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ABSTRACT 

The environment and dynarnics of the higher education milieu set the scene 

for what is examined in this study. Wth the backdrop of the existence and 

continueci incidence of sexual harassment fimly in place, this study examines the 

institutional responses to sexual harassment and it allows the voices of sexual 

harassment victims to be heard. The study examines both the official intent of 

university sexual harassment policies and the lived experience of those who 

interpret and implement policies as well as those who attempt to utilize them in 

cases of sexual harassment This study brings together two content areas of 

research - sexual harassment and policy development and implementation. 

The study presents a discussion of and insights into the lived worlds and 

perceptual realities of women who have experienced sexual harassment (in this 

case women graduate students) and of the policy irnplementers as these two 

groups deal with sexual harassment in difTerent experiential realms. The approach 

used during the research was interpretive with a search for interconnections and 

shared meanings. Document analysis and in-depth interviews were the primary 

research techniques utilized. The study data were analyzed with an intent to 

seardi for general statements and insights as well as to uncover layes of meaning 

that add to ouf knowledge about the sociocultural and organizational contexts and 

behaviour that may perpetuate the sexism and sexist assumptions that allow 

incidents of sexual harassment to continue even in the face of concerted policy 

interventions. 



The findings of this study, grounded in the participants' perceptions, 

understandings and interpretations, suggest that the University of Calgary's sexual 

harassrnent policy provides an important statement regarding the existence of 

sexual harassment on campus along with the University's stated disapptoval of 

sexual harassrnent and its intention to deal with 1 The policy falls short in 

establishing procedures and structures to equitably and effedively deal with many 

specific cases of sexual harassment and to see sexual harassment in its larger 

sociocultural context. The findings as they relate to the women graduate students 

who told their stofies of sexual harassment suggest that the UniversiSrs policy is 

not an entirely effective organizational tool in addressing or resolving incidences 

of sexual harassment. Their experiences portray University structures and 

administrators that appear to be protecting the status quo more than providing 

advocacy and support services to the victims of sexual harassment. 
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CHAPTER ONE 

THE NATURE OF THE STUDY 

Introduction 

The phenornenon of sexual harassment is not a simple one. It has been 

among the prime workplaœ issues frorn the mid-I98(rs into the 199û's. During that 

time numerous incidence studies have documented the ffequency of sexual 

harassment; laws and human rights legislation have been passed to prohibit it; 

organizational policies and leaders have condemned it; and much of society agrees 

that sexual harassment is morally and ethically reprehensible. With al1 of that 

accomplished, scholars and researchers thought pemaps there was really not 

much more to Say about sexual harassrnent. However, a growing number of 

empirical and theoretical publications provide a greater appreciation and focused 

understanding of the cornplexity of sexual harassment. 

There appears to be ample reason to further examine the perceived 

contradiction between the public disapproval of sexual harassment and the private 

reality of its continued existence. Stimpson (1989) describes sexual harassment as 

"an ancient shame that has becorne a modem embarrasment" (p. 1). It is the 

persistence of the incidence of sexual harassment in the face of numerous legal 

and organizational intekentions that prompts the Ire-searching' of the issue of 

sexual harassment The realization that sexual harassment may be institutionalized 

in the socioailtural fabric of our society and "maintained by a much wider range of 
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-des, values, behaviours, and traditions than we have recognized" (Tinsley & 

Stockdale1993,1) requires that more aitical examination and analysis be 

undertaken on the issue of sexual harassment, 

Background to the Study 

North Amerïcan soueety has undergone a perïod of significant social change 

during the last Wo decades. Issues of discrimination and human rights, acceptance 

of new persona1 freedoms, and challenges to traditional societal stnictures have 

forced the public and its institutions to confront and deal with many evolving social 

issues that they had not dealt with previously. One of these issues is sexual 

harassment with its inherent questioning of relaüonships between women and men, 

power and status dominance and equal access to educational and career 

opportunities. Hayward (1 989) suggests that 'bithout precedents or guidelines, 

men and wornen of this generation have b e n  struggling to determine and establish 

mutually acceptable standards of behaviour between and among the sexes" (p. 3). 

Numerous authors have articulated how onerous and cornplex this diiemma has 

been (Farley, 1 978; MacKnnon, 1 979; Dziech & Weiner, 1 990). It is a dialogue 

that has becorne infused with emotion, often alienating the sexes through polarizing 

rhetoric and an urnMingness by many men to problematize their traditional power 

and sexual prerogative. ' 

One of the important catalysts that surfaced wncem about sexual 

harassment was that women began to speak out publicly about their experiences 



3 

in the workplace. Farley (1 978) suggests that 'hew information by women about the 

quality of their lives has &en been the catalyst for this new consciousness" (p. xv). 

The pervasiveness of sexual harassrnent began to be understood as forums, 

reports and surveys revealed a body of evidence that could not be ignored 

(Fitzgerald & Shullman, 1993). Although it became clear that sexual harassment 

is ovenhelmingly expeiienced by m e n ,  men can also be harassed by women or 

by other men (Reilly, Lott & Gallogly, 1986). 

Along with the growing public debate over women's equality issues and the 

influence of feminist writers and scholars, it became apparent that organizations 

were going to be held legally accountable for dealing with sexual harassment 

complaints. Highly publicized cases in the United States (e.g. Alexander v. Yale 

University & Meritor Savings Bank v. Vinson) became the benchmarks for 

organizations across North Amerka to prompt the development of institutional 

responses to charges of sexual harassment (Hayward, 1989). 

Sinœ the mid-1980's organizations have begun to take the problem of sexual 

harassment seriously by developing policies, grievance proœdures and education 

and awareness programs. To date there is no clear consensus from the existing 

studies that sexual harassment policies are having the desired effect of decreasing 

the incidence of sexual harassment. Robertson and others (1 988) reveal 

questionable policy effectiveness when they state: 

The conviction that sexual harassment policies and grievance procedures 
reduce sexual harassment by increasing complaints remains insufficiently 
supported by hard evidence. (p. 801 ) 
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Organizations across Canada, including institutions of higher education, 

have stniggled with the development and implementation of their sexual 

harassment policies. Now it is timely to reflect on that process and perhaps bring 

new contextual understandings and insights to a societal and organizational 

conundmm that has yet to be resolved. 

Purpose of the Study 

The purpose of this study was to examine both the official intent of a 

universitJls sema1 harassment policy as well as the Iived experience of those who 

interpret and irnplernent the policies and those who attempt to utilize them in cases 

of harassment. In addition, the question of why the policies may not be accessed 

by those who experience sexual harassment was asked. 

This study brings together two content areas of research - sexual 

harassment and policy implementation. The sexual harassment literature 

documents the incidence, prevalenœ and definitions of sexual harassment, the 

perceptions and attributions conceming it, and the ernerging trends being 

addressed by researchers. The policy implementation Iiterature allows for an 

examination of the contextual and interpretive nature of policy irnplernentation as 

well as the interplay between the organizational and sociocultural aspects of policy 

developrnent and policy*implementation. Sociocultural, in this study, is defined as 

that which relates to or involves a combination of social and cultural factors. The 

social fadors include aspeds of how groups or individuals interact with one another 
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and the wlhiral factors include the integtated patterns of hurnan knowledge, beliefs, 

and behaviour which are transmitted from generation to generation. 

The following questions were used to guide the work undertaken in this 

study: 

What are the constraints of policy development that inhibit policy 
implementation? 

What is occurring within the sociocultural realm that affects the 
implementation of sexual harassment polides within organimtions? 

What is the disparity between the intent and ideas of the official sexual 
harassment policy and the policy as interpreted, adapted, implemented and 
practiced? 

What are the lived experiences of women graduate students who have 
experienced sexual harassment? 

What are the contentious aspects of sexual harassment policies, particularly 
within the context of university structures and culture? 

What is the ne- of power and sexual prerogative that defines the problem 
of sexual harassment? 

Is policy implementation an effective organizational strategy for elirninating 
sexual harassment on campus? 

Significance of the Study 

This study provides a retmspective on the development and implementation 

of the sexual harassment policy in a university as well as providing new 

understanding of how "ideas manifest themselves in a world of behaviour" (Majone 

& Wildavsky 1978, 177). It is timely to review and assess the kind of impact that 

organizational policy objectives and actions are having on the resolution of the 
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problem of sexual harassment It is important to surface the challenges and 

limitations of policy actions in dealing with the sociowltural aspects of sexual 

harassment such as sexism and power imbalances between women and men. 

Mudl of the aiment data on sexual harassment policies are descriptive rather than 

evaluative. Thus, there is a need to obtain feedback from the 'voices' who have 

worked to develop and impiement the policies and the 'voices' of those who 

continue to experience sexual harassment and may have utilized the organization's 

policy in an attempt to stop the harassment. 

Stimpson (1989) pinpoints the importance of carrying out continued work in 

the area of sexual harassment when she asserts that: 

The struggle against sexual harassment, then, is part of a larger stniggle to 
replant the moral grounds of education. (p. 4) 

The mission of insütuüons of higher education is to provide a leaming environment 

for the intellectual growth and developrnent of students. The persistence of the 

problem of sexual harassment in universities is interfenng with that safe, supportive 

leaming environment for many students, primarily women students. Universities 

have an ethical and a moral obligation to strive to maintain an environment free of 

sexual harassment It has been the work of this shidy to provide new and expanded 

understanding d the cornplexity of this issue as it exists in the contextual 

uniqueness of the milieu of higher education. 
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Efforts to eliminate sexual harassment from the university campus are 

impeded by the many unresolved gender issues in our society. Wharton (1994) 

captures the ongoing challenge as follows: 

Role stereotyping, rnisogyny, inability to listen to the voice of the 'Wie other"; 
differences in power, both stnictural and personal, and the view that the 
structure of the status quo have no gender are still getting in the way. (p. 
1 09) 

The study reaffirms the responsibility of organizations to deal with sexual 

harassment, and it critically examines the issues of power, privilege and sexism. 

The significance of the findings will contribute to a wncerted and longtemi strategy 

for açsesçing the sexual harassment policy of an organization within the context of 

its socio-cultural aspects. 

Conceptual Framework 

The study was based on a dual conœptual framework of the issue of sexual 

harassment and the policy process of a specific univenity. The conceptual 

framework for the policy process was borrowed from Bosetti's doctoral thesis 

(1 990). This study, Iike Bosetti's, was based on the assumption "that the policy 

process has no existence apart from the individuals and groups who define it" (p. 

6). The policy implementation process evolves through the meanings created by 

the people involved in it. Those rneanings are, in tum, influenced by the values, 

beliefs, attitudes and ideologies of the policy makers and the policy implementers. 

The process is embedded within organizational and sociowltural wntexts that 

ultimately shape the policy outcornes. 
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The conceptual framework as it relates to sexual harassment cornes from a 

feminist perspective (Gutek 1985; Benson & Thornpson, 1982). This study was 

based on the assurnption that sexual harassment reflects a power imbalanœ 

between women and men and it reflects the status of women in society. Fumer, 

sexual harassment constitutes a type of abuse that demonstrates the sexual 

prerogative that men have in society. Feminists recognize that gender is a rigid 

social pattern and that resistance to changes in this structural deteninacy support 

the position ihat "sexual harassment may be viewed as appropriate behaviour for 

men within the wntext of typical patterns of socialization" (Paludi & Barickman, 

1991,124). The study supports the ferninist perspective that proposes that social 

changes will be neœssary to eliminate sexual harassment. 

Delimitations of the Study 

The çtudy was bounded by the time period January, 1995 and March, 1997. 

The study was further bounded by the official sexual harassment policy in force at 

The University of Calgary dunng that time pend even though the policy was in the 

process of being revised. 

The parameters of this study are guided by the descriptions of concrete 

expenences of those people who were interviewed which evoke the understandings 

and expianations that are presented. There is no attempt to pmvide generalizability 

nor an articulation of 'the tnith'. It is recognized that what is 'read' in this study is 
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only one reading and is s w c  to the researcher's own subject position and to the 

voiœs of the participants in the study. 

Limitations 

The following limitations applied to this study: 

The study reflects what was diswssed and observed during the bounded 

time period. 

The study refiects an analysis of the sexual harassrnent policy as it existed 

during the bounded time period and does not reflect revisions that have 

been enacted subsequently. 

The study was limited by the wiilingness of the participants to be 

interviewed, by their willingneçs to disclose certain information, and by their 

ability to recall accurately experiences and events. 

It is recognized that certain levels of meaning may be lost with the 

transcription of dialogue into text, specifically the rneanings conveyed 

through voice inflection, intensity and body language. 

It is recognized that the conclusions of this study rnay be affected by the 

by the researcher's feminist perspective. 

It is recognized that there are women graduate students who were 

satisfied with the University's policy in the resolution of their cornplaints 

of sexual harassment. These women did not select themselves to be part 

of this study and therefore were not interviewed as part of the study. 



7. It is recognized that numerous policies, other than the sexual 

harassment policy, affect a graduate student's educational experienœ 

at the University. 

Assumptions 

In developing this study the researcher made the following assurnptions: 

1. The issue of sexual harassment in organizations cannot be studied separate 

from it sociocultural context. 

2. The issue of sexual harassment of students will continue to be a problem 

and a concem for institutions of higher education. 

3. It is assumed that inquiry is neither value free nor objective. This study is 

value bound by the researcher's interests, philosophy and feminist 

perspective, by the interests and perceptions of the participants, and by the 

interests of the university for which the study is being produced. 

Overview of the Remainder of the Study 

A review of the literature related to this study is presented in Chapter Two. 

Two bodies of literature are examined and brought together in this study - sexual 

harassment and policy development and implementation. The literature review 

presents the overall theoretical issues and pradical aspects of policy inquiry as well 

as how those issues and aspects are applied to the particular policy issue of 

developing and implementing sexual harassment policies w'thin the organizational 

environment of universities. 
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Chapter Three disaisses the research design and the research rnethodology 

adopted for the study. The specific proœdures employed in selecting the 

participants and in collecting the data for the study are presented as well as the 

criteria for analyzing the sexual harassment policy documents. 

In Chapter Four the findings of the study are presented within three distinct 

analyses induding the semal harassrnent policy at the University, the perspectives 

of the individuals who developed the policy, and the perceptions and experiences 

of the women graduate students who told their S~OW of sexual harassrnent. 

Chapter Five includes the conclusions and rewrnmendations based on the 

findings of the study as well as a summary of the study. The chapter ends with 

some final thoughts on the issue of sexual harassment and recommendations for 

future research. 



CHAPTER lW0 

REWON OF RELATED RESEARCH AND LITERATURE 

This literature review examines policy developrnent and policy 

implementation within two spheres, one general and one specific. Initially, the 

review provides an overview of the theoretical constnicts, models, issues and 

influences associated with the policy process with primary emphasis on the 

importance of policy inquiry as well as the complexities of developing and 

implementing institutional policies. The place of 'values' in the policy process 

receives mnsiderable attention during the discussion. Following this overview, the 

review examines the policy process and the implications that it holds for the 

development and implementation of specific policies, namely sexual harassrnent 

policies, within a specific organizational environment, namely that of a university. 

A brief investigation of the problem of sexual harassment provides some context for 

the examination of sexual harassment policy implementation. lnsights and 

conclusions regarding the organizational and sociocultural aspects that influence 

policy development and policy implernentation produce a theoretical framework for 

the investigation of sexual harassment and sexual harassment policies. 

Introduction 

Public and organizational policies affect Our lives in almost every dimension 

that we can imagine. In overt ways public policy affects such aspects as how we 



receive our health Gare; how our citizens are educated; how we pay Our taxes; how 

ournation participates in foreign advities; and how it is decided who shall or shall 

not be allowed to live in this country. WNiin the organizations that we work or study 

policy affects such aspects as how decisions are made; what authority levels guide 

the 'business' of the organization; how organizational capital shali be raised and 

spent; h m  people shall be hired, evaluated and terminated; and what standards of 

human interadion are acceptable. The word 'policy' may imply a number of things 

to those who study it as a discipline and to those who are merely the recipients of 

its message. Pal (1 992) begins his book with a straightfonrvard multiple definition 

of policy as follows: 

In m e  [instances], policy is synonymous with position; in others it refers to 
a specified course of action, and in still othen simply a nile. A unifying 
meaning rnight be that of policy as a guide, both to those who implement it 
and those who observe it (p. 1) 

The idea of "policy as a guide" begins to portray the wrnplexities surrounding the 

developrnent and irnplementation of policy. The word 'guide' implies a level of 

interpretation and in the arena of interpretation much is contestable. The 

complexity of the policy process is wmpounded by the realization that there is an 

interaction of many forces that influence policy developrnent and policy inquiry. 

Recent poiicy worùs (Pal, 1992; Mawhinney, 1993; Fischer, 1989) stress that 

the policy proœss begins at a point when decision makers face a problern to be 

solved. However, these writers stress that the problern and its ultimate resolution 

or non-resolution rest within a political and sociowltural web of ideologies, values, 



intentions and strategic forces that represent not just the isolated organization or 

govemment department developing the policy but also forces that represent the 

cumulative cultural, historical, economic and political baggage of the broader 

society. Mawhinney (1993) captures the nature of these influencing forces as 

follows: 

...p olicy responses emerge from the process of adors stniduring the 
problems posed by the interaction of exogenous and endogenous forces 
impinging on the policy domain. Policy problems are therefore the produds 
of subjective human judgment, and, as such, are ultimately socially 
canstruded, maintained and changed. Issues arising in the environmental 
wntext are interpreted as problematic by diverse stakeholders in a policy 
wmmunity whose perspectives and actions are interdependent.. . . (p. ii) 

When a policy is extraordinarily contentious because it involves a debate over 

issues such as discrimination or human rights, the strength of the forces involving 

ethics and noms and values heightens the interplay of the organizational and 

socio-cultural aspects of policy developrnent and policy implementation. This 

interplay of organizational and socioailtural aspeds is what wiil be examined in this 

review of the literature. 

Organizational Context 

It is appropriate and necessay to examine briefiy the nature of organizations 

as a prelude to examining the policies that are developed by organizations. An 

understanding of the thebreücal mnstructs of organizations and their environments 

reveal that "the institutional structure of the policy making system itself influences 

what happensl' on the political agendas of policy development and implementation 



(Mawhinney 1990, 1 ). Elmore (1 978) underscores this premise when he states that 

"understanding organizations is essential to the analysis of policy irnplementation" 

(p. 185). 

Etzioni's seminal work (1964) presents a view of organizations in relation to 

their allenwmpassing influence on our lives when he writes: 

Our society is an organizational society. We are bom in organizations, 
educated in organizations, and most of us spend our Iives working for 
organizations .... Most of us will die in an organization and when the time 
cornes for bufial, the largest organization of al1 - the state - must grant official 
approval. (p. 1) 

Organizations have historimlly been seen as the most rational and efficient fom 

of social grouping and within that frame they have corne to coordinate large 

numbers of human actions. Thus they have become powerful social tools. The 

view of organizations or institutions put foward by Etzioni and others of that era is 

that of a rational, goal-drïven phenornenon that involves itseif in the activities of 

planning, coordinating, controlling and decision-making. Older institutional 

conceptions also emphasized noms, values, attitudes, rules, and behaviour. 

Taken together these factors constituted the organizational culture (Eldridge & 

Crombie, 1974). The individuality and uniqueness of organizations was seen to be 

expresseci in their differing cultures. Goffman (1 962) suggested that the potential 

existed for organizational cultures to dominate the memben' lives. 

The more reœnt work in the area of organizational theory suggests some 

further approadies to analysing organizational behaviour and strategy. One 

perspective that is now well accepted is the idea that an organization's survival is 
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sttongly Iinked to its environment (Mawhinney, 1 994; Powell, 1988). Organizations 

are embedded in a larger social context that tends at times to blur the boundaries 

between them. This sometirnes seamless relationship can have an effed on such 

organizational responsibilities as policy development and policy implernentation. 

Powell and DiMaggio (1 991 ) describe the infiuence of vanous environments that 

"penetrate the organization, creating the lenses through wtiich actors view the world 

and the very categories of structure, action, and thought" (p. 13). They argue that 

institutions are produds of human actions even though the institutions impose 

wnstraints on those actions. The rules that order these organizations are seen by 

Powell and DiMaggio (1991) as processes "that are rife with conflict, contradiction, 

and ambiguity" (p. 28). The role of interests, power and social change loom large 

on the horizon of this institutional frarnework- 

Organizations as administrative institutions provide stabiiity and order as well 

as influenung change. They are human constnids that are wncerned with human 

interests and with political interests. Shared systems of niles continue to provide 

the foundation for organizations. Although they are seen to be more asymmetrically 

shared systems than earlier organizational perspectives. Greenfield (1 993) 

suggests a view af organizations "not as structures subject to universal laws but as 

cultural artifads dependent upon the specific meaning and intention of the people 

within them" (p. 4). if organizations are not a single abstraction but are definitions 

of social reality, the implications for the people within them are considerable. 

Organizations remain as "mechanisms for transfoning our desires into social 
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reality, but the transfoning mechanism lies within individuals" (Greenfield 1993, 

17). 

Organizations are 'invented' when people talk and act with each other. "ln 

both their doing and their not doing, people make themselves and they rnake the 

social realities we cal1 organizations" (Greenfield, 1 993, 53). Some individuals 

wïeld power in organizations and others are subject to that power; thus the morality 

and values of those in power influence the sets of ideas that brhg organizations 

into existence. Institutional policies are meant to provide the legal and moral 

guidelines that order the behaviour of the people and the adivities within the 

organization. That moral and legal order is no longer seen as universal; thus the 

organization survives and develops within a CO ntext of ambiguity and contention 

where shared meanings are debated and negotiated through discourse and 

dialogue. 

Issues of Policy Development and Policy Implernentaüon 

Pal (1992) writes that, "the world is saturated with policy" (p. 1). Our 

personal, organizational and societal lives reflect the infiuence of policies. Policy 

is endemic to our basic funcüoning within organizations. When individuals wish to 

know what an o~ganization is or is not doing in a speciiic instance, they will 

inevitably tum to the organization's policies. The complexities of modem Ife have 

increasingly pmmpted the need for policy relevant knowledge that can provide the 

basis for which policy maken shape laws and administer the operations of their 



organizations (Dunn, 1981). Historically, the aim of policy science has been "to 

provide policy maken with information that wuld be used to exercise reasoned 

judgment in finding solutions for policy problems" (Dunn 1981, 30). Doron (1 992) 

notes the expansive nature of policy inquiry when he states that: 

Policy scientists in ever greater numbers are engaged in a neverending 
que& to develop policy-relevant knowledge for improving mankind's 
standards and quality of life. (p. 304) 

It seems clear that problems are the genesis of most policies and that policy 

development is at the heart of a government's or an organization's mission. 

However, it has been argued that a huge gap exists between the good intentions 

and the lived achievements of policy initiatives (Pal, 1 992). This argument can be 

appreciated given the political and value-laden context within which policy 

development and policy implemenMion take place. Hogwood and Gunn (1 984) are 

candid in their conclusions that there is no quick fix for intractable problems, only 

the potential for a high quality debate and an irnproved choice arnong well thought 

out alternatives. 

