "Making OQuar Schooks Safe for Siies”

Student Materials — Adolescents

Rony Will Be Boys (1994, Scantle. Intermedias video (44 -
utes), Prices 3249,

Dramatization of the Dulurh (MNY case of Kane Lele's or-
Jeowith sexually offensi e grattio on the bathroom wall.
Sensitive portraval of the pam she experienced and the em-
powerment she felt as a result of pursiing htication.

Date Videnee: Leve mva Pamphin Shell (1993)0 Gireen Bav, W
Newnnt, video (3 mmutes). Price: $195; rental: 350
Senativels done video widely Tiked by teenagers that inter-
views teen victims and perpetrators and explams the evdle of
abutse, healthy relationships, and where to eo tor help.

Facme Hisens and Ourselves Program, 16 Tied Rowd, Brookline,
\‘\ C2140: Ix’lL‘Phl me. (0] 7) 3;._)-];0;

Eneaees students of diverse backgrounds in an exanunation
of racsm, prejudice. and aneesermtsn thiough studs of the
Holocaust and other examples of genoade to lom oomake
el Chorees metherr own hives.
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Harassment? Don't Take It! and Flirting or Harassment? (1993).
Santa Cruz, CA: E.T.R. Assaciates.

Multicultural, phota-cartoon pamphlets with credible char-
acters. Large orders can have organization’s name, address,
and logo printed on the pamphlet.

McGinnis, Kathleen. (no date). Educating for a Just Society. St.
Louwis, MO: The Institute for Peace and Justce.

Practical and detailed lesson plans for use in intermediate
and high school classrooms. Themes include conflicr resolu-
tion, ageism, sexism, racism, poverty, and handicappism.

McGrath, Mary Jo. (1993). Sexual Harassment: Pay Attention!
A Comprehensive Video Traiming Svstem for Our Schools. Santa
Barbara, CA: McGrath Systems.

Morris, Barbra, Jacquie Terpstra, Bob Croninger, and Eleanor
Linn. (1985). Tune In to Your Rights: A Guide for Teenagers
about Turning Off Sexual Harassment. Ann Arbor, MI: Pro-
grams for Educational Opportunity; FAX: (313) 763-2137.

Over 200,000 copies of our Z0-page hooklet have been used
successfully in schools around the world.

Sexual Harassment: It's Hurting People. (1994). Columbus, OH:

Middle Schools Association; telephone: (800) 528-NMSA;
video (20 min.). $176.

Older teenagers tell vounger teens why these behaviors are
s0 hurttul and uncool.

Stein, Nan, and Lisa Sjostrom. (1994). Flirting or Hurting?
Washington, DC: National Education Association. Order
from NEA Professional Library, P.O. Box 509, West Haven,
CT 06516-9904; telephone: (800) 229-4200.

A teacher's guide on student-to-student sexual harassment
in schools (grades 6 through 12). Six core lessons using writ-
ing and critical thinking skills with supplemental activities
and thoughtful advice on implementation.

Student Materials — Younger Children

Are You a Buddy? Harassment Prevention Poster. (1993). Mid-

Atlantic Center, 5454 Wisconsin Ave., #655, Chevy Chase,
MD 20815; telephone: (301) 657-7741; FAX: (301) 657-
8782. Price: $5.00 plus shipping and handling. Bulk order

discount available.

Easy-to-understand graphics help students compare behav-
iors of buddies and ballics.

Do we have your correct address?

Name and Title

Raskin, Barbara, and Karen Harris. (1984). More Notes from a
Different Dyummer: A Guide to Juvenile Fiction Portraving the
Disabled. New York: Bowker.

Read the sensitive and informative introduction before us-
ing any of these books with students. How books are discussed
may well be more important than their content.

Exley, Helen, Ed. (1984). What It's Like To Be Me. Cincinnati:
Friendship Press, Inc.

Written and illustrated by disabled children, about their
hopes, challenges, triumphs, and what they'd like from others.

Jenkins, Jeanne Kohl, and Pam MacDonald. (1979). Growing
U'p Equal: Activities and Resources for Parents of Young Children.
Englewood Cliffs: Prentice-Hall.

Activities to promote the full range of skills and interests
tor boys and girls. Boys are encouraged to express and develop
their nurturing, expressive skills, and girls are encouraged to
develop their physical, spatial, and exploratory sides.

