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Land Acknowledgement

This work is taking place on and across the traditional territories of many Indigenous
nations. We recognize that gender-based violence is one form of violence caused by
colonization that is still used today to marginalize and dispossess Indigenous Peoples from
their lands and waters. We must centre this truth in our work to address gender-based
violence on campuses and in our communities. We commit to continuing to learn and take
an anti-colonial inclusive approach in all our work. One way we are honouring this
responsibility is by actively incorporating the Calls for Justice within Reclaiming Power and

Place: The Final Report of the National Inquiry into Missing and Murdered Indigenous
Women and Girls.

About Possibility Seeds

Courage to Act is a national initiative to address and prevent gender-based violence at
Canadian post-secondary institutions. It is led by Possibility Seeds, a social change
consultancy dedicated to gender justice, equity, and inclusion. We believe safe, equitable
workplaces, organizations and institutions are possible. Learn more about our work at

www.possibilityseeds.ca.

We hope this document will be a valuable resource to those seeking to address and
prevent campus gender-based violence. As this is an evolving document, it may not capture
the full complexity of the subject matter. The information provided does not constitute
legal advice, and is not intended to be prescriptive. It should be considered a supplement
to existing expertise, experience, and credentials; not a replacement for them.

We encourage readers to seek out training, education, and professional development
opportunities in relevant areas to enhance their knowledge and sustained engagement
with this work.
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Building a Protocol for Post-Secondary Institutions to Respond to Sexual Harassment and/or
Violence in Experiential Learning by Possibility Seeds is licensed under a Creative Commons
Attribution-NonCommercial-Share Alike 4.0 International License.

Possibility Seeds permits the use of this material under specific conditions: This material
can be copied and redistributed, in any medium and format, if appropriate attribution is
provided. Please credit Possibility Seeds, provide a link to the license, and indicate if
changes were made. No part of this work can be used for commercial purposes. If you
adapt or build upon the material, you may not distribute the modified material for
commercial purposes. For permission to use material from this text, please contact
Possibility Seeds at operations@possibilityseeds.ca.

00

Funding Acknowledgement:

Building a Protocol for Post-Secondary Institutions to Respond to Sexual Harassment and/or
Violence in Experiential Learning, a project by Possibility Seeds, was graciously funded by
Women and Gender Equality Canada.

Women and Gender Femmes et Egalité 141
I * Equality Canada des genres Canada Canada

B ossibilityseeds.ca 4


https://creativecommons.org/licenses/by-nc-sa/4.0/
https://creativecommons.org/licenses/by-nc-sa/4.0/
mailto:operations@possibilityseeds.ca
https://www.possibilityseeds.ca/
https://twitter.com/possibilityseed
https://www.linkedin.com/company/possibility-seeds-consulting/
https://www.instagram.com/possibilityseeds/

Table of Contents

Introduction

Part 1: Laying the Foundation

Part 2: Building Your Procedures

Part 3: Concluding Your Protocol Development
Further Learning

References

Appendix A: Draft Letter to Senior Administrators
Appendix B: Considerations for Institutional Policies

Appendix C: Expectations, Obligations, and Responsibilities for Experiential
Learning Providers and Post-Secondary Institutions

Appendix D: Email Templates

Appendix E: Questions from Possibility Seeds’ Sexual Harassment in Experiential
Learning: Employer & Experiential Learning Provider Survey

14

25

27

28

29

31

40

43

44

E ossibilityseeds.ca



https://www.possibilityseeds.ca/
https://twitter.com/possibilityseed
https://www.linkedin.com/company/possibility-seeds-consulting/
https://www.instagram.com/possibilityseeds/

Wiy \

Introduction

In 2022, Possibility Seeds launched the first national study on the issue of sexual
harassment in experiential learning in response to gaps in research and a
recognized need for support, resources and tools to address this prevalent but
often hidden issue.

As part of our Sexual Harassment in Experiential Learning Research-to-Action Project, we
conducted national surveys, interviews, and focus groups, and held consultations with
students, staff, faculty, and administrators at post-secondary institutions across Canada to
better understand people’s needs and concerns. One of the most commonly identified
needs was for post-secondary institutions to have a clear protocol and procedures for
when a student has been affected by sexual harassment and/or violence in an experiential
learning position. The following workbook was written in response to this need.

This workbook is for employees at post-secondary institutions developing institutional
protocols in the context of experiential learning. It offers a roadmap for you to build an
institutional protocol for responding when a student shares and/or you become aware that
a student has been affected by sexual harassment and/or violence in their experiential
learning position. It walks you through the key steps your institution should take with
reflective questions and tips to guide the development of what those steps will look like in
practice.

This workbook is only one tool to support you in developing an institutional protocol to
respond to sexual harassment and/or violence in experiential learning. It is not a
comprehensive guide and does not capture the full scope of supporting students affected
by sexual harassment and/or violence. We encourage you to connect with experts at your
institution and in your network, and to seek out training, education and professional
development opportunities to enhance your knowledge and sustain your engagement with
working to address sexual harassment and/or violence in experiential learning.
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This workbook:

e provides a roadmap for building out a protocol to respond to reports of sexual
harassment and violence against a student during an experiential learning
opportunity;

e offers considerations for each step of a response protocol;
e isaresource designed to guide individual and institutional responses;

e is not a checklist or comprehensive guide for building out a protocol to respond to
reports of sexual harassment and/or violence in experiential learning;

e is not a replacement for meaningful engagement in response and prevention
efforts.
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Part 1: Laying the Foundation

Before you begin building out the steps to respond to sexual harassment and/or violence in
experiential learning, it's essential to start with a clear and solid foundation. Building your
institution’s protocol should be done in collaboration with experiential learning faculty and
staff, department and faculty administrators, as well as students and sexual violence
experts at your institution. Start by assembling your protocol development team and
securing support from those in senior leadership positions. Once you have a team, you can
start to lay your foundation.

See Appendix A for a draft letter that you can use to advocate to senior leadership on the need
for an institutional protocol to respond to sexual harassment and/or violence in experiential
learning.

Step 1: Build your team

e Who are the key staff and faculty at your post-secondary institution responsible for
developing, reviewing and adopting the protocol?

| Consider including staff from your institution’s legal, human rights, sexual violence,

@ career services and experiential learning offices (where applicable). For institutions with a
de-centralized experiential learning model, you might bring together representatives
from across your institution in a working group or other representative team.

e Who are the staff and faculty responsible for implementing the steps of the
protocol?

e What are their responsibilities and where do these responsibilities come from?