Policv devebment models. A number of models have been developed as a part 

of the study and evolution of policy inquiry. The predominant models have been 

rational, deteninistic ones that were based on technical, cost-benefit analysis 

methods which when scientifically applied would, theoretically, produœ efficient 

and effective solutions to specific policy problems (Mawhinney, 1993). These 

economic and decision-making models guide policy inquity in ways that produce 

idealized and rationalized logic that &en does not reflect "the logic-in-use that 



ocairs in policy change" (Mawhinney 1993, i). Policy rnaking has been conceived 

of as "an orderly sequence of stages almost as if on an assembly line" (Fischer 

1989,944). These stages indude problem definition, policy development, adoption, 

implementation and evaluation. The rational models reflect a positivist foundation 

that emphasizes objectivity, stability, and control in the context of a deteninistic 

universe. The image of policy makers as firmly in wntrol of their environments 

captures the essence of the rational models. 

Recent aiticism of the rational models has signalled a paradigm shÏft in the 

ongoing endeavour to better understand the processes by which organizational and 

public policies are formulated and implemented. Pal (1 992) aiticizes the rational 

model because of "its reliance on the factlvalue dichotomy, empirical verification, 

the scientific method and causality" (p. 60). The policy process as seen through a 

post-positivist lens is one where policy and politics are integrated within a 

contingent and interpretive context. Recent policy making models suggest a 

cornplex interplay between ideas, analysis and power. Stone (1 988) captures this 

interplay as follows: 

ldeas are the stuff of politics. People fight about ideas, fight for thern, and 
against them. Political confiict is never simply about ideas, but over what is 
legitimate. The passion in poliücs cornes from conflicting senses of faimess, 
justice, rightness, and goodness. Moreover, people fight @th ideas as well 
as about them. The different sides in a conflict create diEferent portrayals of 
the battle - who is affectedl how they are Mected, and what is at stake. (p. 
25) 

Often the resolution to organizational dilemmas depends on political and moral 

choiœs rather than a rational decisionmaking process. More and more policy 



scholars suggest that policy making and policy analysis are not solely about 

mathematics but they are about "the disciplined application of intellect" which 

involves craft and judgment (Pal 1 992, 18). Majone (1 989) stresses the roles of 

justification, communication and persuasion in the policy process and suggests that 

these roles have not been appreciated in the traditional decisionist approaches. 

Defining a problem according to various viewpoints, recagnizing the dynamic 

context of policy debate, appreciating the contingent and interpretive nature of the 

policy process, accepting the integral role of values in policy inquiry, and 

acknawledging the links between policy, poliücs and m e r  - these are the elements 

of the post-positivist models of policy making. 

Values in ~o l i cv  inauirv. One of the most significant aspects of recent policy 

research is the heightened recognition of the role of values in policy making and 

policy implementation. In this study values are defined as those beliefs that are 

strongly held by individuals or groups and for which those individuals or groups will 

exert a concerted effort to retain or preserve those values within various contexts 

of persona1 or organizational life. Fischer and Forester (1987) articulate the 

episternological challenge posed by the indusion of values in the policy process as 

follows: 

But bringing values - or, more precisely, normative arguments - into the 
equation has pioved to be no easy feat For an empirically oriented 
discipline designed around the principle of value neutrality, the introduction 
of normative questions poses a number of cornplex epistemological issues, 
many of which were already long-standing problerns in the broader 
philosophy of social science. (p. 13) 



Rein (1 976) reflects the 1970's movement to involve an ethical dimension in the 

realm of policy analysis. He asserts that "above all, policy is concemed with 

choices among competing values" (p. 140). Numerous policy scholars have 

suggested that one of the primary obstacles to the inclusion of values as a 

legitimate element in policy making was the fact-value dichotomy that characterized 

the positivist view. Amy (1 987) underscores this point when he writes: 

Analysts automatically assume that normative issues are purely subjective 
and irrational, and that as good policy scientists they can legitimately 
investigate only the empirical dimensions of policy questions. (p. 48) 

Policy staternents often take the fom of factual representations that define 

a problern and state what lis.' Value statements, on the other hand, are rneant to 

suggest how things ought 'to ben. Pal (1 992) describes how the lines between fact 

and value have become blurred: 

Science traditionally disiinguished between these two, claiming the former 
as its realm. Modem epistemology has diçsolved the difference, so that now 
it is widely acknowledged that 'Yacts" are constituted by values. (p. 206) 

The dilemma for policy maken is captured by Greenfield (1993) when he Mtes that 

'Yacks are, but they cannot tell us what to do" (p.107). Policy makers carry out their 

work in a world suffused with values thus it is understandable that values have 

become an integral part of the policy process. O'Reilly (1 991 ) clearly links the 

world of policy with the element of values as follows: 

Poiicy, in its most general sense, is rooted in the culture and values of 
decision-maken. It implies a worldview and a structure which we impose 
on our day-to-day activities. Policy relates to Our goals and what we 
consider to be the desirable, the good, the true. (p. 1) 



The challenge for policy makers increases when organizations choose to or are 

forced to deal with policy questions that have overt and blatant ethical and value 

dimensions. Pal (1 992) supports this position as follows: 

Policy debates over discrimination, application of human rïghts legislation, 
education, culture .... seem to hinge directly upon, or move quickly to, issues 
of values such as freedom, individual rights.. . .and the obligations and 
responsibilities of society to prote& human life. (p. 207) 

Such policy debates link the ethics and values considerations d the organization 

to those of the larger sociocultural realrn. 

Policy rnakers and organizational leaders must accept the integral role of 

values within a sociocultural and organization environment where values are part 

of the confiict-ridden, relativistic aspects of postmodem life. Values mnnot be 

ignored nor can they be taken for granted. They must become part of the policy 

proceçs methodologies where they can be su r f ad  and debated and where hidden 

assumpüons can be darifieci and studied. Greenfield (1 993) portrays the wercive 

nature of the challenge posed by the values question when he writes: 

There is no çcienœ to determine what is good. To declare one value better 
than another requires a force, a choice, and ultimately the imposition of one 
person's will upon another's. If we are to escape, or at least justify, this 
imposition, we need to move administrative action beyond will, fact, and 
preference. We need to found it in a realm of higher values. (p. 21 7) 

Continuing attention to the normative questions in the policy process has a moral 

imperative and will prevent the study of policy from becoming "only a collection of 

the rationalization of those in power" (Fischer & Forester 1987, 19). 



Policv imdementation issues. Policy irnplementation is neither easy nor self- 

evident It begins at a place where thought becornes adion and raises the complex 

question: "How can ideas manifest themselves in a world of behaviouf?" (Majone 

& Wildavsky 1979, 163). Browne and Wildavsky (1 983) underscore this cornplexity 

when they wnte that "policy implementation requires a greater degree of discretion 

than does the flight of a bat" (p. 227). Many policy scholars believe that the 

implernentatÏon proces cannot be fully undersiood because the issues surrounding 

the process are complex and illusive and not easily managed or controlled. The 

interest in and study of policy implementation falls out of the need to assess why 

some policies suc& and others fail. An eariy work by Easton (1953) provides an 

appropriate frame for examining policy implementation. Easton writes: 

A policy .... wnsists of a web of decisions and actions that allocate values .... 
Arriving at a decision is the formal phase of establishing a policy.. . . M e n  we 
a d  to irnplement the decisions, we enter the second, or effective, phase of 
a policy. (p. 130) 

The values f m s  discussed earlier in this paper continues during the examination 

of the implementation process. 

The changing perceptions of policy implementation make it useful and 

appropriate to survey some of the models of policy implementation that have been 

articulated. The classical model presents a top-down authoritarian structure that 

allows little disaetion or judgment on the part of implementen (Nakamura & 

Smallwood, 1980). Classical policy making is viewed as a linear process of stages 

that are rather separate and distinct In addition, there "is a clear division of labour 



between policy makers, wbo set goals, and policy implementers, who carry out 

these goals" (Nakamura and Smallwood 1980, 10). This oversimplïfied view of the 

policy process presumes that irnplementation would nearly perfectly match the 

expectations of the policy makers. 

Weaknesses in the top-down approach became apparent both to 

practitioners and to scholars. Lindblom (1959) challenged the classical model when 

he suggested that decisians are not made in a linear step-by-step manner but in an 

incremental fashion that involves mutual adjustment and compromise. The bottom- 

up approach also challenged the classical mode and its 'stages' framework 

Pressman and Wildavsky (1984) and others began to fows on the role of 

implementers and how they adapt policy objectives according to their own 

motivations. beliefs and values. McLaughlin (1987) captures this rale of 

implementers as follows: 

Implementers, we discovered, did not always do as told nor did they always 
act to mWmize policy objectives ....[ and] that the consequences of even the 
best planned, best supporteci, and most promising policy initiatives depend 
finally on what happens as individuals throughout the policy system interpret 
and a d  on them. (p. 172) 

Within this context the values and preferences of implementers and the resultant 

values confiicts affect the implementation of organizational policy. 

Policy implementation is ainently viewed as an intriguing and fluid phase in 

the policy process and brings with it an appreciation for the complexities of living 

in the teal world where powers, laws, authorities and organizations interact and 

canflict In such a worid perfect implementation is perhaps perfectly impossible. 



Majone and Wildavsky (1979) offer a view of implementation that allows for an 

appreciation of the complexities of organizational life when they argue that: 

lmplementation is evolution .... m e n  we a d  to implement a policy, we change 
it When we Vary the amount or type of reçource inputs, we also tend to alter 
outputs .... ln this way, the policy theory is transfonned to produce different 
results. As we leam from experienœ what is feasible or preferable, we 
correct errors To the degree that these corrections make a difFerence at al 1, 
they change our policy ideas as well as our policy outcornes, because the 
idea is embodied in the action. (p. 191) 

This view of policy implernentation exposes numerous potentialities that exist in 

each policy as well as exposing numerous obstacles that policy implementers face. 

Browne and Wildavsky (1983) suggest some ways for wping with these obstacles 

when they write: 

Our view is based on the premise that a policy evolves during its 
implementation by adaptation .... We need the capacity to leam during 
implementation .... a little anticipation and a lot of resilience go a iong way. 
Combining the two so that there is a continuous mutual adaptation between 
program and experienœ.. . . is admittedly a compromise- (pp. 227, 230) 

The circular, contingent and often ambiguous nature of policy implementation 

articulated by recent policy writers poses some challenging scenarios for the 

leaders and individuals who comprise organizations. 

The interpretive nature of policy implementation is essentially the core of 

what is acted out and the role of individuals in this interpretive activity bewmes 

primary over the role of the organization. Every policy initiative resonates with the 

voices of multiple stakeholden and these voiœs must be Iistened to if the policy 

process is going to progress from idea to action. Yanow (1993) presents the 

importance of multiple stakeholder interpretation as follows: 



S pecifically, agency staff, clients and other policy stakeholders rnay form 
interpretations of policy language, legislative intent or implementing actions; 
and these interpretations rnay diier from one another and rnay diverge from 
the intent of the poliws legislators. Multiple stakeholder interpretations rnay 
hamper the implementation of the policy's explicit mandate. On the other 
hand, such interpretation rnay aid implementation of [the policy's] tacitly 
known, yet no less intended, mandate. (p. 42) 

This interpretation of policy by stakeholders is inevitable and through that 

interpretation is revealed who they are, what they value, what meanings the policy 

has accnied for them and whether or not those meanings are shared among the 

stakeholders. Taken to a societal context, "the policy and these interpretations rnay 

be 'read as a 'texte about societal values and identity" (Yanow 1993, 41 ) with the 

inevitability of wMid over those values and interests. Because meaning is nearly 

always in question, interpretation is integral to policy implementation. 

The role of organizational leadership and power relationships can be 

examined as crucial mitigating factors in the success or failure of policy 

implementation. The fuoctions of leadership involve the process of making value 

choices. Nakamura and Srnallwood (1980) argue the importance of leadership in 

policy implementation as follows: 

...p ersonality preferences and ideological wncems have a profound impact 
on the types of value choices different leaders mâke in selecting both their 
policy goals and the means to be used in irnplementing those goals. (p. 1 76) 

Leaders must be prepared to recognize that policy implementation involves conflict 

and compromise as well as diverse linkages with stakeholders. lntegfity and moral 

behaviour on the part of organizational leaders are required to guide the 

implementation process through various interactions of change, adaptation and 



action. March and Olsen (1989) suggest that institutions play a role in assisting 

leaders and followem in the interpretive process by providing "a structure of routine 

roles, f o m ,  and rules" (p. 43) that reduce ambiguity and increase the opportunity 

for action wtiich is the nexus of policy implementation. 

Policv imr>lementation as or~anizational chanae. Policy implementation generally 

involves bath policy change and organizational change. These changes can be 

difFicult for organizations bewuse they are often ambiguous, because they may 

require adaptation to new values and institutional rules, and because organizational 

resources are at stake. 

Organizational change is now viewed as natural and fundamental. Older 

literature implied that organizations had to be forced to change; however, the 

current literature suggests the opposite. Baldridge and Deal (1 983) articulate this 

literature as it relates to educational organizations when they h t e :  

We believe organizations are changing al1 the time for many reasons that 
force the organizaüon to respond - trial and error, shifting environments that 
cause new demands .... Most important changes are unplanned, govemed by 
a serendipitous fiow of events, people, and Karma. They corne as a result 
of large-scale social focus, new lawç, the economy, and other factors beyond 
the control of administrators, fawlty, and students. (pp. 34) 

The early attempts to manage change were guided by rationality but now change 

theorists understand and recognize al1 of the rnitigating forces at work between the 

intention of planning 'and policy development and the actions of policy 

implementation. Fullan and Stiegelbauer (1 991) describe the complexity of the 

change process as follows: 



Educational change is technically simple and socially cornplex While the 
simplicity of the technical aspect is no doubt overstated, anyone who has 
been involved in a major change effort will intuitively grasp the meaning of 
and concur with the cornplexity of the social dimension. (p. 65) 

Policy changes that anse from the emerging and changing socio-cultural 

context of North Amerka pose problematic challenges for organizations. 

Mawhinney (1993) uses Greenfield's argument when she suggests that "the 

predicaments commonly arising in education are dilemmas whose resolution 

depends not upon the prevailing methods of rational inquiry, but upon political and 

moral choice" (p. 4). Change and reform failures require an understanding of the 

change process and a realization that "al1 largescale change is implemented 

locally" (Fullan & Miles 1992, 752). 

Organizational change cannot be effectively realized without assessing, 

altering or deleting old procedures, structures, dynamics and purposes. Fullan and 

Stiegelbauer (1 991) bernoan the fact that "change is everywhere, progress is not" 

(p. 345) and suggest that in most cases organizations are being unrefledively 

swept along by the forces of change. A collective and criticai mass is required if 

organizations are to confront change and counteract the short-lived successes and 

predominantly negative individual expenences related to change. Wider societal 

mnsiderations must be taken into account as organizations, their leaders and their 

followers, transfomi the change process from rhetoric and rationality to infomed 

action and cornmitted practice. 



Implications for the Development and 
lrnplementation of Sexual Harassrnent Policies 

The issue of sexual harassment has been arnong the prime workplaœ issues 

from the mid-1980's into the 1990's. Since 1980 most large corporations and 

educational institutions have developed sexual harassment policies and 

accompanying operational procedures as institutional responses to the incidence 

of sexual harassment in workplaces and on univerçity campuses. M a t  is currently 

at issue in relation to these policies is their questionable effectiveness as well as 

the disparity between formal policy statements and the application and 

implementation of the policy in cases of harassment (Robertson et al. 1988; 

Medlicott, 1993). Also swirling around mmpus sexual harassment policies is the 

curent perceived threat to academic freedom that such policies pose. Crawford 

(1994), a prafessor of psychology at Simon Fraser University, frames the challenge 

for sexual harassment policy irnplementation when he asserts that: 

I believe that today the greatest threat to academic freedom cornes from 
those who would use university harassment policies to censor ideas and the 
language in which they are expressed. Academic freedorn is so important 
to the research and teaching role of universities that policies on academic 
freedom must take precedence over policies on harassment. (p. A5) 

Organizations and their institutional policies are embedded in the larger 

socibcuitural and sociopolitical systems in which we live. Particularly when a policy 

process involves aspects of discrimination or individual rights, the organizational 

legal, ethics and values considerations become linked to the legal, ethics and 



values considerations of the larger sociocultural realm. The organizational 

environment and structures of the higher education milieu pose specific dilemmas 

and perhaps special responsibiiities on the part of these institutions in relation to 

the development and implementation of sexual harassrnent policies. 

Sexual harassment - the ~roblem. In 1978 Farley, in one of the classic and 

pioneering works on the sexual harassrnent of women at work, wrote this: 

For almost two decades our Society has been undergoing a changing social 
awareness about what constitutes acceptable standards of behaviour 
between the sexes. New information by women about the quality of their 
lives has men been the catalyst for this new consciousness. (p. xv) 

In another seminal work on sexual harassment published in the same year, 

Backhouse and Cohen (1978) draw the following stinging conclusion in their 

introduction: 

We made extensive Morts to interview male harassen. Not surprisingly we 
were unable to find a single man who would admit to being a harasser, even 
men who had been publicly exposed. It is our contention that al1 men erect 
a self-defense mechanism around this issue, refusing to admit that his 
behaviour is deeply offensive to women. (p. 1 ) 

It is now nearly two decades hence. Countless storieç of sexual harassment 

have been told by women; numerous shocking incidence studies have been 

wnducted; theories of harassment behaviour have been developed; laws and 

hurnan rights codes have been passed; and organizational policies have been 

enacted. However, there rernains a perceived contradiction between the public 

disapproval of sexual harassment and the private reality of its existence. This 

conundrurn prompts Sümpson (1 989) to desaibe sexual harassment as "an ancient 



shame that has become a modem embarrassment" (p. 1). A brief review of the 

definitions of sexual harassment and the estimated incidence of its occurrence are 

appropriate at this point in the discussion. 

Sexual harassment has only reœntly been defined as a distinct 

phenornenon. Dziech and Weiner (1990) articulate why it became necessary to 

develop a definition for sexual harassment as follows: 

"Harassment" means to annoy persistently, but "sexual harassment" is a 
paücular type of abuse. The need for a wmmon understanding of the term 
became pressing in the 1970's as discussions about sexual discrimination 
and women's positions in the workplaœ became accelerated. If sexual 
harassment was actionable.. . . there was a need for precise definitions of 
what wnstituted sexual harassment. (pp. 1'8-1 9) 

Aithough the need for a definition became clear, the task of developing an agreed 

upon definition was problematic because the definition would need to be broad 

enwgh ta encompass the variety of experiences yet specific enough for practical 

application. 

Definitions of sexual harassment have been presented in two ways. One 

type of definition speaks more theoretically about the nature of the consiruct and 

the behaviour while the other type mnsists of listing specific actions that constitute 

sexual harassment. Fitzgerald's (1 987) definition which is well accepted in the 

sexual harassment literature presents the theoretical elements as well as providing 

a basis upon which to ciassify behaviours. Her definition states that: 

Sexual harassment wnsists of the sexualization of an instrumental 
relationship through the introduction or imposition of sexist or sexual 
remarks, requests or requirements, in the wntext of a formal power 
differential. Harassrnent can also occur where no such formal differential 



exists, if the behaviour is unwanted by or offensive to the wornan. Instances 
of harassment can be classified into the followïng genefal categories: 
gender harassment, sedudive behaviour, solicitation of sexual adivity by 
promise of reward or threat of punishment, and sexual imposition or assault. 
(P. 38) 

The categories identifid by Fitzgerald were further defined in subsequent research 

efforts. Lott (1987) centres her definition upon a continuum of behavioural actions: 

if we were to place overt acts of face-to-face discrimination against women 
on a continuum, we would likely begin with sexist jokes or put-doms, cat- 
calls, leers, unwanted sexual attention of any kind and end with sexual 
assault, battering and murder. Such a continuum includes behavioun that 
typically define sexual harassment as well as ads of devaluation, exclusion, 
and violence. (p. 54) 

When we fows on the univenity environment, there appears to remain a 

great deal of unœrtainty as to what wnstitutes sexual harassment within a 

university setting (Rubin & Borgen, 1990; Fitzgerald & Ormerod, 1991 ). Dziech 

and Weiner (1990) quote one of the most publicized definitions of sexual 

harassment developed by the Arnerican National Advisory Council on Women's 

Education Programs: 

Academic sexual harassment is the use of authority to emphasize the 
sexuality or sexual identity of the student in a manner which prevents or 
impairs that student's full enjoyment of educational benefits, climate, or 
opportunities. (p. 22) 

Definitions (such as Fitzgerald's) which irnply that the issue of a power differential 

between two people is central to sexual harassment create difficulty for the sa- 

called consensual reiationships that sometimes ocair between professors and 

students. Some authors argue that prohibiting such consensual relationships 

leaves women students as powerless potential victims, mile others argue that truly 



consensual reMonships may not be possible within the conte* of unequal power 

and that such relationships are, at the very least, unwise and intemperate. 

The frequency of sexual harassment within a univenity environment has 

been the subject of numerous &dies. Reported frequencies Vary depending upon 

the definition used by the researcher(s). Till (1 980) wnduded that the occurrence 

of sexual harassment was not confhed to any certain type of institution, but that it 

occurred at large and small public institutions, private institutions, vocational 

schools, and schools with a religious affiliation. Most of the research to date, 

however, has centered on large public institutions, prirnarily in the United States. 

Dziech and Weiner (1990) report that 30 percent of undergraduate wornen 

in their study experienœd sexual harassment by at least one of their professors. 

Paludi and DeFour (1 989) reviewed several incidence studies and concluded: 

When definitions of harassment include sexist remarks and other forms of 
gender harassrnent, the incidence rate among undergraduates approaches 
70 percent (p. 44) 

Benson and Thompson (1982) surveyed female students in their senior year at 

Berkeley and found that 59 percent of the respondents estimated that sexual 

harassment occurs occasionally, that more than 30 percent of the respondents 

indicated that they were personally acquainted with at least one victim of sexual 

harassment, and that almost 30 percent indicated they had personally experienced 

some form of sexual harassment during their years at university. Wilson and Kraus 

(1 983) studied graduate and undergraduate students at East Carolina University 

and found that 33 percent of the female student respondents reported being 
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sexually harassed by male professors Carnmaert (1 985) studied sexual 

harassment incidence at The University of Calgary and found that 23 percent of the 

graduate student respondents and 30 percent of the undergraduate respondents 

had been subjected to sexually inappropnate behaviours. Carnmaert's results are 

quite comparable to the studies conduded in the United States. A more recent 

survey mnducted at The University of Calgary by the Faculty of Graduate Studies 

(1 994) indicated that six percent of the graduate student respondents had 

experienced sexual harassment of which over 80 percent were women. Schneider's 

(1987) wide cross section study of graduate women at a large public institution 

revealed that 60 percent of the graduate students had experienced at least one 

incident of sexual harassrnent The liîany of incidence studies could go on and on; 

however, there is little reason to doubt the rather significant level of frequency of 

sexual harassment within institutions of higher education. 

In the face of the definitional reality and the stated occurrence of sexual 

harassment, it is the responsibility of universities and wlleges to develop policy 

responses and interventions that will have an impact on changing the curent reality 

for many female students. The types of policy definitions developed by policy 

makers mn either impede or facilitate the treatment of sexual harassment 

cornplaints In addition policy makers must demonstrate an understanding of the 

processes and structures that govem their institutions as well as an understanding 

of the sociowltural legacy that has allowed harassing behaviours against women 

to be perpetuated. 