Pasternak, Michael. (1979). Helping Kids Learn Muliicultreral
Concepts: A Handbhook of Strategies. Champaign, IL: Re-
search Press Co.

Developed hy teachers, includes bath short and long class
activities for building multicultural understanding, healthy
human relationships, and self-concepts.

Schneidewind, Nancy, and Ellen Davidson. (1987). Cooperative
Learning, Cooperative Lives: A Sourcebook of Learning Activities
for Building a Peaceful World. Dubuque, IA: W, C. Brown
Co.

Includes activities for appreciating the strength of self and
others, eliminating put-downs, and working together.

Stein, Nan. (In press). Bullyproof. Wellesley, MA: Wellesley
Center for Research on Women.

Curriculum for 4th and 5th grades distingu.shes teasing
from bullying to help younger students understand the precur-
sors of sexual harassment. Eleven lessons include class discus-
sions, role play, case studies, and student research and writing.

York, Stacey. (1991). Roots and Wings: Affirming Culture in
Early Childhood Programs. St. Paul, MN: Redleaf Press.

A detailed framework to help children develop sound roots
in their culture and the strength to soar beyond prejudice.
Many activities are adaptable for older students.

QOrganization

Address

Zip

Please mail or FAX rto:

Programs for Educational Opportunity

1005 School of Education
University of Michigan
Ann Arbor, Michigan 48109-1259
Phone: 313-763-9910; FAX: 313-763-2137
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Publications Available from Programs for Educational Opportunity

Back issues of Equity Coalition:
Working Together toward Equity for All Students

Parents and Schools: Partners for Equity

(O S

Building an Equitable School Culture
Bevond Tracking

Poverty and Schools

(S S

Science Education and Equity

Back issues of Breakthrough:
Equity and the Change Agent
Equity and Educational Finance
Student Discipline and Desegregation
The Challenge of At-Risk Students
Teaching Children to Be Test Wise

Back issues of Title IX Line:

Comparable Worth in School Employment

oo

Promoting Flexibility in Male Roles

The History of American Women and Work
Women in Literature: Historical Images of Work
Fostering Sex Equity in Math

Sex Equity and Vocational Education

Sexual Harassment

U oooodo

Women and Sports

Equity Codlition

for Race,Gender and National Origin Equity
Programs for Educational Opportunity
1005 School of Education

University of Michigan

Ann Arbor, Michigan 48109-1259

Phone: 313-763-9910; FAX: 313-763.2137

oo

C

o

L

oo

Books, Booklets, and Posters:
America's Hispanic Heritage ($4.00)
Hispanic Americans in the U.S.: Bibliography (54.00)
Effective Schools: Education of Black Children ($7.00)
Jump Streer: A Story of Black Music. A Secondary
Teaching Guide ($4.00)
Remember the Ladies!: A Handbook of Women in
American History ($5.00)

Tune In to Your Rights: A Guide for Teenagers about
Tuming Off Sexual Harassment ($4.00/copy)

Agarra La Onda de tus Derechos: Una guia para jévenes
de como combatir el acoso sexual, a culturally sensitive
Spanish translation of Tune In to Your Rights (34.00)

‘I'rif Hqoogak, an Arabic test-market translation of
Tune In to Your Rights ($3.00)

Women, Math and Science: A Resowrce Manual ($3.00)
A Yearbook of Holidaxs & OQbservances ($8.00)
Bibliography for Yearbook of Holidays ($4.00)

Ten Commandments for Black Educators

(laminated poster, 5-1/2" wide X 17" high)

Single copies of PEO newsletters are free. Tune In and
Agarra La Onda are available in bulk at $400/box ot 200
copies. Books and booklets are sold at the cost of printing
and mailing. Make checks payable to the University of
Michigan and send this order form to the address below:.

IIRECTOR

Address Correction Requested

NaT!L ORIG

NEW TORK

Programs tor Educational Opportunity

o
2
RS

Non-Pront
Organtziation
LS. Postage

PAID
Ann Arbor, Ml
Permt 144

000193

N DESEG ASST CNTR
(NGT FOR URBAN & WINDRITY BIUC
508 | 100 ST BOY 79

N L0O2T
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