Consider professional and legal responsibilities for ensuring a safe working and learning
environment or responsibilities laid out in institutional policies.
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Step 2: Understand your purpose and goals

e Why do you need a protocol to respond to reports of sexual harassment and
violence in experiential learning?

e What professional goals, values and commitments support and inform the
development of this protocol?

Look to your institution’s sexual violence policy or strategic documents that speak to
institutional commitments to address sexual harassment and violence.

e What challenges or barriers could limit this protocol from meeting the professional
goals, values and commitments you've identified?

Step 3: Start with the fundamentals
Scope & Application
e Who will this protocol apply to, and who will it not apply to?

Consider how this protocol will support:

o students participating in experiential learning opportunities;

o staff and faculty who work with students in experiential learning
opportunities;

o staff and faculty who form and maintain relationships with experiential
learning providers;

o department and faculty administrators responsible for upholding rights and
responsibilities under your institution’s governing policies, implementing
accommodations, providing student support in response to incidents of
sexual harassment and/or violence; and

o staff and faculty responsible for organizing experiential learning events and
opportunities to connect with experiential learning partners.

e In what contexts will this protocol apply, and in what contexts will it not apply?

Consider how the protocol will apply:

o inaremote or online context;
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o to experiential learning opportunities within your institution and external to
your institution; and

o to all types of experiential learning students participate in, such as co-op,
practicums, placements, service learning, field exercises, job shadowing,
informational interviews, etc.

e What are the limitations of your institution in responding to sexual harassment and
violence in experiential learning?

o Are there limitations that can be mitigated by this protocol?

o What measures are in place, or need to be implemented, at your institution
to address the limitations that cannot be addressed in this protocol?

e How will this protocol align priorities across different offices and departments?
Where do you see potential tensions between competing office and department
priorities?

Terms & Definitions

What terms will need to be defined in this protocol so that it is understood and applied
consistently?

Consider including the following:

Affected student/students: the student or studentswho have been subjected to, have
witnessed, or have otherwise been affected by sexual harassment and/or violence in their
experiential learning opportunities.

Witnessing sexual harassment and/or violence is a form of violence. It can have impacts on a
person’s psychological well-being that are similar to those experienced by people directly
subjected to sexual harassment and/or violence (Ontario Human Rights Commission, 2011).
According to the Supreme Court of Canada, it can contribute to a poisoned work environment
(Janzen v. Platy Enterprises).

Experiential learning provider: the organization, workplace or setting where students
complete their experiential learning.

Experiential learning: an engaged learning process where a student is put into close
contact with, or is under the supervision of, professionals in their field to learn by doing.
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Experiential learning includes but is not limited to: co-op, practicums, placements, service
learning, field exercises, job shadowing and informational interviewing.

This is not a comprehensive list. Ensure the definition you use in your protocol reflects all the
types of experiential learning offered at your institution.

Disclosure: when someone chooses to inform a community member from your institution
about an incident where they were affected by sexual harassment and/or violence. (See
Toronto Metropolitan University, 2021, IV.d.)

Report or complaint: a report or complaint of sexual harassment and/or violence for the
purpose of initiating a complaint resolution process/investigation on or off campus. (See
Toronto Metropolitan University, 2021, IV.j.)

Gender-based violence: “an umbrella term that includes sexual violence and other forms
of “use and abuse and control over another person” that is “perpetrated against someone
based on their gender expression, gender identity, or perceived gender” (BCFED, 2018, as
cited in Khan & Rowe, 2019, p. 10). Forms of gender-based violence include but are not
limited to: physical violence; online violence/technology-facilitated violence; sexual violence
including sexual abuse, sexual harassment, sexual assault and sexual exploitation; spiritual
abuse; financial abuse; harassment including stalking; and emotional and psychological
violence including putdowns, bullying, threats and intimidation” (Naushan et al., 2021).

Sexual violence: “any sexual act or act targeting a person’s sexuality, gender identity, or
gender expression, whether the act is physical or psychological in nature, that is
committed, threatened, or attempted against a person without the person’s consent”
(Ministry of Training, Colleges and Universities Act, 1990, s. 17(1)). Forms of sexual violence
include but are not limited to: sexual assault, sexual harassment, sexual misconduct,
stalking, technology-facilitated sexual violence, indecent exposure, voyeurism and sexual
exploitation.

Sexual harassment: any unwanted comment or behaviour against a person because of
their sex, sexual orientation, gender identity, or gender expression that makes them feel
intimidated, humiliated or offended. (See LEAF, n.d.; Government of Canada, 2023.) Sexual
harassment is about power. It can be persistent and ongoing or one serious incident. It isn't
always obvious, and it can be a pattern of more subtle boundary crossing. It can happen
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in-person or online. Anyone can be affected by sexual harassment, and students are
uniquely vulnerable to sexual harassment in their experiential learning opportunities.

@‘ There is no standard definition for sexual harassment. Definitions vary in legal, policy,
institutional and social contexts. Consult your institutional policies and applicable provincial,
territorial or federal legislation for definitions that apply in your context.

Temporary measures: non-disciplinary measures applied, for a limited period of time, to
support the safety of the student where there has been a disclosure or report of sexual
harassment and/or violence.

Step 4: Identify intersecting policies, protocols or other professional
responsibilities and obligations

e What policies and protocols are in place at your institution that may intersect with
this protocol?

@’ Consider your institution’s sexual violence, harassment and discrimination, and
experiential learning policies and protocols, where applicable.

See Appendix B for considerations to ensure that your institution’s sexual violence policy
applies to students in experiential learning opportunities and that your institution’s

experiential learning policies address sexual harassment and/or violence.

e How will this protocol align with existing policies and protocols?

e Where do you see potential tension points between existing policies and protocols
and this protocol?

e Are there policies or requirements from specific regulatory or professional bodies
that need to be considered?

e Are there any existing agreements, contracts or memoranda of understanding
(MOU) with experiential learning providers that need to be considered?

See Appendix C for examples of expectations, obligations and responsibilities that can be
% included in agreements, contracts or MOUs between your institution and experiential

learning providers.

EM@Q 12


https://www.possibilityseeds.ca/
https://twitter.com/possibilityseed
https://www.linkedin.com/company/possibility-seeds-consulting/
https://www.instagram.com/possibilityseeds/

Wy N

e What obligations do staff and faculty have around confidentiality? When do staff and
faculty have a duty to report sexual harassment and/or violence?