The universitv or~anization within a çocietal framework Previously in thiç Iiterature 

review it was posited that in order to understand policy development and policy 

implementation within an organization, 1 was essential that an understanding of the 

organization was in place. As well, it has been established that an organization is 

embedded in and linked to a larger sociocultural realm that influences its policy 

making and its structures, procesçeç and culture. The univerçity as an organization 

type will now be analyzed in relation to its history and its characteristics, and 

spedlcally how its ernbeddedness in societal noms has infiuenced the contentious 

and ambiguous debate about the development and implementation of campus 

sexual harassment policies. 

Feminist writers have argued that an equal role for women in the 

organization of society has never been the nom, at least not during what is 

considered modem history. Aisenberg and Harrington (1 988) capture this historic 

societal inequality as follows: 

.... distinct and unequal roles are sandioned by long custom and convention, 
which hold that the proper sphere for women is the private and domestic 
one. [This sphere] is not merely separate but also less powerful than the 
public world inhabited by men insofar as their private domain Mords women 
no role in the formulation of public policy, in the shaping of the institutions 
that in tum largely shape and govem Our culture. (p. 3) 

The issue of sexual inequality has found its way into organizations as changes in 

çocietal noms and valu& are debated. Morgan (1 986) argues that cultural values 

associated with malenes are the favoured characteristics of many organizations 

and that the assumed distinctiveness of males and females according to such traits 



as reason and emoüon is &en rninwed in organizational processes, practices and 

The University or 'the academy,' like any organization, is a microcosrn of the 

larger society. Zalk (1987) portrays the academy as a "mode1 patrïarchy" and 

illuminates its male-dominated roots as follows: 

The forma1 academy was instituted to educate men for the bettement of 
Men teaching men. Women were intruden and their presence was 

strongly resisted. Today, most academic institutions educate women as well 
as men. However, the Academy is still a male domain, dominated by men. 
(P. 142) 

Sexual harassment as a phenornenon within universities can only be understood 

within the context of an examination of the organization and traditions of the 

academy that perpetuate sexism and sexual inequality. 

Dziech and Weiner (1 990) begin to describe the uniqueness of the university 

organization as fol lows: 

Higher education is a peculiar institution. At the same time traditional and 
avant garde, rnoralistic and libertarian, rigid and flexible, it is neither as 
highly organized nor as clear in its priorities as the public or the campus 
assume. (p. 39) 

They suggest that the fragmented nature of academic organizations, the often 

blurred lines of authority, and the ambiguous and contested objectives of higher 

edudon help explain why sexual harassment perçists in an organizational context 

where it might be least expected. The role of the professor is also indefinite and 

involves teaching a discipline as well as clarving values and nurturing students. 

Setting standards for making distinctions between students' lives and the 



professors' roles have not traditionally been made clear. There have been few 

guidelines developed for faailty-student relations. One point is clear and that is the 

level of professional autonomy experienced by university teachers. Dziech and 

Weiner (1 990) describe this autonomy as follow: 

College faculty seldom admit one basic truth about their work: few 
professions guarantee so much potential for exerting control over so many 
other human beings. There are not many professionals who have such 
individual power and simultaneous freedom from constraint (p. 43) 

Professors are admired and students are often in awe of them and their scholarly 

knowledge. The relationship be-n students and faculty members involves trust 

and power and even though the "roles of professor and student are inteMned ... .it 

is not an equal partnership" (Zalk 1987,144). Structuraliy, universities are distinctly 

hierarchical; however, accountability is indirect and institutional authority is 

diffused. That authority is interpreted difFerently within every level of the 

bureaucracy. The consequence of this role confusion and wnflict can have a 

concertedly detrimental effect on policy implementation, especially policies as 

sensitive as those dealing with sexual harassment Govemance within a campus 

structure is fragmented and loose; however, the institutional design of the academy 

has been one that foôters power and status and the gender inequities which those 

designing principles imply (Zalk, 1987). Sexual harassment becomes a 

manifestation of one of the many expressions of gender inequity that is maintained 

by the cultural and social noms that are mirrored in the academy's organizational 



structure. Theodore (1 986) begins her book with a severe accusation regarding 

universities when she writes: 

Sexisrn pervades the workplaces of academia. As a complex phenornenon, 
sexism manifests itself in subtle expressions and behavioun as well as in 
blatantly illegal employment practices. Deeply intemalized values and 
attitudes about the proper place of women and men in the social structure 
perpetuate the inequities between the sexes and demean academic women. 
(P- 1) 

MacKinnon (1979) suggests that "violation of women by men is sufficiently 

pervasive ... .so as to be nearly invisible'' and that women have been subject 'Yo the 

social failure to recognize sexual harassment as an abuse at all" (p. 1). Although 

universities now recognize the problem of sexual harassment on campus, the 

resistance by many men to sexual harassment policies and grievance procedures 

demonstrates tbat "sexual harassrnent may be viewed as appropriate behaviour for 

men within the conte* of typical patterns of çocialization by members of institutions, 

particularly universities, in this society" (Paludi 8 Barickrnan, 1991, 124). 

Jepperson (1991) suggests that sexism is "an example of an object 

commonly thought to represent an institution" (pp. 144-145). Universities as 

organizations have institutionalized sexism as an accepted social order and the 

interactions of people in universities are standardized in such a way that they 

"reveal a reproduction process" that is self-sustained by the rules, procedures and 

goals that idenMy the aiiture of the organizaüon. It would seem that there is a very 

fine line between sexual harassment and the deeply rooted sexism within 

universities and within society. 



The sexisrn wi-üiin universities is not meant to suggest that sexual 

harassment is a universal practice. Studies show that most professors, graduate 

assistants and stafF memberç condud themselves professionally; however, it is the 

environment and culture of sexist practices and behaviours and the unequal 

distribution of power and status between men and women aiat aeate the potential 

for abusive behaviour by men that women are generally ineffectual in changing. 

Benson and Thomson (1 982) articulate this point as follows: 

It is precisely this widespread confluence of authority relations, sexual 
interest and gender stratification which defines the problem of sexual 
harassment. There is, in other words, a "nexus of power and sexual 
prerogative" &en enjoyed by men with formal authority over women. (p. 238) 

Male instrudors, for instance, have considerable disaetionary power over students 

in areas such as grades, recommendations and scholarly assistance. This unequal 

authority becornes a structural condition for incidents of sexual harassment. Wilson 

and Kraus (1 983) describe the essence of this power imbalanœ when they write: 

... sexual activity [may include] words, looks, jokes, and comments that are 
diredly linked to sex These adivities are not inherently sexual harassment. 
Within a context of equal power [they] may be either offensive or 
pleasurable. Wthin a context of equal power, an offended person is free to 
react to stop the offensive behaviour and, if necessary, to teminate the 
interaction. (p. 21 9) 

The unequal distribution of power limits the response options for women and 

generally disempowers them within a classroorn or at a work station. Sandler 

(1993) difrentiates between the fonnal and infornial power prerogatives that men 

have in the following analysis: 



Most discussions of sexual harassment in academe have focused on the 
"formai" power that supervisors have over employees and that faculty have 
over students people with formal mer to provide a benefit, a service or an 
evaluation, or the power to withhold these and do ham. However, the 
"informal" power that men, by virtue of their larger size, greater physical 
strength, and status, generally have over women can also be part of the 
context of sexual harassment, so that coworkers and fellow students can 
also harass. (p. 4) 

Sexual harassment is about sexism and sexism is about power and the lower 

hierarchical position that women have histarically had within institutions and society 

as a result of that power. The policy challenges associated with this reality will be 

discussed in the next section of this review. 

One of the threats to the effective implernentation of sexual harassrnent 

policies has been the contentious dialogue conceming academic freedom within 

universities. It has been a persistent wncem, by fawlty members in particular, that 

the definition of sexual harassrnent in university policies might impinge on academic 

freedom. Is this fear well-founded or is it an attempt by a privileged group on 

campus to exempt itself from Iiability or responsibility in sexual harassment cases? 

Although the academy has placed academic freedom at the central core of its 

practices, it must be ctitically examined within the context of a re-examination of 

institutional arrangements and practices that are no longer imrnutable. Olswang 

(1992) writes that 'Me principle of exclusive faculty wntrol over matters of 

academic freedom andlenure can no longer be sacrosanct" (p. 55). 

Wagner (1990) expresses the amœm of one side of the academic freedorn 

argument with these statements: 



Two issues of concem to fawlty memben are false charges and violations 
of academic freedom. Although important to consider, these issues should 
not dominate nor be the centrepiece of any policy statement or philosophy. 
Constant referenœ to these issues may serve to support pervasive and 
insidious sexual harassment and power relationships on campus, and to 
deter students from inquirÏng about their rights and options. (p. 38) 

m e r s  contend that acadernic freedom and individual rights have been violated by 

misguided efforts to end sexual harassment. Ontario's recently enaded zero- 

tolerance policy is seen by many university professors as an outright attack on 

academic freedom. A CAUT Bulletin writer charges that the policy, which includes 

sexual harassment, is "highly ambiguous, just too broad" and lacks specific 

definitions that could guide behaviour (deTor0 1994, 15). 

The m a l  harassrnent case brought against Professor Silva, University of 

New Hampshire, clearly draws the lines in the debate over sexual harassment. 

Leathenan (1994) reports that "Mr. Silva and others ... daim that in an academic 

environment ail ideas, even offensive ones, should be freely exchanged" and 'Yhat 

if univenities Iimit speech to proted women from offense, they risk having to protect 

other groups of people" (p. A22). The unique needs of teaching and scholarship 

are seen by many to supercede the rights of women students to a harassment-free 

leaming environment Sandler of the National Association for Women in Edumtion 

responded to the Silva case by asking whether "we are now going to Say that we 

will allaw things in a ciaskroom that we will not allow in a workplace?" (Leathenan 

1994, A22). Academic freedom implies rights but it also carries with it limits and 

responsibilities regarding methods of instruction and inquiry. The academic rights 



of students are also undermined when they are subjed to sexual harassment. The 

interpretation of academic fkedom and the conflicting positions surrounding it are 

certain to affect fumer policy developments regarding sexual harassment. 

Poliw issues. Across North Amerka sexual harassment policies have been 

developed by colkges and univenities. However, what postsecondary institutions 

are realizing is that the problem of sexual harassment is more cornplex than many 

realized and that policy interventions have proven to be contentious efforts with 

questionable outcornes in ternis of reducing the problem that they were developed 

to deal with. The increased legalization of the university campus has brought the 

effects of litigation and legislation into the walls of academia. This convergence of 

the university and its autonomy with the power and authority of govemments and 

courts frames one of the policy issues related to sexual harassment. Mangan 

(1 993) describes the curent institutional predicament: 

Caught in the crossfire between those who cornplain that harassment 
policies are vague and ineffective and those who Say their rights are being 
trarnpled, universities are reviewing - and in many cases rewriting - their 
policies. They are doing so not only to address controversial and cornplex 
issues coming from them, but also to protect their institutions from lawsuits. 
(P. A131 

One needs only to scan many recent editions of joumals such as The Chronicle of 

Hiaher Education understand that sexual harassrnent are getting rough 

ride during their implementation phase. 

While policy statements decry sexual harassrnent and its effects on the 

university environment and university presidents publidy condemn this behaviour, 



grievance procedures are rarely used and attempts at education and 

communication have often faltered (Dziech 8 Weiner, 1990). There are several 

policy issues at play here. First of all, sexual harassment policies have been 

' m e n  in gender-neutral language and are intended to apply equally to men and 

women" (Riger 1991.44). Hawever, these policies are interpreted and experienœd 

differently by men and women given the societal power and gender stratification 

already discussed. Even in policy grievance procedures where two parties are 

meant to meet on equal ground to resolve the dispute, the adual practice of equal 

treatment is not there. The ofien used model of. 'due process' frequently 

disadvantages the woman cornplainant in that her organizational position, 

knowledge of the law, power base and counsel are not equal to the acaised 

harasser. These inequities serve to further vidimize the victim. Dziech and Weiner 

(1 990) articulate sharp criticism that attacks the intent versus the practice of many 

sexual harassment policies: 

Policies, with their elegant language about due process and fair hearings, 
promise not only resolution but also justice; in most instances they deliver 
neither one. The outcornes of most sexual harassment proceedings are a 
compromise and even in dismissal cases the complexities of the procedures 
obscure a feeling of resolution for most victims. (p. xxviii) 

The French philosopher and iconoclast, Michel Foucault, provides a very 

clear analysis regarding intended and actual effects of practices that is useful to 

this policy discussion. Foucault did not analyze written policies or examine 

philosophies for their practical implications. He was not interested in examining the 

intended effeds of pradces (1 979). Foucault knew that intentions and effects are 



offen different and he felt that it was the actual effects that matter in people's lives. 

Foucault (1 980) writes of this as follows: 

... analysis should not concem itself with power at the level of wnscious 
intention or decision; ... lnstead, it is a case of studying power at the point 
where its intention, if it has one, is completely invested in its real and 
effective practices. (p. 97) 

In relation to sexual harassment "a large gap exists between policy and procedure" 

(Blum 1988, A17). Legal and policy guidelines are just pieces of paper unless the 

stakeholden that are affected by the policy choose to practice the policy in the 

same spirit. 

Another policy issue that challenges the implementation process is the 

realization that much of the sexual harassment on campus is never reported and 

thus never cornes in direct contact with the institution's policy and its attendant 

grievanœ procedures. Students, partiwlarly, do not feel that they will be believed; 

they are ofken not mare how to file a cornplaint; they fear being accused of inviting 

the harassment; and they fear that retaliation may occur if they report an incident 

(Sullivan & Bybee, 1987). The persistence of sexual harassment on campus c m  

be understood given that incidents are comrnonly not reported. Does this irnply 

tacit approval for harassing behaviour? 

Wagner (1.990) suggests that for sexual harassment policies to be credible 

'Yhey must have three goals - preventing harassment, remedying situations that 

ocair, and dealing with perpelrators" (p. 37). While these policy goals offer good 

intentions, they may remain unrealized unless there is a strong institutional 
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cornmitment for changing the climate and culture in which sexual harassment is 

allawed to persist The political wiil of the institution must be brought to bear on the 

issue with a realization that policies and grievance procedures are not separate 

from but strongly connected to the broader organizational efforts to confront the 

issues of gender inequality (Hofhan, 1986). Victims must feel free to report 

incidents of m a l  harassment; grievance procedures must ernpower victims; and 

the effects of policy practices must be studied and interpreted as sexual 

harassment policies evolve and provide the opporhinity for institutional leaming. 

Conclusions 

The policy developrnent and implementation proœss, as presented in this 

review, is one that is rife with contradicüon, ambiguity and contention. The process 

is not captured in a linear railway train rnetaphor but instead is more accurately 

captured in a multi-image collage where images overlap and conflict as they deliver 

an essence more than a wncretely defined reality. When such a 'messy' process 

is applied to a controversial problem such as sexual harassment, the political and 

sociocultural influences on policyrnaking become even more highly fowsed and 

more strongly felt by al1 groups of stakeholders. 

The following conclusions (made by the author) bring together selected 

general policy inquiry characteristics and construds with specific application and 

meaning as related to the development and implementation of sexual harassment 

policies: 



The goals of policymalag are often amb@uous. They are rarely seen 
in a "dledive" sense and are highly infiuenced by political and 
subjective forces. The goals of sexual harassment policy 
development mirror these characteristics Some goals relate to the 
need to comply with legal requirements, some relate to the need to 
conform to current social pressures, some relate to the desire to 
affect change in campus attitudes and behaviours, and others are 
motivated by a desire to brhg about radical change in the current 
social order. 

The policy process is valudaden. Policymaking as a process 
concerned with choices among competing values and as a process 
concerned with normative questions is strongly artiwlated in recent 
literakire. Sewal harassment policy development is thick with value 
questions related to the sociow ltural issues of women's inequal ity, 
institutionalized sexism, power and the preservaüon of the status quo. 
Sema1 harassment policies are clearly about what 'ought to bel. The 
normative questions related to sexual harassment policies are made 
highly complex and contentious because of the entrenched socio- 
cultural noms related to the role and position of women within 
society. 

Policy implementation is about change and change is accompanied 
by a natural resisfance to change. The formal organizational 
approval of a sexual harassment policy belies the socially cornplex 
procesç of change being called for by the policy. Deeply embedded 
values and patterns of behaviour are surfaced and adaptation to new 
rules and values is called for. In the case of sexual harassment 
policies, the high degree of resistance is in direct proportion to the 
embeddedness of the male power and privilege being called into 
question by the policy. 

Policy implementation is the place where thought becornes action. 
During implementation the intentions, goals and ideologies of the 
policy makers interact with the intentions, goals and values of the 
policy implementers. This interpretive interaction changes the written 
policy in such a way that it can be said that policy is made by the 
people vho implement it. The contentious nature of sexual 
harassment policies has created a wunterproductive gap between 
the forma1 policy and the attendant operating procedures that guide 
the institutional practices. In the case of universities, history, 
tradition, structure and culture become obstacles to the equitable 
outcornes sought by victims of sexual harassment. Thus, in the case 



of sexual harassrnent, not only do individuals affect implementation 
but the institutional culture and structures also affect implementation. 

An organkation is strongly linked to its environment and to the 
influences of that environment. Thus, organizational activities and 
responsibilities such as policymaking are affected by the larger social 
context in which the organization is ernbedded. The irnpetus for 
organizations to develop sexual harassment policies has been 
influenced by such extemal environmental pressures as legal 
imperatives and changes in public attitudes toward equality for 
women. As well, the influence of ferninist theory and political 
mobilization have penetrated organizations and created a new set of 
lenses through which policy actors must view the world. 

A concerteci and longtwm m e g y  for organizaüonal reform mu& provide the 

foundation upon which sexual harassment policies are implemented within 

univenities and other organizations. Organizational leadership and collective 

political will must be mobilized toward changing the prevailing social order. 

Wharton (1994) captures the ongoing challenge as follows: 

Efforts to eliminate sexual harassment ... are impeded by the many 
unresolved gender issues in our society of which ouf wotkplaces are 
miaocosrns. Role stereotyping, rnisogyny, inability to listen to the voice of 
''the other," differences in power, both structural and personal, and the view 
that the structures of the status quo have no gender are still getting in the 
way. (p. 109) 

Homan (1 986) underscores the challenge when she wn-tes: 

The challenge now is to ensure that wllege policies and procedures 
continue and reinforce the processes of making clear connections between 
sexual harassment and the sociaVwltural conditions which give rise to it and 
of empowering victims and potential victims. (p. 1 18) 

S e u l  harassment policies alone are not adequate organizational mechanisms for 

eliminating sexual harassrnent To reiterate Greenfields prernise, "the transforrning 

medianism lies within individuals." Addressing the problem of sexual harassment 
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within organizations surely stretches the theoretical and practical constnicts of the 

policy proœss but it may take nothing less than the re-weaving of the web of life 

within organizations to resolve the problem. 



CHAPTER THREE 

RESEARCH METHODOLOGY 

The purpose of this chapter is to describe the research orientation and the 

methodology adopted for studying the implementation of the sexual harassrnent 

policy at the University of Calgary. The study examined the officia1 intent and 

historical context of the university's sexual harassrnent policy and the lived 

experiences af those who interpreted and implemented the policy as well as those 

who attempted to utilize (or not utilize) the policy in actual cases of harassrnent. 

The perspectives, perceptions and experiences of both policy implementers and 

sexual harassment vidims were taken into account in an effort to gain a more 

holistic understanding of the policy initiative and the variety of factors that had an 

influence on the implementation of the policy and its perceived effectiveness in 

eliminating sexual harassment. To achieve this goal both descriptive and 

evaluative research techniques were adopted and data were collected through 

interviews and an analysis of the policy doaiment In this chapter the general mode 

of research inquiry, the method of data collection and the procedures related to 

data analysis are desaibed. In addition, issues related to the trustworthiness of the 

research and adherenœ to ethical guidelines are discussed. 



Mode of lnquiry 

Research, it is believed, begins with the discovery or observation of an 

interdng, wrious, anornalous or socialIyJscientificaIly significant phenornena that 

piques the investigave interests of the researcher. Reinhaiz's (1 992) definition of 

research as the "production of a pubiicly scnitinizable analysis of a phenornenon 

with the intent of clarification" (p. 9) is supported in this study. Marshall and 

Rossman (1989) enrich this definition and describe the research proceçs as follows: 

Through systemak means, the researcher gathers information about those 
[hurnan] interactions, refiects on their meaning, arrives at and evaluates 
conclusions, and eventually puts forward an interpretation of those 
interactions. (p. 21 ) 

lmplied in this process is a sense that research is not always straighffoward and 

Iinear but instead it can be messy, nonlinear and often frustrating and confusing. 

It is within this wnceptual research framework that a primarily qualitative research 

design was chosen for this study. The intent was to search for and gain an 

understanding af the participants' lived expenenœs and to allow for the elaboration 

of their perspectives and perceptions as a way of building knowledge and insight 

about the developrnent and implementation of the policy initiative in question. 

Reliance on people's words as the prirnary data and the value placed on the 

parücipants' perspective places the study within a rnainstream qualitative research 

design. 

Within the qualitiatve orientation of this study is also a ferninist research 

perspective that operates from a political viewpoint whose goal is social change. 



This research approach is driven by a desire for changing the prevailing relations 

of power and emining aspeds of policy making and organizational behaviour that 

may perpetuate sexism and sexist assumptions. 'The world," writes Merleau-Ponty 

(1967), "is not what I think but what I live through" (p. xiv). Giving voice to the 

previously unheard experiences of women constitutes one of the central purposes 

of this study. Canadian political scientist Black (as quoted in Reinharz, 1992) 

writes that feminist research "insists on the value of subjectivity and perçonal 

experienœ" (p. 3). Although this study attempts to be thorough and 

comprehensive, it also reflects the values, assumptions and feminist perspective 

of the author. The author identifies herself as a feminist doing research in the 

qualitative mode of inquiry and is infiuenced by the core of feminist ideas that 

suggests that there is no one thnith and no one objective method that leads to the 

production of pure knowledge. The qualitative mode of inquiry used in this study 

is congruent with Berg's (1 989) description of qualitative research as follows: 

Qualitative research properly seeks answers to questions by examining 
various social settings and the individuals who inhabit them. Qualitative 
researchers, then, are most interested in how humans arrange themselves 
and their settings and how inhabitants of these settings make sense of their 
surroundings through syrnbols, rituals, social structures, social roles, and so 
forth. (p. 6) 

The use of a qualitative approach to scholarly inquiry allows the researcher to 

obtain direct data and then to determine how the data sources give meaning and 

interpretation to the events or experiences under consideration. 



Data Collection 

Adopting a prïmarily qualitative research orientation for the study involved 

three major activities: in-depth interviews with seleded univenity officiais and 

administrators responsible for the development and implementation of the 

organization's sexual harassment policy; in-depth interviews with self-selected 

women graduate students who believed they had been sexually harassed during 

their graduate studies at the University of Calgary; and the analysis of the official 

sexual harassment policy document currently in effect at the univemity. 

InteMew rnethod. Transmpts of interviews foned the largest and most significant 

portion of the data colleded in this study. The interviews were semi-strudured 

within the context of two interview frameworks developed for the study (see 

Appendix A). The interview method was chosen as the primary data collection 

method in order to identify and explore the perspectives and perceptions of the 

participants with regard to their varied expiences and to enhanœ the examination 

and analysis of the official policy dowment and the relevant literature being 

reviewed. Bosetti (1 990) emphasizes the usefulness of the interview strategy in 

relation to her policy study as follows: 

Interviews were deemed to be a significant source of data because the 
deabions and strategies employed in the implementation ... were developed 
by various actors-involved in the process. Consequently, it was necessary 
to assess how their perceptions and values infiuenced the implementation 
process and outcornes .... 

Accordingly, interviews were conducted with the essential purpose of 
detemiining what was in and on the actots mind. The researcher attempted 
to enter into the actors' perspective to assess their feelings, thoughts and 



intentions, without imposing any preconœived categories for organizing and 
interpreting the world. (p. 42) 

The use of the interview method in this study allowed access to a large amount of 

information; it allowed for immediate follow-up questions and clarification; and it 

allowed for insight and participant perspective that could not be obtained through 

other data colledion methods. The uncovering of the participants' experience and 

viewpoint remained the primary forcus of the research endeavour throughout the 

interview process. 

Selection of particiwnts. The individuals who participatecl in this study fell into two 

distinct groups. One group wnsisted of the university officiais and administrators 

who were involved in either the initial development and implementation of the 

sexual harassrnent policy, the current re-development and implementation of the 

policy or both. These individuals were seleded to be interviewed based on their 

university position or because they were recommended by other university staff 

members by virtue of their known experience and involvernent in the development 

and implementation of the policy. These individuals were interviewed in their 

Univers@ roles Mich included such positions as the former Chair of the Status of 

Women Committee, the Associate Vice-President of the University, Chair of the 

President's Committee on Sexual Harassment, and Sexual Harassment Adviser. 

The seven university officiais that were selected willingly agreed to be interviewed 

and expressed genuine interest in the purpose and potential outcornes of the study. 
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The second group of participants were wornen graduate students who 

believed that they had been sexually harassed during their graduate studies at the 

University of Calgary. There were two primary reasons for foaissing on women 

graduate students. First, it was a method of narrow-ng the pfimary researcb of the 

study to a particular university target group. Second, there have been relatively few 

sexual harassrnent studies that have looked solely at graduate students. Bond's 

(1 987) survey of graduate students exarnined the sexually harassing behaviours 

experienced by graduate psydiology students. Wilson and Kraus (1 983) described 

an incidence study of sexual harassment of graduate students at the University of 

California, Berkeley. Paludi (1 990) suggests that the incidence rate for graduate 

students may be achrally higher than that of undergraduates. The survey published 

by the Faculty of Graduate Studies at the University of Calgary (1 994) reports that 

six per cent of the graduate student respondents had experienced sexual 

harassment and over 80 per cent of those were women graduate students. The 

close, long-term working relationship between graduate students and their 

professors and supervisors as well as the extent of potential influence of 

supernisors on the career opportunities of graduate students provide further context 

and rationale for selecting women graduate students for this study. 

The women graduate students in this study were self-seleded frorn the 

graduate student population at the University of Calgary. Two major strategies 

were used to soliut participants. First, a 'request for participants' notice was placed 

in the ufiîcial publication of the Graduate Skidents' Association, The Gradvisor (see 
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Appendix B). This same notice was fomatted into an 8%" x 11" Ryer that was 

posted at several locations wïthin every relevant building on campus. The notice 

explained the purpose of the study; it outlined the nature of the participation being 

requested; and it stated a guarantee of personal anonymity and confidentiaiity. 

Women wanting to participate were asked to contact the researcher directly by 

telephone or to lave a message at the oncampus office of the Women's Collective 

and Resource Centre which would be followed up by the researcher. 

The legitimacy of this study does not spring from numbers but from the 

search for meaning and insight related to individual experiences Therefore, the 

goal of the study was to hear the "voices" from the stories of women. The total 

number of women graduate students that were finally interviewed was eight. These 

women came from seven different faculties across the University. 

Interview procedure. The interview process took place over a nine month period 

with intewiews involving university ofFicials and harassment stories interspersed 

within that time period. The semi-strudured interviews were conduded utilizing the 

interview frameworks already identifieci in Append ix A In the case of the un iversity 

officiais the framework questions were followed rather sysiematimlly with provisions 

for probing more deeply or exading more detail if and when required. In the case 

of the graduate women who were telling their sexual harassment stories, the 

interview framework was used to ensure that al1 research aspects were covered 

during the interview; however, the interview itself took more the form of what 



Marshall and Rossman (1989) refer to as a "conversation" as articulated in their 

following description: 

Typically, qualitative indepth interviews are much more like conversations 
than fornial, structured interviews. The researcher explores a few general 
topics to help uncover the participant's meaning perspective, but othewke 
respects how the participant frames and structures the responses. This, in 
fad is an assumption fundamental to quai-itative research - the participant's 
perspective on the social phenornenon of interest should unfold as the 
participant views it, not as the researcher views it. (p. 82) 

The overall purpose in both sets of in te~ews was to utilize the interview technique 

to obtain valid and reliable information that would be meaningful and useful in the 

later analysis. An attempt was made dunng every interview to convey the idea that 

the individual's contribution to the research was acceptable and valuable. 

The univenity Ma'als who were intetviewed were al1 contaded by telephone 

and the purpose of the study was explained to them. Consent to tape the interview 

was sought during this initial telephone contact as well as an ofFer to answer any 

questions about the study. University ofkials were interviewed at their 

convenience in their university offices. It was explained that their names and 

positions within the univenity would not be revealed in the study; however, total 

anonymity for some officals might be impossible given their highly recognizable 

involvernent with the development and/or implementation of the university's sexual 

harassment policy. The opportunity to review the interview transcript was given to 

all of the univenity officiais who were interviewed. 

The graduate women who volunteered to tell their experienœs of sexual 

harassment made direct contact with the researcher or they lefi a message at the 
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Women's Collective and Resourœ Centre which the researcher returned promptly. 

During the initial telephone contact, each potential participant was told about the 

purpose of the study and given the general plan for the research. In addition, a 

thorough explanation of the nature of their involvement was given to them as well 

as a reiteration of the anonymity and wnfidentiality guarantee. In order to ensure 

that biased motives for participating in the research were not ai play, a brief 

screening interview was also conducted dunng the initial telephone conversation. 

One woman was not selected for participation because her motive for participation 

did not fit the study's intent 

All of the interviews with the graduate women took place at a mutually 

agreed upon location where privacy was ensured. Letters of Consent were read 

and signed by al1 of the wornen pnor to the start of the taped interviews. 

Transctipts of the taped interviews were given to each participant for review and 

verification. An opportunity to delete any part of the transcript was also given to 

each participant. 

Given that interviews involve penonal interaction, it was essential that a 

aedible and cooperaüve environment was established and maintained throughout 

the interview process. This challenge was faced and met by the researcher through 

the use of consistent and ethical interview practices and through the application of 

effective interpersonal communication techniques. 

Document analvsis. The document wnsidered in the document analysis of this 

study was entitled "Policy and Procedures: Sexual Harassment-" It was dated 



January, 1990 and was a revised policy based on the initial policy enaded by the 

University in 1983. The document analysis data was gathered through the reading, 

study and analysis of the official sexual harassment policy. The stated official 

intent, the usage of language, the levels of authority cited, and the recornmended 

resolution proœsses exemplified and artiwlated in the policy provided the macro 

organizational context for assessing the manifest content of the policy. 

There was an attempt to use the document analysis to provide insight into 

the concept of espoused theories (those views which we like to think we practiœ) 

versus theories-in-use (perspedives guiding what we practice which are obse~able 

to others) as 1 may apply to policy development and implementation (Argyris et al. 

1985). While a policy may denounœ sexual harassment and express strong 

disapproval of it, there may exist organizational patterns and structures which allow 

the continuance of sexual harassrnent even in the face of policy interventions and 

grievance mechanisms. It was through the combination of the interview and 

document analysis techniques that the opportunity for an interpretive reading of the 

latent context of the policy arose. This interpretive reading accomplishes what Berg 

(1 989) defines as follows: 

. . . manifest content is comparable to the "surface structure" present in the 
message, and the latent wntent is the "deep structural" meaning conveyed 
by the message. (p. 107) 

An investigation of levels of content meaning within the policy was germain to the 

overall purpose of the study. 



Data Analysis 

Data analysis is the proceçs of 'bnnging order, stmchire, and meaning to the 

mass of callected data" (Marshall & Rossman 1989,112). Marshall and Rossman 

(1989) capture an acwrate picture of the process of data analysis as it applies to 

this study: 

It [data analysis] is a messy, ambiguous, time consuming, aeative, and 
fascinating process. It does not proceed in a linear fashion; it is not neat. 
Qualitative data analysis is a search for general statements about 
relationships among categories of data. (p. 145) 

While general research questions guided the initial data collection, these questions 

were expanded or re-shaped as the data were collected and subsequently 

analyzed. 

The essence of this study is really the stones of sexual harassment 

articulated by the eight women who participated in the study. However, an 

individual woman's story is not just an individual woman's story. Each story speaks 

volumes about the organizational and socio-cultural context in which it is 

embedded. The connections of an individual story to 'everywoman's story build 

meaning and allow the process of interpretation to occur. These connections also 

provide a rneans of validating both the experience and the research that surrounds 

it. 

The human data in this study came fmm two sources - university officiais 

involved in semal harasssment policy development and women graduate students 

who had experienced sexual harassment during their studies. The data analysis 
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proQeded somewhat sirnilady for each group. In the case of the university officiais, 

categories were developed around the contextual factors at play during the 

development of the policy, the process factors that influenced the policy, and the 

inwonal dynamics that infiuenced the policy's implementation. Each interview 

transcript was reviewed paragraph by paragraph with the intent of making note of 

al1 of the recordeci information that related to the aforementioned categories. From 

the categories, themes and questions emerged and a critical mass of common 

connections and relationships developed that became part of the basis for the 

findings which are presented in the next chapter of the study. The researcher 

retumed to the policy litemture from time to time during the data analysis phase for 

the purpose of expanding or more clearly defining questions and comparing 

themes. 

In the case of the graduate women who told their sexual harassment stories, 

the researcher engaged in the interview process with the knowledge gained from 

the research done in the review of relevant literature. The knowledge from the 

literature coupled with the knowledge gained through the interviews placed the 

researcher in an infomed position to spewlate about the meanings and the 

significance of the data and to draw linkages and relationships from the interview 

data In addition, dianging and evolving elements of sexual harassment were able 

to be identified as a part of the study findings. 

Tmstworthiness. The purpose of this study from a research perspective is to make 

sense and to find meaning in the data that were colleted and then to report that 
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data in a forthright and aedible manner. The goal in this qualitative research 

pmjed is not to find M s  but to attempt to corne to an understanding of meanings 

that the participants attached to either the development of a sexual harassment 

policy or the experience of being sexually harassed. When such findings are 

presented for sauüny, they must be convincing enough to be seen as valid by the 

academic community. 

Linmln and Guba (1 985) suggest four constnids against which a qualitative 

study can be measured to detemine its tnistworüiiness. These constnicts are 

credibility Le., was the subject matter amrately identified and described; 

transferability Le., can the findings be applied to other conte&; dependability Le., 

how can changing conditions in and inaeased understanding of the phenornenon 

chosen for the study be accounted for; and confimiability Le., c m  the findings of the 

study be confimed by another researcher. 

In the case of credibility the description gained from the in-depth interviews 

done in this study and the 'voices' of the women embedded in complex socio- 

cultural settings provide their own credibility. The constnict of transferability is 

captured in the premise that an individual woman's story is connected to 

'everywoman's' story. In addition, the development and irnplernentation process of 

sexual harassment policy can infom other types of policy planning and is thereby 

transferable to different organizational settings. In the cases of dependability and 

confimability, Lincoln and Guba (1985) suggest carrying out an inquiry audit. 

They suggest that 1 should be possible to construd an audit bail that explains the 
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process that the researcher used to wllect and analyze the data. In this study al1 

of the interview data collected are recorded on tape and the hard copy verbatirn 

tape transwipts are securely filed. The interview question frameworks that were 

used are on disk and al1 of the signed consent forms and participant information 

forms are on file. In addition, handwntten notes along with the coding, categorizing 

and labelling developed and compiled during the data analysis phase wnstitute 

further evidence for the study. 

Conclusion 

The research methodology used in this study provided an opportunity to 

explore both the issue of sexual haraçsment and the perspectives and experienœs 

of people involved with the issue. Part of this study tended to be historically based 

which allowed for the use of sources such as the policy document and the 

recollections of policy developers. However, the essence of the study is the voices 

of the women graduate students who told their stories of sexual harassment. 



CHAPTER FOUR 

FlNDlNGS OF THE STUDY 

The purpose of this chapter is to present the findings of this study. These 

findings are described within three quite distinct analyses. The first analysis 

reveals the nature of policy, specifically a sexual harassment policy in this case. 

The nature of policy intent and policy language as well as the organizational 

structures initiated to deal wiih sexual harassment are presented in an effort to 

reveal not only the meaning of the policy but also to reveal something about the 

nature of institutions. The other two analyses presented in the findings deal with 

the perceptions, perspectives and experiences of individuals who helped develop 

this policy and those who were vidims of the behaviours which this policy attempts 

to address. 

The Policy At The University of Calgary 

It is perhaps symtomatic of the complexity of the sexual harassment issue 

that many postsecondary sexual harassment policies, since their initial passage, 

have k e n  revised or are wrrently undergoing revision processes. The University 

of Calgary policy, initially passed in 1 983 and revised in 1990, is no exception. The 

current revised 1990 policy (Appendk C), which is the focus of this study, has now 

been in a review process of its own for over five yean. An analysis of the policy 

begins within this context of a policy that has been in place for several years, but 

never stable in its acceptanœ within the University. In general, institutions have 
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found that policies developed and written within nomal organizational structures 

have been less than adequate when applied to specific instances of sexual 

harassment (Stockdale & Vaux, 1993) 

The researcher examined and analyzed the semal harassment policy at The 

University of Calgary in order to assess the intent of the policy, the usage of 

language, and the processes recomrnended for reporting and resolving sexual 

harassment cases. 

The University of Calgary's sexual harassment policy reflects the formality 

of organizational policy structure and language, perhaps mirroring the formal 

organizational structures and academic language wmmon to universities. The 

policy wntains the common elements of many harassment policies in Canadian 

universities: a preamble, principles, definitions, reporting methods, and redress 

mechanisms. Typically policies offer two mechanisms for institutional redress, 

namely an informal, mediation-model complaint procedure and a fomal written 

complaint precedure followed by a formal hearing. The University of Calgary's 

policy articulates both of these redress medianisms. 

It seems clear that the major intent of The University of Calgary policy is to 

make prevention and education the focus of the policy. The policy (Preamble) 

states that "leading Iiterature in this area indicates prevention is the best tool for 

elimination of harassment", and "the University rewgnizes education as the best 

means for eliminaüon of sexual harassment at The University of Calgary" (Section 
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2.03). Given the learning milieu of a university, the emphasis on education and 

prevention are understandable. 

The policy Preamble makes the çtrong assertion that "sexual harassment ... 

will not be tolerated at The University of Calgary." One of the ironies of this and 

many other sexual harassrnent policies falls out of this notion that sexual 

harassrnent will not be tolerated. Why, then, is sexual harassment so wïdespread 

when it is universally criticized as morally and ethically reprehensible? This 

researcher agrees with Tinsley and Stockdale (1 993) when they state: 

A more alaming but perhaps more realistic view is that sexual harassment 
is made possible and condoned by ail of us, including those who decry it as 
reprehensible ... sexual harassment may be institutionalized in our society, 
maintained by a much wider range of attitudes, values, behaviors, and 
traditions than we have recognized. (p. 1) 

A stronger recognition of the need for sanctions and disciplinary actions, 

along with the need for education, might strengthen the University's policy and 

enhanœ the belief that the University is truly committed to addressing the issue in 

a rnulti-faceted manner. 

Along with education, another principle articulated in the policy (Section 

2.01) indudes the recognition 'Mat sexual harassrnent has bath males and females 

as its victims and perpetrators". There is no recognition in this staternent that the 

overwhelming major@ of m a l  harassment cases involve men harassing wamen. 

This statement, read uncritically, could easily be interpreted that there is more or 

less equal occurrence of sexual harassrnent between women and men. Given that 

nothing is further from the truth, the policy seems fairly inadequate in acairately 
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portraying the reality of sexual harassment This researcher suggests that this type 

of irnplied equal portrayal of sexual harassment among women and men distorts the 

tnith, negates the experiences of many women, and fails to confront the socio- 

cultural reality of the power differential that exists between the genders. 

Another aspect common to institutional policies is the imposition of time limits 

for pursuing and registering vanous stages of a complaint Specifically the policy 

(Section 3.06) states that "there may be strict time limits for pursuing cornplaints 

against an alleged offender under negotiated or legislated procedures." The issue 

of time limits is further developed in Section 3.06 where it states that 'Me 

cornplainant must either sewre a waiver of those time limits where possible or be 

aware that those negotiated or legislated precedures to pursue a complaint against 

the alleged offender may be lost by the nonobservance of the time limits." While 

it rnay be desirable to pursue complaint proceedings as expeditiously as possible, 

such tirnelines may disadvantage the person who feels sheBe has been harassed. 

There is no recognition in this policy language or procedure of the diffiwlty facing 

the amplainant as shehe endeavours to process the experienœ. Typically victirns 

of harassment require varying amounts of time to process their feelings, seek 

advice and support, assess their options, and gain the courage to proceed with a 

complaint. In a university setting the victims of sexual harassment are most often 

students who are in nonpower positions and would be unlikely to have any 

knowledge about the intricacies of policy timelines. The policy timelines would 
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appear to advantage the institutional respondent be they a professor, administrator 

or other employee. 

As stated previously, The University of Calgary's policy contains the two 

most common methods for institutional redress, namely informal resolution and a 

formal cornplaint procedure. The University of Calgary's policy articulates three 

methods of informal resolution. These methods are "consultation, discussion 

among the cornplainant, respondent and the sexual harassment advisor andlor 

mediation" (Section 5.01). The focus in the consultation method (Section 5.02) 

appears to be on "withdrawing the complaint . .., or seeking redress through other 

avenues." The procedural guidelines articulateci in the consultation method appear 

to foan more on not proceeding with the complaint ratber then on proceeding with 

the complaint. 

In the discussion method (Section 5.03) it appears as if the intent is to bnng 

the complainant and the respondent together with the sexual harassment adviser 

for a resolution-oriented discussion. Given the usual individual status of the 

complainant and the respondent, it seems fair to question whether this discussion 

can take place in an equitable environment The institutional positions of the two 

parties reveal an inherent power differential mupled with associated inequities in 

procedural knowledge and verbal articulation skills. The complainant would often 

be at a disadvantage in a s u 1  harassment discussion. The mandated neutrality 

of the sexual harassment adviser, which will be discussed later, would not be able 

to play an effective role in equalizing the power differential. 



The decision to proceed with the mediation method of informa1 resolution 

(Section 5.04) rests primariiy with the semal harassment adviser when it is believed 

that "the complaint appears to have some basis and resolution rnay be possible 

through mediation." The tirne limits discussed earlier are paramount in the 

mediation method. This researcher tends to agree with those who believe that 

mediation fails to address that sociocultural genesis of sexual harassment even 

though the mediation process has the extemal structure of judicial faimess. Inçtead 

of the University taking responsibility for wnfronting the harassers, the women (or 

men) who are being harassed must take on that responsibility. Brodribb (1 996) 

criticizes the mediation method as follows: 

By persuading us to enter into forma1 mediation, the equity office safeguards 
the status quo M i l e  appearing to resolve the "dispute". Mediation 
provisions in harassment policies deny the social, political, and economic 
nature of the systemic degradation of women in the academy. (p. 15) 

In The University of Calgary's policy the cornplainant must take clear action if a 

mediated resolution is not reached or "the complaint shall be deemed to be 

withdrawn" (Section 5-04). This type of procedural restriction clearly advantages 

the respondent. 

The second policy mechanism for institutional redress in cases of sexual 

harassment at The University of Calgary is the formal hearing (Section 6.0). The 

first observation to be made about this section is that formal hearings can only 

proceed in accordance with the two collective agreements in force at the University. 

The second observation is that the formal hearing very much mirrors the due 
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process model of a trial in a court procedure. This means that the respondent is 

assumed innocent and "the onus shail be on the complainant to establish the 

allegations in the complaint on a balance of probabilities" (Section 6.05). This 

researcher would strongly question the faimess of such a hearing model in cases 

of sexual harassment As an example of the faimess test, the researcher observes 

that both the complainant and the respondent "mn be accompanied by a 

representative" (Section 6.05). In reality respondents are accompanied by union 

representatives which may include lawyers. Who would be the representative for 

a &dent? It is doubtful that it would be an equitable level of legal expertise in most 

cases. Furthemore formal proceedings are physically intimidating, complicated 

and, intentionally or not, tend to advantage the respondent in an environment that 

exemplifies the power, wmplexity and fomality of the institution. 

The policy lays out various decisions that might be reached through the 

formal hearing process (Section 6.09). However, the policy lacks detail and 

definitions of institutional responsibility around actions to be taken in cases where 

the complaint is substantiated. All that is stated is that 'Yhe Chair of the Cornmittee 

will provide the President and the appropriate Dean with a copy of the report" 

(Sedion 6.10). The policy inadequately addresses what types of sanctions might 

be invoked and who should ensure that the actions are carried out and how. 

One of the major observations that the researcher would make about The 

University of Calgary's policy in general wncems the foie of the sexual harassment 

adviser. This role, whidi is desaibed in Section 4.0, is meant to be a neutrai, non- 
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advocacy role in al1 aspects of the rewrding, investigating and resolving of sexual 

harassment complaints. Unfortunately, this neutral position is interpreted as non- 

supportive by many vicüms who attempt to access the policy for assistance. In 

addition, this non-advocacy role does not allow the sexual harassment adviser to 

provide balance in relation to the numerous aspects of the policy and procedures 

that appear to disadvantage the cornplainant and advantage the respondent. 

Brodribb (1 996) severely crïticizes the position and the role of sexual harassment 

advisers or harassment officers when she describes the "professionalization of 

equity officers" as follows: 

The professionalization of sexual harassment has provided job opportunities 
for al1 of those miœ disguised as cats. This professionalization enables the 
absorption of women's experiences into an institutional deadletter box: the 
equity or anti-harassrnent office ... the function of the equity office is to 
silence women by wnvincing them to trust the process. (p. 20) 

The stories of the women (in this study) who believe they have been 

harassed may help to detemine whether Brodribb's charges are valid or not. It 

should be noted that within the policy revision process currently undeway at the 

University, ihere is a proposed role for an 'Advocate' who would investigate reports 

and lay cornplaints. This proposed revision has not been reœived positively by 

some members of the University who believe that such an advocate's role would 

behave like a prosecutor and would be unduly aligned with the complainant. 

The researcher wwld like to refiect on some of the important policy concepts 

from the literature to summarize the review of the policy that is the fows of this 

study. The espouseci theory versus the theory-in-use theory articulated by Argyris 
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et al. (1985) can be closely linked to the mearchet s observations about the sexual 

hatassrnent policy at The University of Calgary. The formal leadership and the 

Board of Govemors at the University along with the major academic policy making 

body made up of faculty and students who endoned and approved the curent 

policy have stated that sexual harassment will not be tolerated at The University of 

Calgary. Yet the language, the procedural processes, and the principles artiailated 

in the policy appear to favour a status quo position and negate the sociocultural 

millieu in which the issue of sexual harassment is embedded. Nowhere does the 

policy boldly challenge the structure or the establishment of the University and the 

need to reforrn that structure in order to tmly affect change within the organization. 

The researcher would further suggest that the concept of deep versus 

surface structures begins to be understood within the critical analysis of the policy. 