. | This duty may exist where the health and safety of a student or other community

@ member may be at risk, or where a student is under the age of majority in their province
or territory and may be required even if the student chooses not to report the matter
themselves. Consult with your institution’s legal, human resources or human rights office
to get clarification on confidentiality and its limits in instances of sexual harassment
and/or violence.
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Part 2: Building Your Procedures

Now that you have a strong foundation, it's time to start building out clear procedures for

how your institution—including departments and individual staff or faculty

members—should respond when a student shares and/or you become aware that they

have been affected by sexual harassment and/or violence during their experiential learning

opportunity. The steps laid out below offer a roadmap for building out your procedures.

Guiding Questions

As you go through each step, consider the following guiding questions:

How does this step support the purpose and/or goals of the protocol?

Are the roles, rights and responsibilities of relevant employees at your
post-secondary institution clearly defined?

What training and/or support will be provided to the employees at your
post-secondary institution responsible for implementing each step of the protocol?

What relationships and connections do you and/or the other employees at your
post-secondary institution enacting the protocol need to build to allow for a smooth
implementation of the protocol?

Step 1: Ensure the affected student is supported and safe

Have a list ready of all supports available through your institution and/or in your
community to support a student who is affected by sexual harassment and/or
violence in an experiential learning opportunity.

Supports should include the sexual violence office; career services; the academic
department or office responsible for the experiential learning opportunity; and other
student support, student success and accommodation offices.

When a staff or faculty member learns that a student has been affected by sexual
harassment and/or violence, how should they connect with your institution’s sexual
violence office or designated support staff to ensure the student is supported and
safe?
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Connect with the staff at your institution’s sexual violence office or designated support
staff prior to hearing a disclosure or report of sexual harassment and/or violence to
build a relationship.

See Appendix D for a draft email you can send to your institution’s sexual violence office
or designated support staff when you become aware a student has been affected by
sexual violence in an experiential learning opportunity.

Consider what this might look like when:

o astudent shares that they have been affected by sexual harassment and/or
violence in an experiential learning opportunity with a staff or faculty
member;

o a staff or faculty member becomes aware of a student being affected by
sexual harassment and/or violence in an experiential learning opportunity
without the affected student disclosing.

V. | If your institution’s sexual violence policy has mandatory reporting duties for staff
@ or faculty who become aware of incidents of sexual harassment and/or violence,

you must adhere to those requirements. See Part 1, Step 4. Identify Intersecting

Policies, Pr. Is or Other Pr: ional R nsibiliti n ligations.

Who at your institution will be responsible for coordinating support for the affected
student?

The person responsible for coordinating support for the affected student should be
prepared to help the student understand and access the range of support options
available to them, including but not limited to academic considerations. This person
should also be prepared to help the affected student navigate the reporting options that
may be available to them.
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Who at your institution is responsible for providing academic considerations’ for
students affected by sexual harassment and/or violence?

How will your institution support an affected student who chooses to report directly
to the experiential learning provider and/or an applicable professional regulatory
body?

If the student decides they want to report the experience of sexual harassment and/or
violence to the experiential learning provider and/or an applicable professional
regulatory body, your institution can support them by offering systems navigation
support and facilitating communication.

Step 2: Identify any existing duty to report

What are the limits to confidentiality in this circumstance? Is there a duty to report
sexual harassment and/or violence?

Refer back to the obligations and duties identified in Part 1, Step 4. If unclear, consult
with your institution’s legal, human resources, or human rights offices to determine
whether there is a duty to report the incident of sexual harassment and/or violence to
the experiential learning provider and/or to a professional regulatory body.

What steps will be taken when a duty to report is identified?

What information are staff and faculty required to share when they have a duty to
report? What department/employee do they need to communicate this information
to?

It is key that in any consideration of the disclosure of a student’s personal information to
the experiential learning provider, professional regulatory body, police or any other
individual or organization—without their consent— that appropriate offices are
consulted (including but not limited to: legal, security and sexual violence offices).

' For guidance on academic considerations for students affected by gender-based violence, see:
Jafry, Z., Naushan, A., Toledo, E., Khan, F. & EImi, A. (2022). Developing Comprehensive Academic
Accommodations and Considerations for Students Affected by Gender-Based Violence at Canadian
Post-Secondary Institutions. Possibility Seeds’ Courage to Act: Addressing and Preventing
Gender-Based Violence at Post-Secondary Institutions in Canada.

https://www.couragetoact.ca/knowledgecentre
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How will the affected student be informed of the duty to report?

Step 3: Determine next steps with the affected student

Who at your institution is responsible for determining which institutional policies
and procedures apply that will impact next steps?

Look to your institution’s sexual violence, harassment and discrimination, and
experiential learning policies, where applicable; and connect with your institution’s
sexual violence office and other relevant departments/offices about the next steps,
including human rights, legal, security, and human resource offices.

Who at your institution is responsible for advising the affected student of the next
steps available to them?

Where applicable, it is the decision of the affected student whether to engage with an
institutional complaint or other resolution process, unless there is a duty to investigate
the incident of sexual harassment and/or violence under policy or law.

What are the responsibilities of your institution in circumstances when you are
unable to lead an investigation into the sexual harassment and/or violence?

For example, your policy may not allow you to investigate an incident that occurred in an
off-campus experiential learning setting. There may also be instances where the student
chooses to report the incident directly to the experiential learning provider and not to
your institution.

Where this is the case, your institution still has a responsibility to ensure the affected
student is supported and safe. Your institution also has a responsibility to assess the
safety of the experiential learning provider for future students. See Step 7.

Step 4: Inform the department(s) responsible for the experiential
learning opportunity of the sexual harassment and/or violence

How can a staff or faculty member who learns that a student has been affected by
sexual harassment and/or violence identify the department that is the relationship
holder with the experiential learning provider?
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How should an incident of sexual harassment and/or violence be communicated to
the department responsible for the experiential learning opportunity?

Do not share detailed information about the sexual harassment and/or violence. The
focus should be to communicate that you have received a disclosure or report of sexual
harassment and/or violence from a student involved in an experiential learning
opportunity.

See Appendix D for a draft email you can send to the department responsible for the
experiential learning opportunity to inform them of the sexual harassment and/or
violence.

What is the responsibility of the staff or faculty member who learns that a student
has been affected by sexual harassment and/or violence after they have informed
the department responsible for the experiential learning opportunity?

What are the duties of the department responsible for the experiential learning
opportunity upon receiving information that a student has been affected by sexual
harassment and/or violence?

Step 5: Implement temporary measures to assess risks and protect
students involved in the experiential learning opportunity

Who at your institution will be responsible for deciding on and implementing
temporary measures to assess risks and protect students involved in the
experiential learning opportunity?

Who at your institution will be responsible for communicating the temporary
measures to affected students?

Who at your institution will be responsible for communicating the temporary
measures to the experiential learning provider?

See Step 6: Follow up with the experiential learning provider, for additional guidance on

communicating with the experiential learning provider, including considerations around
confidentiality and safety.
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Temporary Measures for the Student Subjected to Sexual Harassment and/or
Violence

What factors will be considered to determine whether the affected student should be
temporarily removed from the experiential learning opportunity to ensure their safety

while steps are taken to review and respond to the sexual harassment and/or violence?

Ensure a trauma-informed, survivor-centred lens is applied when making decisions about
temporary measures. The affected student’s academic trajectory should not be impacted
by the temporary measures applied.

Consider the following:

the length of the experiential learning opportunity and how much the student has
completed;

whether the experiential learning opportunity is mandatory for the student's course,
program, academic credentials or professional accreditation;

whether there are alternative experiential learning opportunities the student wishes
to explore;

whether the incident involved the affected student's immediate supervisor with
respect to the experiential learning opportunity;

how temporarily removing the affected student from their experiential learning
opportunity may negatively impact their access to housing, financial support or
visas, where applicable;

whether there are safety concerns for the student and, if so, how a safety plan can
be implemented.

Temporary Measures for Other Students Involved in the Experiential Learning
Opportunity

Who at your institution is responsible for identifying whether other students
involved in the same experiential learning opportunity should be temporarily
removed to ensure their safety while steps are taken to review and respond to the
sexual harassment and/or violence?
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e What factors will be used to determine whether the other students should be

temporarily removed?

Consider the following:

o

whether there are other students at the experiential learning opportunity
who may be at risk;

whether the experiential learning provider has policies in place to address
sexual harassment and/or violence, including a complaint process;

whether the incident involved individuals in positions of power/authority
within the organization of the experiential learning provider;

whether there are multiple locations for the experiential learning opportunity
and how those other locations may or may not be affected by risks related to
the sexual harassment and/or violence;

where the experiential learning provider is aware of the sexual harassment
and/or violence, whether they have taken any actions to respond and make
the environment safer for students;

whether there have been previous or multiple reports of students
experiencing sexual harassment and/or violence in the experiential learning
opportunity.

Unless your institution keeps records of which experiential learning providers
have had reports or disclosures of sexual harassment and/or violence, identifying
whether there have been previous or multiple reports may not always be
possible.
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Step 6: Follow up with the experiential learning provider (as
applicable)
e When, and how, will the experiential learning provider be informed of the sexual
harassment and/or violence?

Consider the following:

o whether there may be times when the experiential learning provider should
not or will not be informed;

o whether there may be times when the experiential learning provider will be
informed without the student’s consent;

o how the experiential learning provider will (or will not) be informed while
respecting confidentiality and only disclosing the information necessary for
measures to be put in place and/or environmental or organizational factors
to be addressed;

o how the experiential learning provider will (or will not) be informed where
there is a conflict of interest;

o how the experiential learning provider will (or will not) be informed where
doing so could be a safety concern for the student;

o how the affected student will be informed of the institution's decision and
steps taken to inform the experiential learning provider, particularly in cases
where the experiential learning provider is informed without the student’s

consent.

e Who at your institution will be following up with the experiential learning provider
about its response to the sexual harassment and/or violence?

Consider having your institution’s legal office follow up.
e What factors will be used to assess the experiential learning provider's response?

X+ | Those assessing the experiential learning provider’s response should consult with your
institution’s legal, sexual violence, and human rights offices if they need support.
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Consider the following:

o

whether the experiential learning provider has followed its policies and
complaint process;

whether they have responded in a timely manner;

whether they have taken appropriate steps to remedy the situation, including
placing a focus on ensuring safety and providing appropriate supports;

whether they have protections in place to prevent reprisal or retaliation.

Step 7: Assess the experiential learning provider with respect to
future student safety

Who at your institution will be assessing if the experiential learning provider is safe

and suitable for students going forward (either temporarily or permanently)?

| Consult with your institution’s legal, sexual violence, and human rights offices if support

| is needed to assess the safety of the experiential learning provider.

What factors will be used to assess whether the experiential learning provider is

safe for students?

Consider the following:

o

whether the experiential learning provider responded appropriately to the
sexual harassment and/or violence (see Step 6);

whether they have policies and/or protocols in place to address sexual
harassment and/or violence against students, including a complaint process
and available supports;

Ideally, this information will be gathered at the beginning of your institution’s
relationship with an experiential learning provider and can be reaffirmed during
your assessment.

See Appendix E for questions from from Possibility Seeds’ Sexual Harassment in
Experiential Learning: Employer & Experiential Learning Provider Survey which
can support you to support you in gathering and assessing this information
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before entering into, and throughout, your institution’s relationship with an
experiential learning provider.

o whether there have been previous or multiple reports of students
experiencing sexual harassment and/or violence in the experiential learning
opportunity;

S | Unless your institution keeps records of which experiential learning providers
@ have had reports or disclosures of sexual harassment and/or violence, identifying

this may not always be possible.

o whether the incident involved individuals in positions of power/authority
within the organization of the experiential learning provider;

o whether there may be a potential ongoing risk to students and your
institution if the relationship with the experiential learning provider
continues;

. | Consider things like student safety and institutional reputation. Note that there is
@ currently no risk-assessment matrix for sexual harassment and violence in
experiential learning.

o what considerations will be made to determine whether the relationship with
the experiential learning provider may be continued, contingent upon certain
steps to ensure student safety.

This may include the experiential learning provider developing/revising sexual
harassment and/or violence policies, engaging in sexual violence training, etc.

If the assessment results in the discontinuation of the relationship between the
experiential learning provider and your institution (either temporarily or permanently),
consider:

e who at your institution will be responsible for communicating with:
o the experiential learning provider;
o the relevant departments, faculties and offices at your institution;

o the affected student(s);
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e what information will be recorded by your institution about the decision to
discontinue the relationship. Additionally:

o where will this information be stored and for how long; and
o who will have access to this information.

L | Consult with your institution’s information and privacy office and/or legal office if support is
@ needed to ensure any processes for collecting and storing information align with existing
institutional practices and comply with applicable information and privacy laws.

Discontinuing the relationship should include directing the experiential learning provider to
stop any public statements associating themselves with your institution.