This concept artiwlated earlier in this study by Berg (1989) has been brought to 

light through the critical analysis and observations about the policy which is the 

focus of this study. The manifest content or surface structure involves the message 

in the policy that semal harassrnent is against federal and provincial law, should 

be strongly disapproved of, and will not be tolerated. The latent content or deep 

structural meaning conveyed by the policy does not use the language, recognize 

the experience of the vidirn, or invoke the procedural rnedlanisrns that will result 

in substantive change in organizational behaviour. 

In summary, the researcher would conclude that The University of Calgary's 

sexual harassment policy fulfills its responsibility to manifestly address the issue of 
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sexwl harassment However, the policy falls short in establishing the procedures 

and structures which recognize the socioaiitural context for sexual harassment and 

ofFer the hope that the organization is committed to truly empathizing with the 

experiences of victims and addressing the behaviour of the organkation and its 

mernbers. 

Perspectives of Policy Developers and lrnplementers 

In order to examine and reveal the historical context and factors that shaped 

the construction of the sexual harassment policy at The University of Calgary, the 

researcher inteMewed individuals presently or formeriy employed by the University 

who were most closely involved in the deveiopment andlor subsequent 

implementation of the policy. The interviews were quite strudured and the 

questions were designed to reveal the following insights: 

- the factors that shaped the policy development at a particular time, 

- the organizational process used for developing the policy, 

- perceptions and perspectives related to policy purpose and, aiter time, 

policy effediveness and, 

- the role of universities in afFecting the sociocultural changes necessary to 

elirninate semal harassment. 

lndividuals interviewed included administrators, faculty members and those in 

support roles related to the issue of sexual harassment. Direct quotes from the 

interviews are used to validate and give voice to the analysis. 
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Given the now dowmented prevalenœ of sexual harassment within 

univenity settings, the issue has a relatively short history in ternis of policy 

interventions designed to deal with it The study interview data involving the policy 

developers and irnplementers reveal that it wasn't until the late 1970's and early 

19ûû's that the issue of semal harassment began to be diswssed openly and was 

identified as a problem that needed to be addressed by the University. There were 

numerous contextual fados that influenced the genesis of the policy development, 

some of them extemal to the University campus. 

The interview data suggest that the credit for bringing the issue to the 

attention of the University community goes to a small group of women who were 

concerned about the issue and who had reached organizational positions where 

their wnœms could be aded upon by way of initiating policy developrnent 

The policy developers describe the early 1980's as a time "when the 

academic dimate at the Univenity was changing . . . and changing right across the 

country." It seems clear that the policy was "women-initiatedm and the 

organizational mechanism at The Unviersity of Calgary was the President's 

Committee on the Status of Women. One of the roles of this cornmittee was to hear 

grievances that women had about their experiences on campus. One policy 

deveioper who was once the Chair of the Committee states that "we (the 

Cornmittee) weren't getting a lot of complaints, but the ones that were raised were 

almost entirely about sexual harassment." It was this concentration of sexual 

harassment complaints that prompted the Status of Women Committee to begin 
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advocating for and drafting a policy which was taken to the Dean's Council for 

review. The Stahis of Women Committee also decided to initiate a survey within the 

University to detemine the incidence level of sexual harassment The Dean's 

Council, alter reviewing the dr&€  policy, established a three person subarnmittee 

to re-dr& the policy with some suggested revisions. Dunng this re-drafting stage 

a sexual harassment case on campus became highly publicized and one policy 

developer suggests that 'Mis gave the policy the added impetus it needed to pass". 

The Dean's Council, made up primarily of men, and the President passed the 

policy and put it into place as an administrative policy. It was then taken to the 

Board of Govemors for information. The University of Calgary ended up being the 

third university in Canada to have a sexual harassment policy, preceded only by 

York University and the University of Alberta. 

One of the interesting revelations from a policy developer and one that is 

very relevant to Viis study is that graduate students were initially believed to be at 

greater risk of sexual harassment than undergraduate students. "lt was pretty much 

considered kind of like the old marri that professors wuldn't hit on undergraduate 

students, but graduate students were fair game. It was partly because of their age. 

And many of the wncerns that were raised with the Status of Women Committee 

came from graduate students." 

It would appear that the pre-policy climate at the University was not a very 

positive one for wornen. As one developer puts if "it (sexual harassment) was seen 

as just a naturai part of working with men and that women had the responsibility to 
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be tough, and to know how to cope. There wasn't a separate channel you wuld go 

through." The interview data reveal that the first concem in cases of pre-policy 

harassrnent was the damage that might be done to a professor's career and to his 

reputation as a scholar. The response from the department would be 'Lvell, you 

don't want to min his career over a silly thing like this. Clearly the impact of the 

experienœ on the women was sewndary." 

Few sexual harassment situations became compaints and women sought 

support, advice and help from the women's community on campus. The data also 

reveal that rnany women were being harassed but they did not cal1 it sexual 

harassment. At that point in time there was not an awareness of the range of 

behaviors that are now identified as sexual harassment. The only types of 

harassrnent that could get any kind of attention were the very drastic, blatant, overt 

cases. During this pre-policy time the Status of Women Cornmittee canied out the 

educational role related to sexual harassment on campus. 

The sexual harassment policy development proœss at The University of 

Calgary was thus conceived within a context of a shifting political environment 

within the University, an increase in women's influence within the academy, a 

grnMng societal awareness of the issue, and an institutional response to a highly 

pu blicized case. 

The interview data provide interesting insights into the drafting of the 

revisions to the initial policy which began almost immediately dter the President's 

Cornmittee on Sexual Harassment was established. The revised policy was 
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approved in 1990 and is the main subject of this study. The University used a 

wide consultation process dunng the development of the policy revisions, Le., the 

staff and faailty unions had been consulted, the Human Resource Department was 

asked for information, Campus Security was involved and students had input. 

The PresidentFs Cornmittee on Sexual Harassrnent became and remains 

the prime organizatianal structure for dealing with sema1 harassment policy issues 

within the University. The cornmittee was designed to have broad based 

representation fmm al1 corners of the University in a 'Noah's ark rnodelF that is two 

representatives from each campus student, faculty, and staff organization. One 

representative had to be male and one female. Early on, prior to the hiring of a 

sexual harassment adviser, this cornmittee was charged with the whole garnit of 

work related to sexual harassment on campus including investigating incidents, 

implementing policy, revising policy, and interpreting procedures. In addition, 

education initiatives on campus also became its responsibility. 

The President's Cornmittee on Sexual Harassrnent began to realize some 

of the challenges and organizational barrien involved in dealing with sexual 

harassrnent There was the challenge of getting the issue to be taken seriously on 

campus. One policy developer states that "the biggest task was to have people 

understand that sexual harassment was an insidious ingrained kind of thhg within 

the institution." Memben of the campus community seemed willing to recognize the 

drarnatic but infrequent examples; however, there was apparently l e s  willingness 

to q n k e  'the l e s  dramatic but more frequent examples that contribute to what 



77 

came to be called a poixMed environment, and how ail the rather subtle ways and 

abuses of power were evident" The early perceptions of sexual harassment were 

n m  according to a policy developer who says sexual harassment ''wasnlt about 

dimate or gender discrimination or marginalization of women or bad jokes or visual 

stuff . .. it was very narrow, circumscribed to, well, if you didn't have sex with this 

man, you didn't get the A that you had eamed." 

The work of the President's Cornmittee did not appear to receive adequate 

funding, at least initially, and the policy development work was camed out by a very 

few number of people who Wied 'Yo develop some policies based on what people 

were doing, and based on our conceptualization of the problem." With a change 

in the University presidency, the "door opened much wider for a concerted effort at 

policy development and more overall attention to the issue of sexual harassment 

on campus." 

The perspectives and perceptions of policy developers related to the 

effediveness of the policy had a remarkable level of unanimity. Overall the policy 

developers saw the policy as an important tangible statement by the University 

regarding the existence of sexual harassment on campus and the University's 

intention to deal with it. One policy developer states that 'Yhere have been great 

strides in ternis of our understanding that this is a real issue." Another policy 

developer states that 'We level of mnsciousness of the University community about 

sexual harassment was certainly raised in the (policy) process." There is a 
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perceived ievel of policy effediveness in terms of faailty being aware and being 

conœmed and taking the issue more seriously than they ever had in the past- 

The aspect of education related to the policy was seen by most policy 

developen as being an effective component of the policy. One states, Tt's been 

very good ftom the perspective of education." The sexual harassment advisors 

were seen as playing the key role in edumtion. Workshops, presentations and 

print matefial about sexual harassment increased the campus awareness of the 

issue. It migM be argued that the institutional education proces has been a double 

edged sword, however. One developer states that while "some of the overt 

behaviors have stopped ... I think we still have a number of people using 

inappropriate language in classes or sexist comments or dirty jokes" or any number 

of classroom approaches that intimidate or offend primarily female students. 

It seems ironic that the raising of campus consciousness about sexual 

harassment appeared tu be coupled with fear and anxiety, particularly among 

faculty members. This again is part of the double edged sword of education. 

Fawlty ~embers felt "that the policy has teeth, has power, and can cause them a 

great deal of persona1 chagrin if they fall afoul of it." They were particularly 

concerned with being accused unjustly. One developer states that "there is fear 

around it (the policy), so that's good and that's bad. It's good in that people 

recognize it as an issue that the University takes seriously. The less healthy side 

is the unrealistic fears that have developed around meeting students in their 

(faailty) dfices and other social and professional shident-faculty interactions." The 
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fumer irony about the fear, anxiety and defensiveness among faculty members is 

that most developers felt, on balance, that faculty members were granted quite 

substantial protection within the pol icy's procedures and resolution approaches. 

As a consciousness raiser, as a tool for implementing education, as a 

rnechanisrn for putting a support position (sexual harassment advisor) in place, and 

as a syrnbolic organizational statement against sexual harassment, the sexual 

harassment policy was seen to be useful and generally effective. There was a 

sense that overall it was a good thing for the University. Where the policy is viewed 

as less effective is in its ability to deal with specific cases of sexual harassment and 

to ensure equitable access and protection for both complainants and respondents. 

The critiusms of the policy as articulated by the policy developers are wide 

ranging and M e n  added together might lead to cause for concern regarding the 

policy's effedvenesç. There is, of course. the issue of the language and length of 

the policy. As one policy developer put it, "1 saw major flaws in a nurnber of ways 

... structurally it wasn't sound in tems of just being a well written document. It 

wasn't user or reader ffiendly ... there were inconsistencies ... you had to really 

wade through it" The policy doesnit appear to be able to stand on its own merit but 

is viewed as needing particularly effective people to utilize i t  One policy developer 

rather hanhly states, "1 would Say it's not effective as a policy - it's got a very low 

level of effediveness, exœpt that it gives certain very effective people some power, 

some guidelines. I think a really good policy could push even ineffective people in 

a better direction." 
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The sexual harassment adviser and the University deans appear to play 

crucial roles in the canying out of the policy. Yet their roles are rather conflided in 

the process of dealing with cornplaints. Students, for instance, can report incidents 

of sexual harassment either to a dean or to the sexual harassment adviser. 

However, if the student reports the complaint to the sexual harassment adviser, the 

adviser is not allowed, by policy, to communkate that incident, including the name 

ofthe respondent, to the dean. So the sexual harassment adviser can't Say, "one 

of your fawlty members is doing really serious stuff, and this student is terrifieci and 

won? report it." So the student rnaking a cornplaint is really caught in a catch-22 

situation. The policy protects the identity of accused faculty rnembers from their 

dean. Of murse, one way around this is to get students to make cornplaints directly 

to the dean but students are often reluctant to go to a dean. One policy developer 

indicates how shocked students were to find that the dean couldn't be inforrned 

about the fawlty membeh behavior. A student is quoted as saying, 'What! You're 

not going to tell this gqis boss. He's never going to find out what this guy's doing?" 

The confiided roles of the deans and the sexual harassrnent adviser result 

in jurïsdiction issues between the two and the situation becomes the victim's 

problem. It appears as if the deans have the authority levels to deal with the issue 

but &en lad< knowledge about sexual harasment. On the other hand, the sexual 

harassment adviser has the knowledge about the issue but lacks any substantive 

authofity or dout to do anything about specific cases. One policy developer sums 

up this conflicted situation by stating, "the sexual harassment adviser knows a lot 
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about semal harassment, but has absolutely no authority to do anything from a 

University perspective, other than to kind of guide people. And if a complaint is 

made to one person, the other one wi-Il never find out that the cornplaint has even 

been made unless the one to whom the complaint has been made sort of 

encourages the vidim to go to the other person." 

The neutral position of the sexual harassment adviser and the accompanying 

confidentiality restriction, as defined in the policy, hamper the adviser from acting 

on the knowledge that she has. The sexual harassment adviser might hear one 

respondent's name mentioned by two or three students yet cannot act on that 

information. As one puts it, ' be  end up with al1 these dirty little secrets." 

The aspects of the policy that are most often articulated by policy 

developers as being detrimental to its effectiveness involve the numerous 

imbalances and inequities between the two most wmmonly involved groups - 

student cornplainants and faailty member respondents. These conœms begin with 

the adual development of the policy and whose voices were heard loudest in that 

process. 

There was general consensus from the policy developers that the faculty 

members had the most infiuence on the policy process during the revision stage. 

One states that she felt The University of Calgary Fawlty Association "had CO- 

opted the process to protect their members, who are typically the harassen, and 

they had a huge amount of input - disproportionate to the number of people they 

represent on campus." They had "thrown up al1 sorts of situations so that the rights 
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of the acaised were protected beyond al1 realistic realms." It would appear that 

some of the cornplicated and almost unworkable aspects of the proœdural steps 

in the policy stem frorn this inordinate level of faculty input The desire to protect 

their members is understandable and even laudable, but there were not many 

strong voices to counter the influence of the faculty association dunng the policy 

development process. 

The fear sumounding the implernentation of a sexual harassment policy 

evokes a level of fear and defensiveness that may have been unwarranted. One 

policy developer states that 'We shouldn't al1 be so fearfull of having anybody 

identify it (sexually harassing behavior), because the reality is that, unless it was 

serious and happening constantly ... and very hamful, what people want to do 

about it is cal1 it to your attention and ask for your respect for the ethic (of 

appropriate, professional behaviour). You should rewgnize that you crossed the 

line." The fear of k i n g  unjustly acwsed was also a contnbuting factor in the effort 

to protect faculty rights. This is interesting in light of the research evidence that 

indicates that the incidence of false accusations is almost nil, 

A major power imbalanœ in the policy also reveals itself when the process 

for reporting and resolving cornplaints is further examineci. The procedural aspects 

are viewed as 'Yoo bureaucratic for students to handle." One policy developer 

states that "it's impossible for students who have al1 sorts of other things on their 

plates, to take this (process) on. Cs just not fair, you know, and the result is that 

in most cases nothing at al1 is done." In addition the respondent, who is frequently 
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a professor, offen has an aâvocate and also has a strong professional association 

to support that faaiity rnember throughout the process. whether it be an informal or 

a formal process. The student has no professional resources to match this. The 

complainant or vidm must take on the process without much advocacy assistance 

in that the policy does not allow the sexual harassrnent adviser to play that role. A 

policy developer states 'mat so much of the effort has to be that of the victirn, and 

they have to make a positive decision to go every single step of the way, and so it 

becomes their problem that they have to deal with rather than the University's 

problem." 

The University appearç to be complicit, though not intenüonally so, by setting 

up a mediation process within the policy behnreen two parties. This mediation 

process is designed to resolve the sexual harassrnent cornplaint The process 

breaks down, as one policy developer says, when it is recognized that "the reality 

of the situation is that the resources of the complainant and the respondent are 

hugely unequal, and the University does not take what 1 think is a morally correct 

option which is to equalize those resources and then rnediate (the situation)." One 

policy developer believes the inequality between the complainant and the 

respondent "stems not from the University's disregard of the corn pla inant's feelings, 

but from the University's fear of the very real econornic costs to them of an open 

process. The process is biased from the beginning (in most instances)." 

Another inequity or imbalance in the policy that was revealed by the policy 

developers was in the area of remedies or sanctions that mme as a result of sexual 
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harassrnent cases. The high degree of confidentiality that surrounds the reports of 

sexual harassment appears to make any outcornes rather invisible. One policy 

developer states that "secrecy is a protedion to the respondent, and not to the 

complainant, as a general nile. The secrecy during the investigation, I don't have 

a problem with, but secrecy afterwards is a blow, in my viav, to the cornplainant ... 

and it limits the educational value of these procedures." It would appear that the 

University's perspective on "potential harm" of a case to each party is skewed 

taward the faculty member. The secrecy serves to protect the respondent in a far 

greater way than it serves the wmplainant. One policy developer states that 

"there's nothing in the (policy) proœss itself about any kind of remedy, other than 

(for instance), if there's a mediation there may be an apology." One can surely 

speculate that the low reporting percentages of sexual harassrnent rnay s t m  partly 

from the power imbalances, secrecy and la& of eventual sanctions that are evident 

in the curent policy processes. 

The researcher ended each intewiew with the policy developers by asking 

a philosophical question regarding the role of universities in affecting the socio- 

cultural changes necessary to eliminate sexual harassment. The views expressed 

were thoughtful articulate responses which provide a source for refiection and 

discussion. 

The policy makers al1 agree that universities have an important role to play 

as catalysts in the area of affecting sociocultural change. Universities "should be 

on the leading edge in things like social change" suggests one policy maker. In fact 
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it would appear that universiües have been leading the way in policy reactions to 

the problem of sexual harassrnent The first organizational sexual harassment 

policies in Canada were made by universities. However, policy developers make 

the observation that business and corporate organizations have now "grasped and 

embraced the issue" in a more assertive and decisive way than universities. One 

policy developer states that "they (business) have reacted much more forcefully, 

mucn more clearly about it and that's because the universities are constantly 

struggling with the basic questions about what it (sexual harassment) is and how 

you prove it and how you're fair to both sides." 

Policy makers generally feel that there are aspects of university history, 

structure and tradition that hinder their ability to be leaders in the area of social 

change. One aspect is that universities truly are ivory towers that have "becorne 

separate from the social world and not really part of it." Another pollcy developer 

suggests that universities "don't necessarily see themselves as society change 

agents and they don't see themselves strongly linked to the outside world." This 

culture of isolation is coupled with structural mechanisms that do not encourage 

forcefui resolution of problems. Unwieldly cornmittee structures, endless circles of 

consultation, approvals and reviews, and a general "loathing to ever discipline or 

dismiss anybody" lead to a paralysis of action, particularly in highly sensitive 

instances such as sexual harassment One policy developer articulates the 

challenge for universities 'Yo be modek of faimess and decency as well as models 

of intelledual prowess" and "to treasure community and deœncy in the same way 
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that we treasure ouf autonomy." Policy developers have mixed views on how 

hopeful they feel about the current role of universities in their role as sociocultural 

change agents. 

In summary, the policy developers provided the details of the historical 

mntext for the development of The University of Calgary's sexual harassment policy 

and how it was born out of a grassroots women's movement on campus and 

catapaulted forward by changes in society and the very tangible need for the 

University to deal with a high profile sexual harassment case within the 

organization. The policy developers generally believed that the University's policy 

played a positive and effective role in the area of education and sensitization to the 

issue. They are less assured that the policy has been effective in the equitable 

treatment of complainants and respondents in adual cases of sexual harassment. 

The voices for change may not have been loud enough to nse above the voices that 

felt cornpelled to proted the status quo and the power structures fueied by tradition 

and privilege. 

Stories Of The Women Who Were Sexually Harassed 

The final component in the findings of this study is perhaps the essence of 

the study itsek The voices and stories of eight women who believe that they were 

sexually harassed h i l e  they were graduate students at The University of Calgary. 

Their stories will perhaps be the acid test for the effectiveness of the sexual 

harassment policy and for the political will of the institution to face and ultimately 

resolve the complex social and behavioural elements that have made the sexual 
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harassrnent experienœ a11 too common for women in univenities. The researcher 

will present the story of each women using the individual woman's voice to validate 

and hurnanize each situation. A fiditious name was assigned to the woman in each 

story in order to more easily relay the story. 

Storv Number One 

Annie's story is perhaps the most classic of al1 of the stories in this study. 

She was a Young, vibrant, rnarrïed graduate student who had definite career plans 

and had chosen the University of Calgary so that she could work with a partiwlar 

professor. 

Annie's story begins ~ Ï t h  this statement, "1 came to Calgary to work with a 

specific researcher" who had been recommended by a trusted mentor that Annie 

had worùed with in her Masters program. Annie conveyed the shocked dismay of 

later discoverhg that this researcher she wanted to work with and who was 

assigned as her supervisor had a record of sexual harassment at the University. 

'Wthin the firçt week of being in the iab I started to feel uncomfortable." At first "I 

can remember him making really sexually explicit comments to me ... not advances, 

just things that made me feel really uncornfortable. I never said anything. I wouldn't 

laugh. I would just be totally indifTerent and I'd walk away." 

The comments were as frequent as twice a day and continued throughout the 

fall semester and into the winter sernester during which time Annie became more 

and more unhappy, anxious, tense and on edge whenever she was around him. 

Annie gave numerous examples of what she wnsidered inappropriate cornrnents 
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said to her. The reseamher has chosen three to relate in this study. Annie tells of 

an instance when her supervisor said to her in front of other people. "Annie, you 

look like you've been rode hard and put to bed wet" On another occasion he said 

"guinea pigs look so ugly when they're lying on Vieir backs; yeah, but so do women 

when they're lying on their backs with their legs spread, but we men deal with it." 

Annie's supervisor told her on several occasions that "the relationship between a 

grad student and a supervisor is like k i ng  in bed together." The inappropriate and 

sexually explicit wmrnents were wmpounded by instanœs that Annie describes 

as "involving physical rnisconduct that disturbed me greatly." There were instances 

of inappropriate physical closeness and physical positioning, such as reaching 

between her legs to pick up an object on the floor. Such behavior initiated by the 

supervisor within the confined spaœ of a lab left Annie feeling "humiliated. 

degraded and completely shocked." 

The instances of semal harassrnent by her supervisor went on for six months 

and they began having an impact on Annie's university work "1 came to the 

University ço gung-ho. I just loved (my area of study) and this was going ta be my 

career. And then al1 of a sudden. I hated it. I wanted to quit and that was my first 

reaction," 

At this point Annie decided to talk to someone about her situation. She 

spoke to a professor whorn she considered a fnend and also to her mentor from 

outside the University. She was advised to confront her supervisor about this 

behaviour. The power dserential between student and supervisor is exernplified 
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in the fear that Annie felt toward such a confrontation. 'Your supervisor, as 

everyone knows, is in such a position of authority. And I'd also heard stories after 

ali this started corning about that he (the supervisor) had sort of gnidges against 

students that have left his lab. Like one student (transferred) and he was realiy 

angry about that, and so he just wrote her a really crummy referenœ letter for 

something she needed. Annie said to herseif "l'm not going to talk to him. He is my 

Mure, right? And so 1 was apprehensive but I was told that's the only way you can 

do it." 

Meanwhile Annie's emotional health was deteriorating. "1 literally was just 

a mess. 1 was shaking al1 the time." At this point Annie made her first contact with 

an official member of the department who confirmed that her supervisor had a 

history of sexual harassrnent Annie was apprehensive about making her situation 

an m a l  cornplaint within the department. "1 wasn't out to screw anybody around. 