Step 8: Address any gaps in your protocol or concerns that were
encountered in your response to the sexual harassment and/or
violence
e Who at your institution will be responsible for reviewing your protocol, as well as
any relevant training, supports, communications and documents (e.g., emails, social
media posts, webpage materials, handbooks, etc.)?

e Who is responsible for making recommendations to respond to any gaps in your
protocol or concerns arising from incidents of sexual harassment and/or violence?

e What options will you make available to the affected student to provide input on
gaps, concerns and subsequent recommendations, should they choose to?

It is important, from a trauma-informed perspective, that the student has clear, realistic

expectations if there are limits to their participation and/or the outcomes of the review.

e Who at your institution will be responsible for actioning the findings and relevant
recommendations? How will they be supported by your institution?

e What measures will be put in place to support institutional accountability to address
identified gaps and concerns?

7Y | Institutional accountability is the “administrative responsibility to: prevent harm

@ before it occurs;, accommodate involved parties after it occurs,; address institutional gaps
that enable harm; and design an action plan with benchmarks to remedy gaps and
foster cultural change” (Eerkes, De Costa, & Jafry, 2021).
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Part 3: Concluding Your Protocol Development

Once you have your institutional procedures for responding to sexual harassment and/or
violence, it's time to ensure your protocol is accessible, aligns with institutional policies and
is accurately referenced in all relevant documents.

Step 1: Review the protocol for accessibility

e What indicators will you use to determine the accessibility of the protocol?
e What principles of accessibility will guide your protocol review?

e How will you ensure that the protocol review process includes diverse student
representation?

Step 2: Review the protocol for institutional alignment

Ideally, much of this work will be done early in the protocol development process (see Part 1,

obligations) but it's also necessary to do a final review once the protocol has been drafted.
e Who at your institution will be responsible for cross-referencing your protocol with:

o all relevant policies and procedures of your post-secondary institution
pertaining to sexual harassment and violence;

o any existing agreements, contracts or memoranda of understanding your
institution has with experiential learning providers; and

o all applicable communications and documents?

e How will you address potential inconsistencies or gaps?

Step 3: Make a plan for regular review

e When, and how regularly, will you review your protocol and related policies,
procedures, training, support, communications and documents to align with:

o student, staff and faculty, experiential learning provider and institutional
needs;

o changes to the institutional environment and experiential learning context; and
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emerging best and promising practices?

Typically, institutional sexual violence policies are reviewed every 3-5 years.
Consider reviewing your protocol concurrently with your institution’s sexual
violence policy review.

e Who will be involved in the review process?

In addition to the key staff and faculty identified in Part 1, Step 1: Build your team,

consider how you will meaningfully engage diverse student representatives.

e What factors will guide your review?

Consider the following:

o

whether the protocol met the institutional and departmental goals, values
and commitments you identified when developing it;

whether institutional and departmental goals, values and commitments have
shifted, or there are new goals, values and commitments to align with;

any feedback you received from students, staff and faculty and/or
experiential learning providers during or following the implementation of the
protocol;

whether there were any barriers or challenges that arose when
implementing the procedures in your protocol;

whether the staff and faculty implementing the protocol understood their
roles and responsibilities;

whether the staff and faculty implementing the protocol found the
procedures to be clear;

any changes to the institution environment and/or experiential learning
context;

whether there were any relevant staff, faculty, departments or offices who
should have been included but were missed when developing the protocol;

any new or emerging best and promising practices.
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Further Learning

We hope this workbook has provided you with some support in your work to build a
protocol to respond to sexual harassment and/or violence in experiential learning contexts.
This workbook is one tool of many and cannot capture the full scope of supporting
students affected by gender-based violence.

Possibility Seeds' Courage to Act project has also created over 60 expert resources for
addressing and preventing gender-based violence at post-secondary institutions. They are
free to download on the Knowledge Centre.
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Appendix A: Draft Letter to Senior Administrators

[Your Name]

[Your Title/Position]

[Your Institution]

[Address]

[City, Province/Territory, Postal Code]
[Email Address]

[Phone Number]

[Date]

[Recipient’s Name]
[Recipient’s Title/Position]

Dear [Recipient’s Name],

I hope this letter finds you well. | am writing to bring an important matter to your attention
and to request your support in addressing it within our institution. Over the past few years,
there has been increasing awareness and concern regarding sexual and gender-based
violence on campuses across Canada. While our institution has made significant progress
in implementing policies and providing support to victims and survivors, there is an aspect
of the student academic experience that requires our attention.

Data from Possibility Seeds’ Courage to Act project reveals that 1 in 2 students will
experience sexual harassment and/or violence while participating in an experiential
learning opportunity such as an internship, a practicum, a placement, a co-op, etc. Students
in these positions are especially vulnerable to sexual harassment and violence as a result of
power differentials between students and employers, supervisors and instructors. It is
crucial to acknowledge that being subjected to sexual harassment and/or violence can have
a profound impact on students’ well-being, academic performance, and future
employment.

Currently, our institution has approximately [number of students] engaging in experiential
learning opportunities each year. Regrettably, we do not have a specific protocol in place to
adequately respond when a student is affected by sexual harassment and/or violence in
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these contexts. Recognizing the importance of this matter, | have initiated discussions with
[Name of the Sexual or Gender-Based Violence Office or Individual], who has expressed
willingness to collaborate in developing a protocol to address this issue.

By establishing a comprehensive protocol that is attentive to the unique challenges faced
by students during experiential learning, we can ensure a safer and more inclusive
environment for all students pursuing their academic goals within our institution. Such a
protocol would allow our institution to be ready to respond when a student is affected by
sexual harassment and/or violence in experiential learning contexts, and significantly
reduce the harm and further risk to our campus community.

Furthermore, the implementation of a dedicated protocol would create a culture of trust
and safety, empowering students to come forward and report incidents without fear of
reprisal or judgment. It would send a strong message that our institution is committed to
safeguarding the well-being and rights of all of our students in every aspect of their
academic experience within [Institution Name].

| kindly request your support in recognizing the importance of this matter and taking action
to develop a protocol specifically tailored to address the challenges faced by students
during experiential learning. | believe that with your leadership and support, we can make
significant strides in creating a safe and supportive learning environment that extends
beyond the confines of our campus.

Thank you for your attention to this important issue. Please know that | am available to
discuss this matter further or provide any additional information you may require. | look
forward to your response and the opportunity to move forward on this.

Sincerely,
[Signature]
[Your Title/Position]

[Your Institution]

Ewgw@ 30


https://www.possibilityseeds.ca/
https://twitter.com/possibilityseed
https://www.linkedin.com/company/possibility-seeds-consulting/
https://www.instagram.com/possibilityseeds/

Wil \

Appendix B: Considerations for Institutional Policies

There are considerations that policy-makers and PSls can apply to existing institutional
sexual violence and/or experiential learning policies in order to ensure that incidents of
sexual harassment and/or violence in experiential learning environments are appropriately
addressed at a policy level. This appendix offers a few of those considerations as a starting
point. Each consideration includes some reflective questions and examples (where
available) to guide your thinking.

Consider this document a starting point in taking on the meaningful work required to align
institutional policies with the principles, values, and goals that support safe, accessible
experiential learning opportunities for students. The considerations offered below are not
comprehensive and do not capture the nuances and particularities of your institutional
context. Rather, they are a point of reference for you to adapt to the practical and
policy-based realities of your own PSI. Moreover, this appendix does not constitute legal
advice, although legal considerations have been made.

Institutional Sexual Violence Polices

Application and Scope

Institutional sexual violence policies should apply to students who are participating in
experiential learning opportunities, whether these opportunities are located on- or
off-campus. Clearly and explicitly stating that the policy applies to students in these settings
reduces ambiguity around the protections and supports available and contributes to
institutional accountability.

Reflection Questions

e Does your institutional sexual violence policy apply to students who are
participating in experiential learning opportunities?

e Does your institutional sexual violence policy explicitly state that it applies to
students who are in experiential learning opportunities? If not, how clear would it be
to a layperson reading the policy that it applies to students in these settings?
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Does your institutional sexual violence policy specify that students in experiential
learning environments are protected whether the work and learning occur on- or
off-campus?

If your policy does not explicitly use terms that refer to experiential learning (e.g.,
work-integrated learning, co-op, practicum, internship, fieldwork, etc.), are there
policy or liability concerns keeping the PSI from specifically including them?

If there are policy or liability concerns keeping the PSI from specifically including
these terms, are there other amendments that can be made to clarify that the policy
applies to students in experiential learning settings?

Examples

Concordia University's Policy Regarding Sexual Violence specifically names “research
environments, co-op and experiential learning contexts, internships, organized class
activities and University workshops” as settings to which the Policy applies.

Laurentian University’s Policy on Response and Prevention of Sexual Violence
defines the learning and working environment to include “any setting where

University learning, working or other activities take place, whether in the classroom,
lab, in other teaching, research, study or office settings, including the online
environment, in co-op or practicum placements.”

Dawson College’s Policy on Sexual Violence states that the “policy applies to all
pedagogical, social or sports activities that are organized by members of the college
community and take place on or off campus, such as integration and welcoming
activities, student trips, social events, internships, etc.”

Institutional Responses to Reports of Sexual Harassment and/or
Violence

Your protocol will lay out the procedures to follow in response to sexual harassment

and/or violence against a student in experiential learning settings, but it's important to be

clear about institutional commitments in policy as well. This means stating those

commitments, noting any limitations that the institution might have to respond (as well as

its responsibilities when such limitations arise), and referencing your protocol and any

other applicable procedures. Including this in policy can help to reduce some barriers for
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students to report sexual harassment and/or violence and supports institutional
accountability.

Reflection Questions

e Does your institutional sexual violence policy state that it has a clear responsibility,
positive duty (or other similar wording) to review, investigate or meaningfully
respond to reports of sexual harassment and/or violence in experiential learning?

e Does your institutional sexual violence policy reference all applicable procedures for
responding to sexual violence, including the specific procedures for responding to
reports of sexual harassment and/or violence in experiential learning?

e Does your institutional sexual violence policy acknowledge potential limits for the
institution to investigate, apply sanctions or conduct its own review in a timely
fashion?

e Does your institutional sexual violence policy also state the institution’s commitment
to supporting the student and ensuring their safety in instances where there are
limits to review, investigate or apply sanctions?

e Does your institutional sexual violence policy include internal and external
resources and supports that are available to students navigating the effects of their
exposure to sexual harassment and/or violence in experiential learning?

Examples

e The Poli Prevent and Fight Sexual Violence at HEC Montréal states that the
establishment is committed to “taking reasonable steps at its disposal to prevent
psychological harassment and any form of sexual violence that may affect some
members of its student community during an internship as part of their studies at
HEC Montréal as well as protect the interns at HEC Montréal and, if such conducts
are brought up to its attention, to put a stop to them”.

e Université du Québec en Abitibi-Témiscamingue’s Policy to Prevent and Address
Sexual Violence Including the Code of Conduct (in French) includes an article about
interns where the PSI commits to “take all necessary and reasonable means at its
disposal to prevent and address any form of harassment in internships settings
occuring outside of the University's premises.” If such conduct is brought to its
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knowledge, the University states that it will contact the experiential learning
provider “to ensure that all necessary measures are taken to put a stop to such acts
and protect the student.”

e In Collége André-Grasset's Policy to Prevent and Fight Sexual Violence, there’s an

article explicitly stating that community members can get in touch with the office
responsible to support individuals who have been subjected to sexual violence even
if the perpetrator is not a member of the College’'s community. The Policy later
explains that “the College cannot apply the same type of sanctions on a third party
who breaches the Policy as it can on a student or staff member. However [...], the
College may prohibit access to its premises and terminate its relationship with the
third party”.

Institutional Policies Pertaining to Experiential Learning

Principles, Values, and Commitments

Your institution’s experiential learning policy should be clear that the institution and the
experiential learning provider have a responsibility to provide a safe working and learning
environment for students participating in experiential learning. This helps demonstrate a
commitment to providing safe opportunities for students and can also help to reduce risk
for your institution.

Additionally, the governing principles of any institutional policy or documentation you
might have about experiential learning should highlight the paramountcy of safety and
security for students taking part in such opportunities. It should be clearly understood that
the protection offered to students participating in experiential learning opportunities
entails that these settings are free from sexual harassment and violence.

Reflection Questions

e Does your institution’s experiential learning policy consider safety issues for
students in experiential learning?

e Does your institution’s experiential learning policy clearly state that safety issues
include sexual harassment and/or violence? If not, how clear would it be to a

EM@Q 34


https://www.grasset.qc.ca/sd/VCS/Politique%20VCS_v.Finale_modification%20juin%202022_Loi%2064-sep22.pdf
https://www.possibilityseeds.ca/
https://twitter.com/possibilityseed
https://www.linkedin.com/company/possibility-seeds-consulting/
https://www.instagram.com/possibilityseeds/

\ L

layperson reading the policy that sexual harassment and/or violence are considered
safety issues?