I wasn't out to get my supervisor fired. 1 wasn't out to do any of that I just wanted 

to get out of that environment and get back to an environment where I felt 

cornfortable and get working on my (academic progress) again. 1 had lost six 

months. If I could prevent him from taking on other grad students, great, but 1 was 

really looking out for me." 

After speaking to someone in the department, Annie was told that this 

situation could not be kept off the record and before long high ranking people were 

involved and the deparbrient was in a panic. Dunng an interview with a department 

official, Annie was asked why she come to the University to work with this professor 
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is she knew his history. This appears to be a convenient way to blame the victim 

when the twth was that Annie never leamed about the supervisoh past until after 

she came to the University. Annie was somewhat cornforted by support she 

received f m  many of her fellow students once the story began to spread wit hin the 

department. 

The department encouraged Annie to file a fomal complaint and to go and 

see the Universws sexual harassment adviser. She did not agree to file a formal 

complaint but she did agree to go and see the sexual harassment adviser. Annie's 

fear in filing a formal cornplaint was "once I give you (the department) that letter, I 

have no control, do I? His (the department official) words told me, no, you won't 

have any control." Annie went to the sexual harassment adviser and told her story. 

The advisor 'kvas floored by the story but basically she wanted me to do the same 

thing as the department did .... file a formal complaint. I just walked away feeling 

that I waç reaily going to gel bumed by the Mole thing." 

The layers of departmental and university bureaucracy appear to have been 

a barrier to an efficient and effective intemention in Annie's case. This combined 

with her own fear of king "a scapegoat for the depariment" in its attempt to resolve 

a longstanding staff issue. 

Annie had, by this time, written a letter that detailed the specific dates and 

behavioun of her supervisor and made the decision that she would like to resolve 

the issue by confronting her supervisor her department head present. The 

ttiree of them met and Annie read the letter and told him that she wanted to transfer 
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out of his area. The supervisoh reaction was one of shock, "he just started 

guçhing out apologies, telling me that he'd done so much for me and that he 

thought we were ffiends." Annie says, "1 adually did feel sorry for him a little bit and 

1 guess by me not wanting to take it any further showed that I probably did feei more 

sorry for him than I probably should have." 

Annie's request to transfer to another area was approved and she was able 

to get on with her graduate work although her career plans had to be altered with 

mis transfer and she lost a year of academic work in the process. The supervisots 

sanction from the department was that he was disallawed from supervising graduate 

&dents for three years although he maintained his teaching role. Annie was not 

convinced that the supervisor has changed. "He feels it's his right to do and Say 

these things. He thinks there's nothing wrong with it He is still doing it. 1 know 

from people who are around him." The supervisor was told that he needed 

counselling but there was none available at the University. And "it still sort of 

chokes me that he doesn't get it." 

Annie was pleased with her decision not to proceed through the University's 

official sexual harassment cornplaint procedure. "1 was aware of the sexual 

harassment policy and I knew that systern didn't work based on what had happened 

(in the department) More. So it wasn't worth my wtiile to lose more time because 

I think if l'd gone through that official proceedings and al1 that, I'd still be al1 caught 

up in it right now." 
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Annie can tell her story now from a more empowered position. Although 

she's disappointed and frustrated with the official outcorne for her supervisor, she 

lived through her experience and wntinued her graduate studies. "1 feel good 

about myseif in the way that I dealt with the whole thing. The way it's al1 tumed out 

has worked out well and I'm proud of myself." 

Annie's experience with sexual harassment altered her educational and 

career plans and brought her face to face with a reality she never thought she 

would have to confront dunng her graduate studies. 

Storv Number Two 

Bev's definition of sexual harassment provides some important and 

interesting insight into her story of sexual harassment She states that "it (sexual 

harassment) has to do with power and it has to do with the abuse of power .... a 

perpetrator exploits a relationship for their own purposes and their own interests 

and their own needs." Bev's experience with sexual harassment came as a 

partiwlar shmk to her because she had been involved, prior to her graduate work, 

with ferninist organizations and had actually counselled women who had been 

sexually abused. "1 knew it on an intellectual level and I am certainly sensitive to 

the issues between men and women." But when Bev personally experienced 

sexual harassment she felt stunned. "i'm still stunned at my emotional reaction and 

I still have a lot of anger and I'd still like to punch his lights out." 

Bev's story begins when she met a professor in her department and 

discovered that they were doing research in the same content area. Bev was 
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initially excited by this potential academic relationship and thought "1 mn leam 

about whafs happening in his research. I knew he was a well published author and 

l was honoured. I was thrilled. Like someone's interested in my work." 

At first Bev was happy to provide him with copies of her researh documents, 

and he in tum would share çome of his journal articles with her and the two of thern 

would have discussions about the information. They were both going to be 

teaching courses in the next semester and had even decided to be guest lecturers 

in each other's classes. Bev was excited about the attention from the professor and 

was thrilied when he said, 'Men  you finish your dissermon, we can publish a book 

together." Bev even proofread and re-wrote a chapter of his book and at first 'Yelt 

honoured" to do it. 

Very won,  however, &ter their initial academic relationship was established, 

Bev noticed "that he started getting more aggressive in his demands for documents 

and he would just barge into her office regardles of who else might be there. So 

there were gradua1 Iittle behaviours that made me feel uneasy." He also started 

making comments about rny appearance that were bordering on put doms." He'd 

say, "you look better with that other outfit on" or "i like that shirt on you better than 

the one you wore yesterday." Bev didn't feel cornfortable in confronting him about 

his remarks on his behaviour and felt that he would Say, 'What the hell are you 

talking about, what's your problem?" And al1 of the work Bev was doing on his book 

'began to feel more like exploitation than honour." 
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ln order to get away from the situation, Bev decided to move her student 

office into her home. She was well along in the writing of her dissertation and 

thought that puttïng distance between them would end the opporkinity for any close 

connedion between thern. Bev thought "he won't be dropping into my office three, 

four, or five times a day, so I won? even have to deal with it anymore. I won't have 

to deal with the amieW. I'm safe. I'm safe." So when he phoned her at home and 

wanted to drop something off for her, she agreed. He anived at her home and after 

a short conversation, Bev opened the door to encourage him to leave. Bev recalls 

it was then that "he turned around, was walking to the door, then grabbed me and 

kissed me. He tumed quickly around and le t  I felt awful, I feR brutalized. I felt 

raped." 

After the kissing incident the professor began other harassing behaviours 

directed at Bev. "Then the phone calls started." He was angry at her for moving 

her office and wanted to know ' M y  didn't you tell me you moved?" He would leave 

messages on her answering machine saying, "1 phoned you three times and you 

Say you'll retum your calls as soon as possible, but 1 know you don't retum your 

calls." Bev began planning her visits to the department to pick up mail or meet 

people when she thought he wouldn't be there. She began doing less work on the 

chaptefs of his book that he gave her to proofread and r-te. "He was not happy 

about that," 

Finally &et- about four months of experiencing these harassing behaviours, 

Bev went to talk to ber supervisor about the situation. "He immediately gave me the 
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telephone number of the sexwl harassrnent officer and told me to go and tâlk to her 

and that she would help me with the process. My supervisor also disclosed to me 

that "this was not the first time that this guy has had a problem" Bev went to see 

the sexual harassment adviser. "1 felt really nervous about going. But when I got 

there, I felt very good. She provided me with information and she listened to my 

whole story." The sexual harassrnent adviser advised her to confront the person 

by means of a letter thai Bev would write to him explaining his behaviours and how 

they made her feel. The letter would also propose the behavioural changes that 

would have to take place for them to have a professional relationship. At the time 

of the research interview for this study, Bev still had not written that letter. "1 have 

not written that letter yet. There's still a lot of unprocessed emotions because I 

can't bring myself to do it, because I hate him so much. I don't want to be his 

colleague. 1 want him ta sufFer wnsequences, but thatas not University policy." 

One of the ironies of Bev's story was that the department adually wanted her 

to assist in inteivening with this sarne professor because another student was being 

harassed by hirn as well. 'The department head asked me to talk to the professor 

about it. The department wants me to do their work for hem. I'm just a graduate 

student I can't talk to this guy who's been a professor at the University for twenty- 

five goddamn years. Why should it be my responsibility? I would have liked the 

department to act as my advocate and provide a safe confrontation with this 

person." 
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Bev's survival rnechanisrn was to begin to ignore the professor totally and 

take the attitude that "1 just want to graduate and get out of here." She is unhappy 

at him and how the situation has interfered with the enjoyment of her graduate 

experience. "1 don't socialize or chat wi-th people in the department anymore. I 

don't share resources anymore. I just corne in, pick up my mail and get out." 

As Bev refleds on her experienœ, she believes that this professor's intention 

had very little to do with sex and had mostly to do with power. "lt's not about sex, 

it's power. I think he wanted to exploit me to help him with his work, fumer his 

career and his own interest And using semal advances or put-downs was his way 

of doing that." 

Bev's situation remains unresolved and she feels disappointed that her 

department officals were unwilling to be her advocate and assist her in confronting 

the harassing person. The disappointment is felt even deeper by the department's 

suggestion that she should take the responsibiiity for confronting him. "1 don't know 

what to do. Real y I don't know what to do." She thinks back to her thoughts about 

returning to do graduate work in a "male-dominated university environment." She 

had thought, "Grit your teeth. Get your degree and make the best of it." This 

researcher wonders if even such a realistic attitude could have prepared Bev for the 

experience she would have. 

Storv Number Three 

Carol began her interview by presenting her analysis of sexual harassrnent 

and how she saw it defined. She stated that the more traditional and widely 
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accepted definition is "unsolicited and unwanted sexual attention." Aithough she 

said she agreed with that definition, she felt it was "probably used too narrowly. 

Like the administration (of the University) don7 take into account power differenœs 

among people and power differences between genders and I think sexual 

harassrnent incorporates all of that 1 don? think the administration of institutions, 

like the University, are willing to even look at the broader scope of the definition. 

They're not willing to look at that because it questions the whole power structure 

and the institution itsetf." Carol's broader definition of sexual harassrnent presented 

an enlightening backdrop for her story. 

Carol's story was not about overt sexual wmments or behaviours. It was 

about pedagogy and professors and power. Carol began by describing the 

professor who was one of the people at the centre of her experience. "He was an 

anti-feminist, quantitative positivist who refused to adviowledge any other 

perspectives and ways of doing academic work. I attempted to question or engage 

in discussion about concepts, for example, the appropriation of voice or the 

objedivity of the social sciences. A typical response would be, 'Yhatls a grade ten 

question." Carol had made people in her class aware that she was a feminist and 

she beiieved the response she got frorn the professor was an attempt to deem her 

questions as 'Yoo simple, a nomssue." Carol felt "Frozen in my work because of the 

nasty and unconstnictive criticism" she received. Carol said, "He (the professor) 

g d  0 t h ~  students (who agreed with this point of view) to emulate his behaviour so 

he wasn't always doing the abusing and insulting and creating the combative tone 
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of the course. One male student in the class was like his minion and they worked 

it as a team to make it really macho, really combative. There was no point in me 

contributhg to dass discussion because either people would dismiss it or pretend 

I hadn't said anything. If anyone dared go against the professor or anyone on his 

side, they were bound to lose. I just stopped talking." 

Before her course with the professor ended, Carol and another female 

student went to the deparbrient head and reported that the professor 'Was abusive 

to us and other students and that he was aeating a hostile ciassroom leaming 

environment. I told the department head that I thought what he was doing was 

professionally unethical." Because Carol and the other student hadn't yet 

completed the course, they requested to the departrnent head that their discussion 

with him be kept confidential. The department head said, "1 hope you'll be able to 

trust me." It came as a shock to Carol when the professor told students in the 

Graduate Lounge that he had heard "some students in this class think what I'm 

doing is unethical." Carol and the other student had not discussed their 

conversation with the department head with anyone. 'mat just blew my assumption 

about the University being a benevolent institution." 

Carol finished the course and "passed it, barely." She decided right away 

that she was going to appeal the grade. In the mean time, other course work had 

suffered and she "had to get deferred t e n  work for two other classes." It took 

Carol six weeks to decide what to include in the appeal. In the end the "appeal 

letter was six or seven pages long and included two pages of examples of his 
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behaviour - including the fact that there was no indication how students would be 

graded. I also decided to include this suspeded breach of confidentiality." Carol 

submitted the letter to the Registraf s office and the letter was lost "so it never made 

it to my department head before he went on vacation. I had to wait two months to 

get a response." 

In mid-August, Carol received a letter in her mailbox asking her to corne and 

see the department head. She relayed this to her supervisor and also stated that 

she felt anxious about the meeting. H e  assured her that she wuld handle it and 

that he was sure "it's just an administrative kind of thing in ternis of his (the 

department head's) response to your appeal." The meeting was apparently 

anything but calm. Carol told how Iivid the department head was. "He walked 

around the office; his fists were clenched; his face was red." His response to the 

appeai was, 'Wiis is a lie and you're a Iiar and if you don't stop this appeal and 

rebact the statement (about the breach of confidentiality), l'II be forced to take legal 

action against you." Carol asked if there was anything else he wanted to discuss 

about the appeal and when he indicated there wasn't, Carol walked out of the office. 

Carol went straight to her supervisor and he was apologetic for insisting that 

Carol see the department head by henelf. Her supervisor said, "He (the 

department head) doesn't understand anything that occurred in that meeting. He 

doeçn't understand differences in power and gender and that his physical body size 

alone is an intimidating factor." Her supervisor advised her Yo try and lay low for 

the next few weeks because your presence is going to aggravate him." Carol felt 
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her supervisor's advke was sincere but had hoped he 'iîvould be my advocate and 

go out on a Iimb for me." 

Carol talked to the semai harassment adviser about the situation. The 

adviser was sympathetic but felt the situation was 'Yoo complicated, not really Ahin 

her purview under the policy, and suggested someone else for me to talk to. She 

didn't give me any more advice than that." Meanwhile the department head went 

to see Carol's supeMsor and "described a completely difFerent scenario" regarding 

the meeting between Carol and him. He said, "She was screaming and yelling and 

fiew out of his offce in a rage." It was following the meeting between her supervisor 

and the department head that Carol was told her scholarship funding was in 

jeopardy. Her supervisor told her, "He's going to cut it (her scholarship) if you don't 

drop this appeal." 

At this point Carol decided to go and see the dean and bnng an advocate 

with her. The dean was diplornatic and "expresçed regret over my experience in the 

class. He also hinted that there were "some changes in the works related to the 

professor of the course." In relation to the department head's behaviour, the dean 

suggested that "we're al1 professionals here and we like ta think we can al1 get 

along professionally." Carol said she thought to herself, 'This guy doesn't get it." 

The dean asked Carol what her plans were for the Mure. "1 told him there was a 

tirne when I thought about continuing on to do my Ph.D. but given my experience 

here, I didn't think I'd ever want to come back." 
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In the end, Carol won the appeal regarding her grade in the course despite 

a letter presented at the appeal by the deparbnent head portraying her as someone 

'MO wouid do anything to get what I wanted." The professor, who had taught the 

course for ten years, "was given the opportunity to resign from teaching that 

particular graduate course" and at the time of the interview was only teaching 

undergraduate students. He did, however, "spread the story that the two women 

who appealed their grades had charged him with sexual harassment. We never 

had charged him with sexual harassment." 

Although Carol's experience is not a classic sexual harassment story, she 

believes that "gender has everything to do with the dynamics of the story. The 

people in power were men; the people in non-powerkil positions were women. I 

believe the whole University is a gendered institution. Consider the notions of the 

scienüfic approach, value-free research, the macho teaching style. The best and 

brightest students, many of whom are women in my field of study, are being tumed 

off by these patriarchal and legalistic rnodels." Carol sees a gender bias in the 

culture of her department as well. "ere are more women than men in my program 

and all of the people who have failed courses or candidacy in the past three years 

have been women. There are only three female tenured or tenure-track faculty out 

of Wenty-one faculty rnembers, yet ail of the sessionals are women. 

Carol's story spoke to the harassment or, at the very least, "the interference 

that goes on for students, partiwlarly women," in classmorns where rude, insulting, 

abusive treatment are disguised as legitimate teaching methods. Carol saw a need 



1 02 

to "look at the organeation as a whole and how it is strudured" and only then '%an 

we really understand harassment-" Although Carol feels good about winning the 

grade appeal, she knows she lives in a small department where "everybody knows 

everybody. And I'm *Il here and I still have to deal with the dirty looks and the fact 

that certain professors including the department head will not speak to me 

anymore." 

Stow Number Four 

Debra's view of sexual harassment as a sucietal and personal issue reflected 

a fairly comprehensive and thoughtful position. Debra began from a personal 

perspective. "1 recognize th& we consider it (sexual harassment) as inappropriate 

touching and behaviour of a sexual nature, those forrnal things. For me, it's more 

of a wntrol issue, a power issue, a respect issue. And I respond very poorly when 

I feel that because of gender, who I am and what I can do is diminished in some 

capacity." Debra rnoves to the societal level of the issue when she says that "there 

are a number of areas that I blame, certainly the patriarchal and male-dominated 

society." As far as the gender base of sexual harassrnent, Debra suggested that 

it is not ahways women who are harassed by men. "l've seen situations ~ Ï t h  women 

(as harassers), so I'm hesitant to define it simply as a male thing. But gender is 

certainly an important factor." Debra admitted to having spent a long time thinking 

about and agonizing over the issue as result of her experience. "1 don't consider 

myself a capital F feminist yet Ive had, distressingly, some colleagues who thought 

I was overreading." Debra felt that the personal processing she has done "allowed 
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me to go on from where I was, when I felt that the situation had tied rny hands 

academical l y." 

Like many graduate students, Debra selected her initial program based on 

the information in the University mlendar and her interest in a partiwlar area of 

study. She also received some interesting wamings about the program. "1 decided 

to take this program on the basis of the calendar definition. I had been told by 

colleagues of mine not to study with this man, partly because of his pedagogical 

style and partly based on his personality. However, he was working in an area of 

study that I felt I really wanted to leam. This professor became her supervisor when 

she entered the program. 

From the outset Debra "did not feel cornfortable with the man. I couldn't put 

my finger on it, but left it as a personality difference and a situation where h o  

hurnan beings don't irnrnediately click I tried to propose my area of study and we 

were unabie to come up with a thesis topic. He didn't acknowledge what 1 was 

saying. So that kind of uncomfortability continued during our weekly meetings." 

It was the supervisor's teaching style that inueased Debra's level of 

discornfort. "ln my field, we often rely on visual imagery and metaphorical 

language." His use of sexual metaphors such as, "Ah yes, I am raping you into this 

new way of thinking or I am leading you d o m  the garden path," were ones that 

Debra thought were inappropriate. "Both of those statements, to me, have very 

distinct sexual overtones as well as mntrol overtones." For example, during some 

dassroorn exercises he would say, "Ah, that will make your husband a happy man." 
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At other times he would say "Oh, you're a sexy woman. Show your womaness." 

This sexual language used during teaching made Debra feel "awkward and 

uncornfortable." Debra indicated that he used these sexual comments "at least 

once a teaching session and the really overt ones were probably every couple of 

weeks." He also made reference to her clothing. One day when Debra wore a 

sweater with embroidered flowers on the chest he said, "Oh, don't let the flowers 

collapse. They're such pretty fiowen." Handsen teaching methodology was not 

uncornmon in Debra8s field of study; however, it was accepted courtesy to ask a 

student's permission for such hands-on work "He never asked me, 'can I show 

you'. He would take my hand and put Ït on a part of his body. l resented that he did 

not ask my permission. I would stifTen when he would touch me. We didn't have 

the kind of relationship (or rapport) that would warrant this touching." Because 

these were not overt sexual touches, Debra did not Yeel justifid in wmplaining that 

this was sexual harassment." Debra not only felt uncornfortable but also felt 

''frustrated that I was silent. I would blush and feel diminished, selfconscious. I 

just didn't know the tools to Say 'this is inappropriate' and still get my education." 

Debra did not look forward to her weekly teadiing sessions with her 

supervisor. "1 tned to continue but I was miserable. I hated school. l felt like a 

failure. I was frustrated. I felt alone in my program. I pretty well planned to just 

give up the degree Mer the first year. However, the University gave me funding, 

so I just felt I had to go back" 
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As a part of her experienœ, Debra leamed that many other students had 

also experienœd the same situations with this man. Debra felt that mostly 

"younger, undergraduate women wwld tolerate it "; however, to her surprise, some 

of the older graduate women also tolerated i t  "lt bugged me the first year but it's 

'just him' was the response from many of Debra's colleagues. 1 suddenly felt like 

the troublemaker." 

Debra did not file a cornplaint about her supervisor's inappropriate teaching 

behaviour. "1 kept tight lipped about it. 1 didn't hate the man so much, but I hated 

how he treated me. And 1 knew that filing a compiaint would be a statement of 

hating him." Debra also knew her academic options were few, because other 

supervisors were reluctant to take her over as a graduate student due to 

department policies and department political and protocol issues. "Al1 were afraid 

to do the political sort of sabotage that it would mean by taking me over." When 

she took her program wncerns to the departmentk Graduate Studies Supervisor, 

he encouraged her to stay in the program with her supervisor and just adjust her 

program emphasis. After a year and a half in her graduate program, Debra 'bas 

fatigued emotionall)i' and just couldn't do her work. "1 felt that I had wasted much 

of a year. I gained twenty pounds, I stood with poor posture because I felt too 

vulnerable standing with good posture. 1 changed what I wore. 1 found 

opporhmities to skip da=. I would mentally remove myself. Plastic smiles. A non- 

investment of my emotional or intellectual self. Not a successful way to leam." 
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Finally Debra did tell the Graduate Studies Supervisor the whole story and 

gave him speufic examples of the behaviours that involved sexual overtones. "l'm 

not interested in filing a (sexual harassment) cornplaint, because I recognize that 

does me no good. The Graduate Supewisots response was, 'Yes, that will min his 

career." Debra stated, "I recognized that and I also recognized that it would label 

me as a troublemaker or a ferninist or whatever." No one was denying the 

supervisor's history of inappropriate behaviour, but no one was prepared to do 

anything substantive about it either. Debra ultimately found some support and 

assistance from professors who did know about the situation and from the 

department head who 'Vvorked trernendously to help me change programs once she 

knew what was happening." 

Debra feels resentrnent towards the U niverçity because of her experience. 

"1 tremendously resent that I've spent money and have been academically 

unsuccessful for a period of eight months. But with the bureaucracy and tenure, 

they can't toocb him." Debra felt that teachers like her supervisor were protected 

and "supported by the structure of the University. It's supported by women as well 

and by society in general. The fact is, no one is stopping him and he doesn't 

recognize whai he's doing." Despite the toll it had taken on her, Debra felt she had 

fulfilled "some sort of moral obligation and now he's not important to me." Debra 

had persevered and now felt positive about herself, her talents and her future. 

Hawever, she was SM refiecüve about her experience. "1 should be graduating this 

very rnonth and I'rn not, because of this man." 



Storv Number Five 

Like Carol before her, Evelyn artiwlated a definition of sexual harassrnent 

that spoke to institutional and pedagogical issues. 'Well, originally I thought it was 

unwanted sexual attention or name-calling, like honey, baby, sweetheart, that kind 

of stufF- Lately I'm beginning to realize that it is a much broader issue than just the 

name-calling and the bum-pinching and the asking for sexual favours. For me it 

has to do with a mole  bunch of issues regarding gender and sex including the 

presumptions made by institutions about how things will be taught, what's of value 

and what isn't-tu Evelyn believed that her story was not only linked to institutional 

issues but she believed "the culture of this fawity and the culture of this profession, 

how it was organized and how it was taught" also played a major role in her 

experience. 