Does your institution’s experiential learning policy clearly state that the institution
and the experiential learning provider have a responsibility to make sure that
experiential learning opportunities are safe and free from sexual violence and/or
harassment for students?

Does your institution’s experiential learning policy clearly state where the specific
roles and responsibilities of the institution and the experiential learning provider in
ensuring a safe environment free from sexual harassment and or violence can be
found (e.g., contracts, memoranda of understanding (MOUs), employer handbooks,
etc.)?

See Appendix C for some examples of responsibilities for a safe working and learning
environment for students participating in experiential learning opportunities.

While students have the responsibility to contribute to a safe working and learning
environment, have you avoided implying that they have the responsibility to protect
themselves from sexual harassment and/or violence in experiential learning
settings?

Does your institution’s experiential learning policy include internal and external
resources and supports that are available to students navigating the effects of their
exposure to sexual harassment and/or violence in experiential learning?

Examples

Toronto Metropolitan University's Experiential Learning Policy includes a
commitment “to the wellbeing, health, and safety of its faculty, staff, and students
and expects stakeholders, internal and external to Toronto Metropolitan, to comply
with applicable laws, regulations, in the development and implementation of its
workplace health and safety rules, policies, and procedures.”

Cégep de Sorel-Tracy's Policy on Internships lists the roles and responsibilities of

staff members overseeing experiential learning opportunities for students and
includes things such as : “To take the necessary measures to ensure the protection
of interns subjected to physical or psychological violence (including intimate partner
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violence, family violence or sexual violence) at their experiential learning
opportunity”; “To participate in the evaluation of potential experiential learning
providers by validating the evaluation tools completed by supervisors and by
ensuring that they can provide interns with a learning and working environment [...]
free from psychological or sexual harassment”; and “To implement protective
measures for interns reporting [...] harassment”.

e MacEwan University's Work-Integrated Learning Policy states that it is the employer

or host organization’s responsibility to provide safe work conditions.

e Norquest College’s Work-Integrated Learning Procedure states that “Agency

responsibilities will be shared prior to any Work-Integrated Learning experience. The
college will provide the Agency a handbook noting the main responsibilities of all
partners prior to the Work-Integrated Learning activity.”

Applicable Policies, Protocols, Procedures and Legislation

Institutional policies typically refer to or cross-reference other applicable policies,
protocols, procedures, and legislation. It's important to ensure this includes reference to
applicable legal and policy documents regarding sexual harassment and/or violence for
clarity, accessibility, and accountability.

If there's workplace harassment and violence legislation that applies to students in
experiential learning positions in your province or territory, it would be helpful to include
some information about it in your institutional policy regarding experiential learning. Note
that, where the relevant legislation is unclear, you should discuss with experiential learning
providers the importance of providing the same protections to students that are provided
to workers and include these expectations in relevant institutional policies, contracts,
memoranda of understanding, employer handbooks, or any other agreement or resource
provided to the experiential learning providers your institution has a relationship with.

Reflection Questions

Reflecting back on Part 1, Step 4: Identify Intersecting Policies, Protocols, or Other Professional

Responsibilities and Obligations, you'll be able to list all applicable policies and procedures that

apply to students in experiential learning positions. This list will include your newly created

Protocol to Respond to Sexual Harassment and Violence in Experiential Learning.
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Does your institution’s experiential learning policy reference institutional sexual
violence policy, to the extent that it applies?

Does your institution’s experiential learning policy refer to institutional procedures
and protocols specific to responding to sexual harassment and/or violence in
experiential learning settings, if available?

Does your institution’s experiential learning policy reference the relevant
provincial/territorial or federal protections available to experiential learning
students, such as Human Rights Codes and health and safety legislation?

Does your institution's experiential learning policy reference options for students to
make a report of sexual harassment and/or violence in their experiential learning
setting, including their ability to bring a complaint before any relevant board or
tribunal pertaining to human's rights or to health and safety in the workplace?

Examples

Assiniboine Community College’s Policies and Procedures: Work Practicums (see
attachment A) provides a clear statement on the applicable institutional policies and
provincial protections available to experiential learning students.

Red Deer Polytechnic’s Work Integrated Learning Policy states that “Students who
are receiving remuneration for WIL are subject to relevant employment standards
and labour legislation.”

The Southern Alberta Institute of Technology's Work-Integrated Learning Procedure
states that “Students taking part in WIL [work-integrated learning] are governed by
the same SAIT procedures as all other SAIT students, including but not limited to
procedures AC.3.4.1 Student Code of Conduct, AD.2.13.1 Sexual Assault and Sexual
Violence, HS.1.2.1 Prevention of Violence, and HR.4.10.1 Respectful Learning and
Workplace Environment.”

EM@Q 37


https://assiniboine.net/sites/default/files/documents/2019-08/a16.pdf
https://rdpolytech.ca/sites/default/files/uploads/documents/Work%20Integrated%20Learning%20Policy.pdf
https://www.sait.ca/assets/documents/about-sait/policies-and-procedures/academic-student/ac-2-20-1-work-integrated-learning.pdf
https://www.possibilityseeds.ca/
https://twitter.com/possibilityseed
https://www.linkedin.com/company/possibility-seeds-consulting/
https://www.instagram.com/possibilityseeds/

Wil \

Academic Considerations

Academic considerations® are an essential and practical support for students affected by
sexual harassment and/or violence in an experiential learning environment. Academic
considerations can support students affected by sexual harassment and/or violence who,
for example, couldn't complete, or risk failing to complete, their experiential learning
requirement(s) or who didn't meet grade expectations because of the sexual harassment
and/or violence they were subjected to. Including a commitment to providing academic
considerations in the context of experiential learning can also support students to be more
willing to report unsafe experiential learning conditions.

Reflection Questions

e Does your institution’s experiential learning policy include a clear commitment to
providing academic considerations to students affected by sexual harassment
and/or violence?

e Is your institution’s experiential learning policy clear that academic considerations
are never contingent on a student needing to report or “prove” their experience of
sexual harassment and/or violence?