Evelyn began her story by explaining that throughout her years of course 

work, involving a ralatively intact peer group, "l'd always identified with feminist 

issues, yet never made an issue of (my positions). I was never overt about it. 

However, the shit hit the fan when I wanted to identiFy a feminist component to my 

thesis." When Evelyn began to seek feedback about her thesis, she began tu get 

a very cool response. "Whenever I would mention anything about feminism they 

(students in her program) would roll their eyes and Say, 'Oh, that again'." When 

Evelyn tried to diswss her thesis with her peen, there was mostly silence. One 

student said, 'Why do you have to do it on feminism?' What has feminism got to 
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do with (their field of study)?" This theme was echoed again and again by the 

student peer group. 

It twk Evelyn about a year to identify the feminist component and what role 

it would play in her thesis. During th& time Evelyn constantly wrestled with whether 

to use the word 'feminist' in the title. "Yes, it's going to be feminism. No, it's not. 

Yes, it is. It took me about a year to finally Say, Yes. This word is going to be in 

there, corne hell or high water." 

The culture of the department began to reveal itself in how Evelyn was 

treated following her decision about her thesis. "1 was acaised by my peers of 

using this (feminist approach) to get money, because it's a hot topic." She would 

amve at her work area and find that her project had been disturbed and tampered 

with, and vital project equipment and supplies 'kent missing and started to 

disappear." One day Evelyn "came to school and on her (working area) was a 

drawing. I have it here to show you. 1's a 'tank girl' who is a very aggressive 

cartoon charader with big torpedo tits." Evelyn asked among her peer group if 

anyone knewwho had put it on her desk No one claimed to know anything about 

it. 

Evelyn's reactions to the drawing were mixed. "1 was upset but then I got 

scared, very, very scared. I thought they could do something to me. They were 

already damaging my work" Evelyn changed her work habits and did not feel free 

to work at night anymore and did not leave anything in her work area. 
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Evelyn finally reported the incident about the drawing to a person in an 

administrative assistant type of role. This penon "was very sympathetic and said 

I shouldn't have to deal with this." The administrator's solution was to find Evelyn 

çome new space to do her work The administrator also indicated that she 'bould 

have to tell the dean about this." Evelyn had no problern with the Dean knowing 

about it, but she didn't want other students to know. It is rather ironic that at the 

same time al1 of this was going on Evelyn was also part of a facultylstudent 

cornmittee working on revising the department's handbook on gender issues. 

Evelyn met with the dean and presented a memo detailing the situation. He 

repeated more than once dunng the meeting that 'tve take this very, very seriously." 

The dean agreed that Evelyn should be given a different work space. 

Evelyn could not recall if it had been suggested to her or if she thought of the 

idea of making an appointment to see the sexual harassment adviser. Evelyn 

admitted that she would "like to talk to sornebody, but I didn't want to go there (to 

the sewal harassrnent office), because I didn't want to be a victim." Evelyn thought 

she could use the meeting with the adviser to talk about the department's gender 

handbook as well as her own siiuation. The meeting with the adviser was "pleasant 

and we agreed that the incident was offensive." Evelyn inquired about the types of 

services regarding sexual harassment education that could be delivered to her 

faculty. The adviser agreed to speak to the dean but as far as Evelyn knows 

"nothing happened." Although some students and faculty pushed for having 

educational presenWions there was a lack of consensus about rnaking it obligatory 
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forfaailty members to attend. "lad rather make a mistake showhg effort than doing 

nothing which is exactly what we've done al1 this tirne." 

Evelyn eventually defended her thesis successfully. However, she does not 

have pleasant refiections of her graduate experience. Coming face to face with a 

male dorninated department culture gave Evelyn new insight into power. 'The 

power imbalance was not in the traditional sense, but in the sense that they had 

power because they were doing things traditionally. The kind of harassment I felt 

scares me in a big sense, but it hurts me on a personal level." Evelyn's experience 

with the sexual harassment policy was also disappointing. "1 knew ihere was a 

policy, but 1 didn't see it in action, I saw it in non-action. It offered emotional, 

supportive help but no action." Evelyn was pleased to know that ''the University 

didn't tolerate it (sexual harassment)" but was disappointed in the la& of education 

or preventative initiatives. 

This last statement of Evelyn's perhaps both summarîzed her feelings and 

was a plea for change to her University fawlty. "I still don't know who has done 

this. (1 don't want to know) to be punitive and to scold them, but to let them know 

how much they've hurt me. To let them know that they can't get away with things 

like this. My education has been intempted. Everything has gone upside down 

because of this and I would like to know that yes, the fawlty takes this seriously. 

We will not tolerate things Iike this." 



Storv Number Six 

Fran began her interview by indicating that she had been reluctant to 

participate in this study. "1 was very uncornfortable because I kind of have that 

narrow view that it has to be sexual. So there has to be something physical, 

mething sort of ove* So I had a hard time with that unitil I read a little bit more 

on gender equity and they were talking about power. My situation definitely 

involved a power issue." Fran preferred the term "gender harassment" because of 

its broader connotation. 

Fran's story involved her advisor whorn she was assigned after transferring 

into his department At first his behaviours mostly invoived issues of intellectual 

v e r .  "When I went to talk to him about my ideas, he would ahmys bring it around 

so that I'd end up doing a lot of exploring of his ideas." The advisor insisted that 

Fran take a course with hirn, but throughout the course she was treated differently 

than other students and his directions to her were inconsistent. " M e n  1 talk to the 

class, that's them, but you are different." When other students were choosing 

topics, he would tell her ' lou are going to do (a particular topic)." Then when she 

handed the assignment in, he criticized her and said she understood it al1 wrong. 

Fran continuecl to tiy to work under these mnfusing guidelines because he was the 

advisor and she wanted to please him. "He was there for a reason and he was 

trying to guide me, so I wanted to take sorne of his advice." 

Fran always had the feeling that When 1 was talking to him, he was never 

listening. One day I was wearing this sweater with a monogram on it and I was 
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talking to him about my thesis and right in mid-sentence he said, "Does that 

monogram stand for anything?" At the time Fran didn't think of his comment as 

being sexual she %as just insulted in the sense that, here I am talking about 

something thatas realiy important to me, and you're looking at my chest and not 

even listening." On another occasion, Fran and her advisor met after class to 

diswss a number of work related issues. Fran Vas weaflng a tank top with 

another aocheted top over it." Frank advisor told her she looked nice. When it 

was decided they would meet again the next week he said, "And îf you Wear that 

(top), l'II take you to lunch." At the time Fran "blew it off as just a socially 

ÏnapproprÎate rernark" without thinking about the sexual overtone. "Like I didn't 

think he had any malicious intentions." 

These behaviours penisted and "as things moved along there were more 

things like touching my shoulder or when 1 was sitting in his office, reaching over 

and touching my knee." These types of behaviours occurred often and 'Yhey 

seemed to increase. Just about every time I saw him, something would happen. 

There were mnstant reference to how 1 looked or how I smiled." Fran changed her 

behaviour when she would go and see her advisor. She "stopped wearing perfurne 

and would consciously not Wear make-up. 1 would consciously dress in certain 

ways. I was very amscïous of my neckline. I'd Wear turtlenecks and I would make 

sure 1 never wore anything like that sweater (that he commented about). I'd always 

make sure I didn't have any skin showing. 1 never wanted to look attractive when 

I went (to see him)." 
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Because her supervisor would comment about every aspect of her 

appearance, Fran totally aitered how she presented herser when they would meet. 

He would also ask Fran "about personal things like whether I lived alone or whether 

I was married. I did not want him to know anything about my personal life." As time 

went along Fran "hated going to see him. 1 hated going to his office. Absolutely 

hated it" Fran began to have difficulty making academic progress and "started ta 

lose a lot of academic confidence." Fran had a history of k ing  an excellent student 

and had a very clear idea about the area in which she wanted to do her research. 

Her advisor was "pushing her to pursue another topic." He also discouraged her 

and intimidated her when she registered for a course that he didn't want her to take. 

Fran first reached out for help when she contacted a professor whom she 

knew and trusted from her former department of study. He encouraged her to find 

another advisor. Fran made an appointment with another professor in her 

department and asked if he would have room for another graduate student. He 

agreed and the department made the change. 

Fran believed the sexual comments and behaviours that were made by her 

first advisor were not really about sex "1 think he was trying to put me in a position 

af vulnerability, so that he could definitely control m a t  it was that I was going to do. 

And 1 have no doubt (that if I would have stayed with hirn), 1 would have been 

helping hirn with his work or I would have dropped out His tactic, now that I think 

back on it, was to isolate me and diswurage me fmm talking to other professors." 

Fran was pleased with her working relaüonship with her new advisor but had found 
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that she "had to &art over on my thesis work" She had also overcome the self 

doubt about her feelings and her intuition about how wrong his behaviour was. 

There were two rather noteworthy aspects to add ta Fran's story. One 

involved the department and its immediate willingness to allow Fran to change 

advison. Fran was asked to come to the Graduate Supervisoh office because he 

felt I'there was something more to this situation." Fran told the Graduate Supervisor 

about some of the abuses of power and inappropriate behaviour that she had 

experienced. Fran felt the department had a reason for wanting to know more but 

she was never told one. Another aspect to Fran's story was that she later met 

another graduate student who had endured a similar expenence with this advisor. 

She shared her story with Fran and Fran began to think that her advisof s behaviour 

"maybe wasn't quite as unintentional as I had anticipated." Fran also began to 

believe that women were the particular targets of such behaviour. "1 don't think he'd 

ever Say to a male student, 'If you Wear that, l'il take you to lunch'." Fran had 

challenged her department to set up better policies that wouid guide advisors' 

behaviour with graduate students but it was unclear as to whether there had been 

any followvp to her recommendations. 

Storv Number Seven 

Gayle's story was unique to this study in that she was the only woman who 

was a former graduate student at the time of the study. All of the other participants 

were curent students or very reœnt graduates. Gayle's story provided an 
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opportunity to observe any differences between the current situation regarding 

sexual harassrnent and what was occum'ng about five years prior to this study. 

Gayle's definition suggeçted the unwanted nature of sexual harssment. "1 

would cal1 it unwanted semial contact either verbally, non-verbally, physically. And 

that includes gestures and jokes as opposed to just physically fondling. It also 

involves an uneven power differential." 

Gayle explained that the University culture of a few years ago was a place 

where "it was common pradiœ for professors to be dating their graduate students. 

There were faailties where the pradœ was rampant. What interested me was the 

fact that it was the woman graduate student who was stigrnatized in these 

relationships and seen as a slut." 

Gayle watched the behaviours within her department and was determinied 

to be proactive so that she would not be put into a vulnerable position with 

professors who were known to sexually harass students. "1 had to be calculating. 

1 had to change courses not to be in these particular University sections. I had to 

be careful. I would tighten up when they (the professors) were around. It took a lot 

of emotional energy. It affeded the courses that I took and that kind of thing." This 

carefully planned avoidance strategy worked well for Gayle in her fawlty of study. 

However, Gayle also worked as a graduate student employee in another faculty. 

This part of her graduate student experience she did not recall with any fondness. 

Gayle recalled hm specific experiences involving two different men. In one 

instance "(a male teacher) touched me in the front part of my body." Gayle's 
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reaction was to freeze. "Al I know is 1 froze and I knew in my heart that he 

shouldn't be doing that I got out of there and I was very upset I cried and I was 

disappointed with myself for freezing" instead of moving away immediately. 

The second incident involved a high profile rnember of the faculty where 

Gayle was working as a graduate student "One rnoming I was in my office and he 

came in. I looked arouond to see who it was and he grabbed me and French kissed 

me. I kind of fmze again in that situation. I was so shocked. I don't even 

remernber if I said anything. I just know my reaction was shock and horror." Gayle 

did not report either incident to anyone. "1 didn't have the courage. I was 

embarassed. I felt ashamed. 1 just wanted to forget it." 

Around the time of these incidents Gayle also explained a situation which 

she called ''the team approach to sexual harassment." Three members of the 

faailty would direct comments or j o b  at her. '7hey would be comments about my 

body or dirty jokes. I thought it was crazy for me to think they're working together 

on this." The remarks would be in passing and there was never any direct physical 

contact. The rernarks would be things like "you've got a nice behind in that (type 

of clothing)" or ' lou look pretty sexy today." These comments continued on for 

about three months until a friend of Gayle's advised her to go and see the program 

director. "lnstead of going in very angry I played it like the helpless woman which 

1 didn't like, but it worked. I told him what was happening and I told him that I was 

very upset And almost overnight the harassment stops." The word around the 
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fàculty about Gayle Mer  this incident was that she 'bas too uptight, that she was 

a prude, that she didn't fit in." 

Gayle looked back and knew that she would have had excellent career 

opportunities in that fawlty, but after these experiences "1 made a decision not to 

be in that fawlty anymore." Gayle believed that the institution protected the 

harassing professor beyond reasonable lengths. "lt's my attitude that you'd have 

to have an audience of someone being raped on a desk with three or four 

conoboraüng messes before anybody would lay blame on the man, because irs 

his career that's at stake." In Gayle's view the University process resulted in few, 

if any, consequences for the harasser and littie support for victims as they go 

through the system. 

One of the most telling aspects of Gayle's story was that she did everything 

she could think of to avoid situations that could lead to her being sexually harassed 

including "never playing up my fernininity." Yet Gayle was still subjeded to sexual 

harassrnent and believed her situations could actually have been worse. Amazingly 

she now said, "I think I got through relatively unscathed. But it took a lot of effort. 

I know if I would have made a fuss, it might have wme back on me in t e n s  of a 

grade, or a job review, or an evaluation of some sort. I mean that's the power 

differenüal. There's aiways someone that has control in that sense, over your life." 

Gayle's iast question was a haunting one." Why should I have to choose my safety 

over my progression in a careef?" 



118 

This researcher would suggest that there may be some degree of overt, 

b l ah t  sexual actions present in Gayle's story because of its earlier place in tirne. 

However, there are far more similarities with current stofîes than differences as we 

look at Gayle's situation and the toll that it took on her graduate experience. 

Storv Number Eirrht 

Heather's story was not really one of sexual harassment, but it was one of 

those "every woman" experiences regarding how universitites and institutions are 

organized and operated that, at times, make it difficult for women to survive and do 

well in their work. 

Heather was pregnant during her year of coursework as a graduate student 

Heather had "hoped to be able to defer dasses and exarns at the time the baby was 

km." Heather had believed 'mat I'm a woman and I wanted to have a child at the 

same time (1 was going to graduate school), which I thought was a perfectly 

feasible thing to do." What Heather discovered was that there was very little 

flexibility within the structure of her department to accommodate her situation. "1 

know that other people, for medical reasons or for personal reasons at other 

universities or in other fawlties, have been able to get deferrals to the end of the 

summer." Heather ended up writing a final exam and finishing three final papers 

withh a rnonth of having her baby. "I was under tremendous pressure and I really 

don't think it was very fair." Heather was given the message by the department 

head that 'lou're not a dedicated student if you have a family." It's difficult to make 

sense of a statement like that given that rnost profesors have families and many 
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graduate students as well. Heather believed that the message was about 

"dedication to the world of academe venus having a family and a well rounded life 

outside of school. The latter is not vecy well accepted in relation to women. Just 

because I was pregnant didn't mean I was any less a serious student" than 

someone whose whole life revolved around academic studies. 

Heather believed that her situation as a pregnant graduate student was an 

insignificant story on its own, hardly worth telling. The reason she volunteered to 

be in this study was to have a chance to speak about the larger implications of her 

story. '7here is a pervasive patriarchal stream of thought that seems to penneate 

universities, including what we are learning, m a t  we understand reality to be, the 

pedagogy of the classroom and the structural policies and regulations" that guide 

how people will or will not acceptably behave within the institution. Heather Yelt 

pretty helpless and powerless" within the patriarchal structure of her department as 

she stniggled not only with being a woman but with doing something different than 

most women do. 

"1 had no grounds for a cornplaint nor did I ever make one." With this 

statement Heather spoke for many women whose graduate experience had been 

touched by a university structure and the related policies wtiich did not appear to 

be supportive of women. Heather would like to see a university structure 'Yhat 

recognizes the many roles of women including having children", and allowed the 

flexibility for accommodating non-traditionai student cirwmstances. "My situation 
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shows the intransigence of the system to accommodate anything out of the 

ordinary. I hesitate to ml1 it semial harassment" 

The literature suggests that women have men hesitated to cal1 their 

experienœs sexual harassment, even when it was obvious and blatant. As we 

move forward to a time when the more covert and subtle negative behaviours 

toward women are being examined, perhaps Heathei's story will find a new 

legitirnacy. 

Conclusion 

The policy literature suggests that the policy development and 

implementation process is one that is frought with contradiction, ambiguity and 

contention. Pemaps in no circumstance is this more accurate that in an 

organization's attempt to mnfront and address such a socioculturally cornplex and 

controversial issue as sexual harassment by means of institutional policy. In this 

study the sexual harassment policy development of the The University of Calgary 

was looked at through the laquage and procedural guidelines of its policy, through 

the development and implementation work of its administrators and faculty 

members, and through the lived experiences of several of its women graduate 

students who felt the anguish and fmstration of being sexually harassed as a part 

of their educational proœss. The findings of this study have brought forward a 

meaningful triangulation by which insight can be gained related to the nature of 

policy and the limits of policy in affecting the institutional and individual changes 

neœssary to effectively address sexual harassment. 
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The policy at The University of Calgary presents clear 'intents' in terms of the 

prevention and eduation priorities of the poiicy. However, the 'practiœs' of the 

University in ternis of addressing sexually harassing behaviour and being 

supportive of the victims are deerned to be less effective and do not recognize the 

valudaden, sociocultural context in whicb this issue is embedded. Failure within 

the policy to recognize the gender basis for most sexual harassment and the 

institutionalized nature of sexual harassment renders it iess than effective and 

mocks its prernise that the University does not and will not tolerate sexual 

harassment. 

The policy developers and implementers at The University of Calgary and 

the process that they underwent to develop the sexual harassment policy exemplify 

the lack of consensus that is symtomatic of our postmodem condition. Questions 

about what was right., what was legaliy defensible and what was fair were al1 at play 

and a variety of stakeholder voiceç were involved in the policy development 

process. The voices of the fawlty stakeholder group appeared to be among the 

most powerful and the result is the development of a policy that does not strongly 

challenge the status quo of the traditional structure of the University. Even though 

the sema1 harassment policy development process began as part of a grassroots 

women's initiative on campus, the resulting policy does not provide much evidence 

of an institution that was willing to attempt to change the prevailing relations of 

power. 
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The stories of sexual harassrnent told by women graduate students provide 

the.opporhinity to test the goals and the values involved in the University's policy 

making proœss and to see the extent to which policy rnaking is or is not afTected 

by the larger social context in which the organization is embedded. The women's 

stories are also a part of their own individual healing and ernpowement and a 

chance to have their voices heard. The ovemding motivational reasons for these 

eigM m e n  to participate in this study were to have "a chance to express myself 

when I didn't have a fonim in any other setting," 'Yo have something positive corne 

out of my experience," and 'Yo get this story heard." Those women who found 

resolutions to their situations, by and large, did so without any direct help or 

intervention through the sexual harassment policy. The researcher believes that 

al1 of the women thought it was important for the University to have a sexual 

harassment policy but they also would agree that the policy action needed to 

redress their individual situations was not evident nor forthcurning. 



CHAPTER FNE 

SUMMARY, CONCLUSIONS, AND RECOMMENDATlONS 

The last chapter of this study provides a summary of the study along with 

several conclusions of both a philosophical and concrete nature. Because this 

study endeavours to deal with complex sociocultural and organizational contexts, 

it is not possible to bring closure on the ideas and realities that were explored in the 

study. Recommendations for action and further research are presented for the 

purpose of encouraging more study in the area of sexual harassment within soaety 

and within organizations. 

Summary 

The purpose of this study was to examine both the official intent of a 

university's sexual harassment policy, as well as the Iived experiences of those who 

developed and implemented the policy and those who experienced sexual 

harassment and in some cases attempted to utilize the policy to resolve their cases. 

The study brought together two content areas - sexual harassment and policy 

developrnent and implementation. The study provided a retrospective on the 

development and implementation of the sexual harassment policy at The University 

of Calgary as well as providing new understanding of the experience of sexual 

harassment through the voices of women who experienced sexual harassment as 

graduate students, some of whom attempted to utilize the Universivç sexual 

harassment policy in an attempt to stop the harassment. 
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The outcomes of this study were obtained by seeking answen to the 

following questions: 

What are the constraints of policy development that inhibit policy 

implementation? 

What is occurring within the sociowltural realm that affects the 

implementation of sexual harassment policies within organizations? 

What is the disparity between the intent and ideas of the official sexual 

harassrnent policy and the policy as interpreted, adapted, implemented and 

practiced? 

What are the lived experiences of women graduate students who have 

experienced sexual harassment? 

What are the contentious aspects of sexual harassment policies, particularly 

within the context of university structures and culture? 

What is the nexw of power and sexual prerogative that defines the problem 

of sexual harassrnent? 

1s policy implementation an effective organizational strategy for eliminating 

sexual harassment on campus? 

Utilizing a qualitative research orientation and descriptive and evaluative 

research techniques, the researcher utilized data from three sources: (1) the 

UniverçQts sexual harassrnent policy document; (2) interviews with University staff 

members who were directly involved in the development andlor implementation of 
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the polis., and (3) interviews with women graduate &dents who had been sexaully 

harassed during their studies at the University. 

The sexual harassment policy document was reviewed and analyzed to 

determine such elements as official intent, usage of fanguage, levels of authority 

cited and resolution processes. There was also an atternpt to determine elements 

in the policy that indimted the organization's cornmitment to the prevention of 

sexual harssment and the fair and equitable resolution of cornplaints of sexual 

harassment. The analysis of the policy document also provided insight into the 

concept of espoused theories versus theories-in-use. 

The interview data in the study frorn institutional policy developers provided 

information on the proœss of the policy's development and implernentation 

including the stakeholders involved in the proœss, the institutional barriers and 

challenges, and the ultimate limitations of the policy. The interview data frorn the 

self-selected women who told their stories of sexual harassment provided insight 

into their personal experiences in dealing with sexual harassment as well as insight 

into the institutional structures and the operating noms of University departments 

that may knowingly or unknowingly perpetuate sexually harassing behaviours 

among professors, administrators and, in some cases, students. The perceptions, 

perspectives and experiences of individuals who helped develop the poilcy and 

those who were vidims of the behaviours wtiich the policy attempts to address 

provided a nch harvest of findings for the study. 
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The findings of this study suggest that the Unvienity's policy fulfills it 

responsibility to manfestly convey the message that sexwl harssment is to be 

strongly disapproved of and not tolerated within the Univefsity. However, the policy 

appears to fall short in establishing the procedures and structures that recognize 

the socioculhiral context for sexual harassment and in demonstrating the political 

will within the institution to address the unacceptable behaviours of some of the 

institution's members. 

The findings suggeçt that policy developers believe that the policy played a 

posiüve role in the area of education about the issue of sexual harassment. Policy 

developers suggest that they are less assured about the policy's ability to ensure 

equitable treatment of complainants and respondents in actual cases of semai 

harassment, nor are they convinced that the policy sufficiently unseats the power 

structures within the University that play a role in the continuing occurrence of 

sexual harassment. 