Examples

e Kwantlen Polytechnic University’'s Work-Integrated Learning Policy states the
University’s commitment to making “reasonable adjustments to assist students in
having equitable access to Work-Integrated Learning, in accordance with relevant
University policies and other legislation.”

e Toronto Metropolitan University's Academic Considerations Policy and online portal
for Academic Consideration Requests provides an accessible avenue for students,

including those in experiential learning positions, to request academic

2“Academic considerations are temporary and informal, usually based on immediate
circumstances... Academic considerations do not require formal documentation. They are usually
provided by the office dedicated to GBV support, or can be obtained through self-advocacy. They
can also be attained without entering a formal PSI process or investigation” from Jafry, Z., Naushan,
A., Toledo, E., Khan, F. & Elmi, A. (2022). Developing Comprehensive Academic Accommodations and
Considerations for Students Affected by Gender-Based Violence at Canadian Post-Secondary Institutions.
Possibility Seeds’ Courage to Act: Addressing and Preventing Gender-Based Violence at

Post-Secondary Institutions in Canada. https://www.couragetoact.ca/knowledgecentre
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considerations in extenuating circumstances, defined as “occurrences that: (a) Are
outside of a student’'s immediate control; (b) Could not have been reasonably
foreseen or avoided, and (c) Significantly impact a student’s ability to fulfill their
academic requirements.”
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Appendix C: Expectations, Obligations, and
Responsibilities for Experiential Learning Providers
and Post-Secondary Institutions

The following statements can be provided to experiential learning providers to set out your
institution’s expectations for a safe working and learning environment for students
participating in experiential learning opportunities.

Consider incorporating these expectations into relevant institutional policies, contracts,
memoranda of understanding (MOUs), employer handbooks, or any other agreement or
resource provided to the experiential learning providers your institution has a relationship
with.

While these suggestions have legal ramifications, this appendix does not constitute legal
advice. When incorporating these expectations into legal documents, such as a contract or
MOU, please consult with your institution’s legal department.

Expectations, Obligations, and Responsibilities of Experiential
Learning Provider

e Treat students participating in experiential learning opportunities with respect,
dignity, and fairness.

e Provide a working and learning environment free from sexual violence, harassment,
and discrimination, in compliance with:

o All relevant federal, provincial, or territorial human rights legislation,
employment and health and safety laws; and

o All of [post-secondary institution’s name] policies and procedures pertaining to
sexual harassment and violence.

e Implement, enforce and adhere to workplace sexual violence, harassment, and
discrimination policies and procedures.

e Provide students with relevant information about:

o Organizational policies and procedures related to sexual harassment and
violence;
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o Reporting options for students affected by sexual harassment and/or

violence; and

o Available support options.

e Take an appropriate course of action when made aware of sexual harassment

and/or violence.

Expectations, Obligations, and Responsibilities of Post-Secondary
Institution

e Provide the experiential learning provider with:
o Expectations, obligations, and responsibilities pertaining to student safety;
and
o Allrules, regulations, policies, codes of conduct, and procedures applicable
to the experiential learning opportunity.
e Provide students with appropriate sexual harassment and violence training that
covers, at minimum:
o Rights of the student and responsibilities of the experiential learning
provider for a safe, harassment-free environment;
o Institutional policies and procedures related to sexual harassment and/or
violence;
o Reporting options for students affected by sexual harassment and/or
violence; and
o Available support options.

e Take an appropriate course of action when made aware of sexual harassment
and/or violence, or where an experiential learning provider does not comply with
expectations, obligations, or responsibilities, including:

o Following applicable procedures to respond to and/or investigate the sexual

harassment and/or violence;

o Assessing the experiential learning provider’s ability to provide a safe
working and learning environment for students; and
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relationship with the experiential learning provider.
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Appendix D: Email Templates

Email template for reaching out to your institution’s Sexual Violence

Office

Dear [insert name],

I hope this email finds you well. My name is [insert name] and | am a [insert
title/role/position] in the faculty/department of [insert faculty/department]. | have recently
been supporting a student who was affected by [sexual violence/harassment] in their
[placement/co-op/experiential learning opportunity] and am in the process of setting up
supports for them. Would you have time this week to check in about the next steps and
how to proceed?

Thank you for your time,

Email template for reaching out to the experiential learning
relationship holder

Dear [insert name],

| hope this email finds you well. My name is [insert name] and | am a [insert
title/role/position] in the faculty/department of [insert faculty/department]. | have recently
been supporting a student who was affected by [sexual violence/harassment] in their
[placement/co-op/experiential learning opportunity] and am in the process of setting up
supports for them. Would you have some time to check in this week to discuss informing
the experiential learning provider about next steps?

Thank you for your time,
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Appendix E: Questions from Possibility Seeds’ Sexual

Harassment in Experiential Learning: Employer &
Experiential Learning Provider Survey

The following questions have been taken directly from Possibility Seeds’ Sexual Harassment
in Experiential Learning: Employer & Experiential Learning Provider Survey. The survey ran
February-March 2023 and was intended to gather information from experiential learning
providers about their unique needs and perspectives on sexual harassment experienced by
students in experiential learning contexts. We've provided these questions as a tool to
support you to have conversations with, or conduct assessments of, the experiential
learning providers you work with. They can also be a tool to provide experiential learning
providers to support them in doing their own assessment.

Questions About Sexual Harassment Policies, Procedures & Protocols

Within The Workplace

1. Do you have specific policies, procedures and protocols in place to respond to
sexual harassment at your workplace?

a. Inyour view, are your workplace sexual harassment policies and procedures
written in a way that is easy to understand?

b. Do you know where to go to find your workplace’s sexual harassment policies
and procedures?

c. Do these policies, procedures and protocols apply to students in experiential
learning opportunities?

d. What do you know about your workplace’s policies, procedures and protocols
in response to incidents of sexual harassment involving students
participating in experiential learning?

2. Isreporting sexual harassment mandatory at your workplace?

a. What mechanisms exist at your workplace to report sexual harassment
involving students (e.g., a critical incident report)?
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b. Are there different reporting mechanisms/processes for sexual harassment
involving students (e.g., is there someone designated to report to the
post-secondary institution, in addition to the workplace)?

Questions About Knowledge of Institutional Sexual Harassment
Policies, Procedures & Protocols

1.

What do you know about the sexual harassment policies, procedures and protocols
that exist at students’ post-secondary institution(s)?

What do you know about the expectations/requirements post-secondary
institutions have of experiential learning providers who take on students (e.g.,
training, resources, education, contracts)?

Questions About Knowledge of Student Supports

1.

2.

3.

What supports do you know of that exist for students following a disclosure of
sexual harassment in the experiential learning context (including within their
post-secondary institution, the community, and your workplace)?

What tools or improvements do you need as an experiential learning provider to
better support students who experience sexual harassment in experimental
learning opportunities?

What preventative supports do you need from post-secondary institutions to better
meet the needs of students conducting experiential learning opportunities (e.g.,
pre-placement training on sexual harassment)?
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