The findings as they relate to the stones of the women who were sexually 

harssed during their graduate studies tell of the pain of their experienœs and the 

impact that the experienœs had on their academic work The findings from these 

women also portray a University whose policy is not seen as an effective 

organizational tool in addressing and resolving semai harassment incidences. The 

findings also portray University structures and the administrators within those 

structures as more inclined to protect the status quo than provide advocacy and 

support services to the victims of sexwl harassment 



Conclusions 

Specific conclusions have been identified in this section by means of italics. 

The sexual hatassrneni pdicy at The Univers@ of Calgary places a strong focus 

on the stmtegies of education and prevention- However, the policy does not 

adequafely address the power differentiai that exists between mmplainants, which 

in rnost cases are térnaie sfudents, and respondents, which in most cases are male 

pmfesso~s or adminishators Most of the women interviewed in this study strong l y 

indicate that power was an integral dynamic affeding their situations. Bev stated 

that sexual harassment "has to do with power and the abus3 of power." Carol 

suggested that her experienœ dernonstrated 'Yhe power differences among people 

w4thin the University, the power differences between genders, and the whole power 

structure of the institution itself." Fran described how power played a role in her 

situation when her harasser took wntrol of her course selection, research topics 

and assignments. Fran "wanted to please him and wanted to take his advice" so 

she allowed him to take power over her. The phenornenon of studenfs baing 

enamoured with the acadernic knowledge of an adviser or professor and the strong 

desire by sfudenfs to succeed and complete their pmgrams played a role in the 

environments where sexual harassmenf took place. 

The concept of 'power-met' has a long established history in the study of power. 

Simply defineci, powerover refers to domination and control of one person or group 

over another person or group (Goodrich, 1991 ). Feminist scholars have frequently 

discussed powerover in the broad conte* of patriarchy ( Brownmiller, 7975 and 
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Millet, 1970). Brwnmiller's (1 975) articulation of the societal factors that establish 

an environment for rape and viewing rape in ternis of men's power over wornen can 

be used to infom the context and environment in which sexual harassment takes 

place. 

Ragins and Sundstrom (1 989) add an organizational dimension to power when 

they desai be how organizational power "includes control over resources, rewards 

and punishments, infomiati-on, the work environment, and work procedures" (p. 52). 

This type of organkational powec which rnany of the male harassers in this study 

had access to and used in their harassing behaviours, needs to be more boldly 

recogn~ed in the Univemity's sexual harassment policy. 

Foucault's work on power, discussed earlier in this study, helps to underscore 

the understanding of power. Foucault's contention is that power is the ultimate 

principle of social reality (Sarup, 1988). Foucault focussed his analyses not on 

'what power is' but on 'how power is exercised' (Foucault, 1980). When Foucault 

(1 978) states th& "power is everywhere", he articulates 'The omnipresent nature of 

powef' which for women has been experienœd in countless modes of male 

domination over their minds, their bodies, and their activities (p. 93). What 

individuals and organizations now refer to as sexual harassment is one of the 

exercises of power currently being studied. 

Foucault presents an analysis that links power and sexuality that is useful for 

this diçaission. Srnart (1985) presents a summary regarding Foucault's analysis of 

sexuality and power as follows: 



The domain of sexuality is presented in Foucault's work as one of the most 
important 'concrete arrangements' through which power has been 
exercised over life in modem Western societies. It is a key element 
in the emergenœ and development of apparatuses of supervision, 
administration, and intervention which have constituted the foundation 
of forms of public provision and welfare. (p. 102) 

The lifany of power pracfices that operate on women and their bodies and the 

imposition of such praCacaces and arrangements on women's identity and sense of 

self must be more fully explored within the process of organkaiional policy 

development, parficularly in the case of sexual harassment policy development. 

The Univemrty's policy on sexual harassment establishes procedures and 

structures fhat do not adequately recognize the socioculural confext for sexual 

harassment and its mots in the issues of gender, patriarchy and power differences. 

Diamond and Quinby (1988) suggest that the routinization of foms of violence 

against wornen including battery, sexual exploitation, harassment, and sexual 

abuse must be recognized and wnsidered as a part of studying the lived 

expriemes of wornen in our society. Traditional policy making within organizations 

would appear to replicate the power imbalances rather than seeking to redress 

them. For instsnce, in the case of The Univemty of Calgary's sexual harassment 

policy, f'ar tm much responsibilify for the resoluüon process rests wifh the 

cornplainant who does not have an equifable level of assistance, knowledge, or 

advocacy when compakd to most respondents. In addibon, Univecsity structures 

such as collective agreements and consultative and review stmctures perpetuate 

tradmnd power eRes withn the UniveMy rafher than challenging them. This puts 
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women, who are still the va& majorïty of those being harassed, in situations where 

they feel powerless. lnstead of rendering victims of sexual harassment voiceless 

and powerless, their çtories and expenences can be used to highlight power issues 

and involve the victims in the policy discussion. Their knowledge and experience 

can be used to propose solutions that are reached in a more inclusive and 

participatory way. 'We need to invite women to own and value their own work, their 

own insight, and the special knowledge that they bring" (Burstow 1992, 42). This 

approach has been used successfully by feminist therapists and wuld be applied 

to a more equitable level of involvement by women in the policy development 

proceçs. The expen'enœs of women who have been sexuaily harassed dunng their 

educational programs at the Univers@ shouid be seen as validating information 

that cm be the cafayst for genuine policy and instifuüonaf change. 

The Universrfvs polcy and p d u r e s  have had kmited effectnleness, according 

to those women who participateci in this study, partry because the policy itseif is 

reasonably complex and if is embedded in an organizational environment of 

constant policy revisions and competing stakeholder posilfons. The Donnel l y- 

Marsden case, which came to light at Simon Fraser University in the spring of 

1997, clearly exemplifies how a sexual harassment policy failed partly because of 

an organimtional context that wuld not effedively respond to the situation. Jiminez 

(1 997) describes that organizational context as follows: 

Universities thrive on slow, cornmittee-style decision-making and complex 
policies, not qui& solutions. Sexual harassment is also a relatively new area 
of mncem, so there are few precedents for dealing with these cases. (p.Al 1 ) 



As part of resolving the case at Simon Fraser University, the President quickly 

released a revision of the old policy that addressed sorne of the problems. This 

once again demonstrates the endless rounds of revision that sexual harassment 

policies have been through at many universities, including The University of 

Calgary. 

The University of British Columbia also felt the sting of a highly publicized case 

in 1995 and has since revised its policy in a fundarnentally important way. "The 

concept of systemic discrimination is now defined in the policy and there are now 

dear guidelines about h w  to mnduct investigations in cornplaints of discrimination 

or harassment" (Jiminez 1997, A l  1 ). The University of Victoria's 1 993 smndal in 

the political science department resulted in the University adding 'chilly climate' to 

its harassment policy as a way of recognizing systemic discrimination against 

women in that department. The UniveMy of Calgary should reaffirm ifs 

responsibiliiy fo c ~ c a l l y  examine the issues of power, privilege, and sexism and 

assess b sexual harassment pdicy W i n  fhe context of s~0~u I tu ra1  aspects. The 

Univers@ should examine the insfifutionalized and systernic nature of sexual 

hamssrnent and the tradi;tions, attitudes and values that maintain r% 

Policy developrnent muçt go beyond just workhg against unfair pracüœs. It must 

involve responding "to the needs of those who have been harmed by other people's 

destructive behaviour" (Faith 1993, 69). Effective policy can generate an 

understanding of the abuses of power based in institutionalized hierarchies of 
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authority which particulariy charactenze the relationship between male professors 

and female students. The experiences of sexuai harassrnent feit by the women in 

this study had a pmfound and devastating e W  on fheir phpical and emotional 

health. Their expenences, in many cases, drasticallly altered or delayed their 

academic goals and plansl and prevented them from having a posifive graduate 

education expbence at the University. Ensuring that the policy responds to the 

needs of the vidims could be a paramount measure of effectiveness in the opinion 

of this researcher. 

The University should utïlke a gender-baseci analysis as a part of ifs policy re- 

examinafion and revision pmcess. It has been suggested by Status of Women 

Canada (1996) that "gender-based analysis should be a comrnon thread woven 

from beginning to end throughout the entire policy process, and not merely an 

additional headingkection in the briefing notes" (p. 7). The concepts, arguments, 

and language used to articulate policy need to more accurately rei7ecf the 

challenges relafed fo power issues that are bas& on gender. ln a policy such as 

a sexual harassrnent policy this approach should be central fo the policy 

developmen t process. 

The role of values in policy development has been discussed earlier in this 

study with the conclusion that policy discussions are to a large extent about values; 

the values of the policy developers, the values of the organization for which the 

policy is being developed, and the values of society. Status of Women Canada 

(1 996) describe how values may conflid dunng policy development as follows: 



Gender-sensitive policies may conflid, at times, with the dominant values 
around which society is organized. Women's experienœ and contributions 
are measured against a male standard rather than in their own right. Those 
responsible for policy development and analysis must contend with these 
conflicting and competing values. (p. 9) 

Universities rnust accept the challenge of developing their sexual harassment 

policies through a gender lens. 

Status of Women Canada (1 996) has outlined eight steps that can be utilized 

in a gender-analysis policy development proœss. These steps are: 

Identifying, defining and refining the issue ensuring a gender perspective; 
Defining desiredlanticipated outcornes and ensuring the presence of 
accountablity measures; 
Defining the knowledge that is needed to understand the issue and 
the knowledge sources available; 
Conducting research including gender as an analytical tool for 
understanding social processes; 
Developing and analyzing options learned from the research; 
Making recommendations and seeking decisions with an understanding 
of the underlying assumptions and values implicit in the options 
being recommended; 
Communicating the policy with an understanding of the 
significant role communication plays in its acœptance; and 
Assessing and reviewing the quality of the analysis ensuring 
that questions conceming gender are integrated into the assessment. 

These guidelines demonstrate how The University of Calgary can develop and 

impiement a sexual harassment policy that remgnizes the gender issue and 

supports gender equity in credible ways and results in poiicies that complement the 

University's stated philosophy and priorities. 

One of the essential wmponents of the University's sexual harassment policy 

that requires reexamination is the role and purpose of the sexual harassment 

adviser. Four of the women who participated in this study sought the assistance of 
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the sexual adviser as a part of trying to resolve their situation. Annie's meeting with 

the m a l  harassment adviser resulted in her 'Yeeling that I was really going to get 

bumed by the whole thing." The sexual harassrnent adviser was pushing Annie to 

file a formai cornplaint which Annie did not want to do. Bev also went to see the 

sexual harament adviser and was pleased th& "she provided me with information 

and listened to my whole story." The sexual harassment adviser encouraged Bev 

to wnte a letter to the harasser suggeçtihg the behavioural changes that he needed 

to rnake. At the time of the research interview, Bev still had not written that letter. 

Carol talked to the sexual harassment adviser about her situation and felt that the 

adviser was sympathetic but felt that the situation 'kas too complimted and not 

really within her purview under the policy." Evelyn's meeting with the sexual 

harassrnent adviser was "pleasant and we agreed that the incident (involving 

Evelyn) was offensive". Evelyn had hoped there would be more education services 

provided to her department by the sexual harassment adviser. 

What is striking about al1 of these interactions between the sexual harassment 

adviser and the women being harassed is the apparent la& of advocacy by the 

sexual harrassment adviser on their behalf. The roie of the University sexual 

harassment adviûer appears to be neutralized M o  a non-advocacy, non-political 

d e  that does not have the authonty level to ose the case knowledge available to 

effècüvely intervene or resolve cornplaints of sexual harassment 

The policy developers who were intewiewed in this study also artiwlated 

concerns about the conflicting roles of the sexual harassment adviser and the 
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University stated that "secrecy is a protection to the respondent, and not to the 

complainant, as a general rule. The secrey during the investigation, I don? have a 

problem with, but secrey afterwards is a blow, in my view, to the complainant. ..and 

it limits the edumtional value of these procedures." It would appear that the 

University's perspective on 'potential harm' of a case to each party is skewed 

toward the faculty member. The secrey serves to protect the respondent in a far 

greater way than it serves the complainant. One policy developer stated that 

'Were's nothing in the (policy) process itself about any kind of remedy, other than 

(for instance), if there's a mediation there may be an apology." This researcher 

believes that professors and administrators are, at times, given sanctions for their 

behaviour, but the general University population never receives any information to 

that effect Perhaps the annual report on sexual harassment prepared by the sexual 

harassment adviser muld provide more information on how many and what type of 

remedies or sanctions are imposed by the University on an annual basis. A policy 

that provides stronger sancfions for harassers aîong with more support for vicüms 

should be the goal of the University of Calgary. 

The University should measure the effectiveness of its sexual harassment 

policy against some identified goals such as Wagner's (1990) three goals of 

"preventing harassment, rernedying situations that occur, and dealing with the 

perpetrator" (p. 37). This might contribute to an environment where women who 

expefience sexual harassment would be exposed to a policy that more effectively 

rneets their needs. The w m e n  in tnis cunent study demonstrated lifte &eh or trust 
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in the offlaal pol'cy or p m s s e s  of the University and ifs ddsion-makers fo play 

a suppoitive, empathetic, or infotmed mie in resoiwng their cornplaints of sexual 

harassment. 

Recommendations for Further Research 

1. The nature of institutions and the nature of policy should be studied to 

determine what effect the nature of both have on issues of implementation and 

cornpliance in relation to sexual harassment policies. 

2. Programs and initiatives related to sexual harassment education 

interventions should be evaluated to determine the goals of those interventions and 

what types of outwmes were realized. 

3. Further research should be mnduded on the definition of sexual harassrnent 

with a view to a broader inclusion of elements, both behavioural and institutional. 

4. Sexual harassment should be viewed as a multi-dimensional concept within 

research adivities to ensure that the cornplexity of the issue is validated and overly 

simplistic conclusions are avoided. 

5. Sexual harassrnent research, up to now, predominantly condudeci by women 

researchers, should be undertaken by more men as a means of individual 

education and as a way of expanding the understanding and knowledge base 

regarding sexual harassment. 

Final Thoughts 

The most lasting impression that the researcher will carry with her from this 

study are the voices of the women who told their storïes. The pain in those voices 
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is undeniable but it is the sbength and the murage ultimately demonstrated by each 

ofthern that serves notice that change is possible. The potential for transfofming 

organizations lies within al1 of the individuals who play a role in organizational life. 

The recognition that sexual harassment poiicies alone are not adequate 

rnechanisms for change challenges us to çtretch the theoretical and practical 

dimensions of the policy proœss and expand our understanding of sexual 

harassment in ail of its individual, institutional and sociocultural complexities. The 

meaning and the tnith gained from the women's voices wmbined with the political 

will and the moral leadership of the institution can be the forces for effectively 

addressing and resolving the issue of sexual harassment within these human 

constnicts mlled 'organizations'. 
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INTERVIEW FRAMEWORK - WOMEN GRADUATE STUDIES 

- Background information: 
- Name 
- Department 
- Area of Study. Program 
- Year of Study. (MasterslDoctoral) 

- How would you define sexual harassment? 
(Research definition: Academic sexual harassment is the use of authority 
to emphasize the sexuality or sexual identity of the student in a manner 
which prevents or impairs that student's full enjoyrnent of educational 
benefits, climate, or opportunities) 
- i.e. emphasize the "gender identity" 
- Le. prevents or impairs, ais0 "discriminates" 

- What led to your being sexually harassed while a graduate student? 
- What position did the harasser hold? 
- What types of sexualized behaviour were involved? 
- What type of gender harassment or discrimination was involved? 
- Where did the incident(s) occur; was it a one time occurrence or 

repeated? 

- How did you respond to this behaviouf? How did you feel? How did you 
handle it? 

- helpless, insulted 
- silence, disbelief, verbal retort, physical distancing 
- angry, worried 
- self-doubt, Le. am I overreacting; did it really occur? 

- What effed(s) did this experience have on you? 
- no effect 
- seifamfidence, self-perception 
- impaired acadernic performance, Le. absenteeism, withdrawal, changes 

in worWstudy habits 
- physical, emotional problems (nightrnares, eating problems) 
- altered academic or career plans 
- social effects; relationship effects 

- Did you talk to anyone about the incident? 
- M e n ?  Who? 



- Did you make a cornplaint to any university official or office? 
- If NO: Why? What factors were involved in not reporting the incident? 
- If YES: How was the cornplaint handled? What responses were given: 

At what level? 

- Are you aware that the university has a policy that prohibits sexual 
harassment on campus? 

- sexual harassment is illegal under provincial and human rights 
leg islation 

- Do you think al1 women are open to sexual harassrnent? 

- Do the sex roles/values/gender expectations in our society condone or give a 
"sexual prerogative" to men? 

- What role does "power" play in sexual harassment? 
- power imbalances eg. between men and women 

eg. between faculty and student 
eg. between advisor and student 
eg. between boss and employee 

- What was your motivation for wanting to participate in this study3 

- Other information intewiewee wishes to add. 



INTERVIEW FRAMEWORK - POLICY DEVELOPERS AND IMPLEMENTERS 

- What is the history behind the development of the univerçity's sexual 
harassment pol i c p  

- poiicy genesis; what was the context for the policy 
- what was happening at that point in time to prompt the development of 

the policy? 
- players involved? why those partiailar people's voices? 
- how was sexual harassment dealt with before the policy? 

- What was the process of development? implementation? 
- major contributors 
- consultation 
- approval mechanisrnlresistance 
- when approved? 
- what were the central obstacles and barriers? 

- What do you see as the purpose of the policy? 
- legal 
- organizational 
- problem-solving 
- what was the original purpose and what is the purpose now? 

- How would you define sexual harassment? 

- How would you assess the effectiveness of the university's sexual 
harassment policy? 

- incidence reports 
- education 
- organization's ability to respond 

- Are there limitations to the policy in temis of eliminating sexual harassment 
on campus? 

- things the policy can't do 

- How do you interpretlrespond to charges that harassment policies impinge 
on academic freedom? 

- 1s there anything about thesexual harassrnent policy that is working well? 

- How do you respond to evidence that much of the sexual harassment on 
campus goes unreported? 

- what are the deep stnictureslbarriers to reporting? 



As powerful social tools, what is the role of organizations in affeding the 
sociocultural changes necessary to eliminate sexual harassment? 

- political will 
- role of interests, power and social change 
- organizations as embedded in a larger social context 

How would you assess the univenity's reactions to the presence of sexual 
harassrnent? 

- behaviour when charges are brought 
- effect of these charges on the work group 
- policy change as organizational change 
- rhetoric versus comrnitted practice 

'mat strategies can be used to counter charges of organizational complicity? 



APPENDIX B 

Request for Study Participants 



ATTENTION: 

WOMEN GRADUATE 
STUDENTS 

RESEAHCH PARTICIPANTS WANTED 

I am currently undertaking my doctoral research in the 
Department of Educational Policy and Administrative 
Studies. I am looking for women graduate students 
who believe they have been sexually harassed during 
their graduate studies at this university. I am 
interested in hearing your stories as a part of 
examining the socio-cultural aspects of sexual 
harassment and the effectiveness of university policy 
intenrentions in stopping sexual harassment. 

As a participant in this research, you will be involved 
in a 1-2 hour interview with the researcher. The 
interview data will be kept completely confidential and 
you anonymity will be guaranteed. 

If you are mterested in participating in this research, 
please contact the researcher, Renee Spence by 
leaving your name and telephone number with the 
Women's Collective and Resource Centre, 289-9401 . 
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POLlCY AND PROCEDURES: SEXUAL HARASSMENT 

The University of Calgary 

January, 1990 

PREAMBLE 

The University of Calgary recognizes that in a large institution with thousands of 
faailty, staff, and students, there rnay ocair instances of perceived or actual sexual 
harassment Leading literature in this area indicates prevention is the best tool for 
elimination of such harassment. Recornrnended steps in the prevention of sexual 
harassment are for the employer to raise the subject affnnatively, to express strong 
disapproval, to develop appropriate procedures to inforrn members of its wmmunity 
of their right to raise the issue, to indicate the procedures to use in raising a 
cornplaint, and to develop methods to sensitize al1 concerned. Of particular 
importance is the reiteration of sexual harassment policy at every organizational 
level within the university. The elimination of sexual harassment is a collective 
responsibility. 

Various procedures now exist and may be used by students, staff, and fawlty 
wishing to report alleged sexual harassment or to make complaints. However, 
incidents of sexual harassment usually anse across jurisdictions and the possible 
perceived repercussions of using present channels may be too intimidating. For 
these reasons a separate set of procedures is available for handling cornplaints of 
these particular foms of harassment. 

Sexual harassment violates univenity policy as well as provincial and federal laws 
and will not be tolerated at The University of Calgary. It is also a violation of 
University policy for any employee or student to attempt in any way to retaliate 
against a person who makes a daim of sexual harassment. 

Sinœ cornplaints of sexual harassment will be treated very seriously, any attempt 
to misuse these Policies and Procedures through the filing of frivolous or vexatious 
cornplaints could result in disciplinary action pursuant to other univeristy 
proœdures. 



While these polides and procedures are not intended to inhibit social relationships 
or freedom of expression, individuals involved in or entering into a sexual 
relationship with a consentirtg adult who is or who is about to be subject to them for 
the purpose uf evaluation or supervision should consider the power differential and 
the implications thereof for the student or employee if a sexual relationship 
continues and are advised to decline or terminate their supervisory or evaluation 
role in that instance by arrangement with the proper authorities. 

In this context the following Policies and Proœdures have been approved. 

In these Policies and Procedures "sexual harassment" means unwanted 
sexual solicitation or advanœs or other verbal or physical conduct of a 
sexual nature made by a person who knows or ought to know that it is 
coercive or unwelcome. 

Sexual harassment exists therefore when there is: 

physical conduct, occumng either on university premises or in the 
pursuanœ of a univenity activity, that emphasizes the sex or sexual 
orientation of one or more individuals in a manner which the actor knows 
or ought reasonably to know creates for that individaul or those 
individuals an intirnidating, hostile, or offensive working, leaming, or 
living environment; or 

verbal conduct, occurring either on university premises or in the 
pursuance of a university activity, that emphasizes the sex or sexual 
orientation of one or more individuals in a manner which the actor knows 
or ought reasonably to know creates for that individual or those individuals 
an intimidating, hostile, or offensive working, leaming or living environment; 

and can be exacerbated when: 

subrnission to sucb physical or verbal cunduct referred to in items (A), and 
(B) of this section is made either explicitly or implicitly a tem or condition 
of an individual's.employment, academic status or amdernic accreditation; 

submission to or rejedion of the conduct referred to in items (A), and (B) of 
this sedion by an individual is used as the basis for employment, academic 
status, or academic accreditation decisions affecting such individual; or 



E. a reprisal or threat by someone in authority is made af€er a sexual advance 
is rejeded. 

1.02 The failure of a person in a position of authority to take immediate 
appropriate action after becoming aware of a mmplaint or occurrence 
of sexual harassrnent may also constitute sexual harassrnent. 

2.02 PRINCIPLES 

2.01 The University recognizes that sexual harassment has both males and 
females as its vidims and perpetratorç. 

2.02 The University undertakes to preserve the rights of both cornplainant and 
respondent in all cases brought to its attention. 

2.03 The University rewgnizes education as the best means for the elimination 
of sexual harassment at the University of Calgary. 

2.04 The University supports the resolution of complaints, as far as possible and 
as appropriate, through infonnal proœsses. 

3.0 THE PRESIDENTS COMMITTEE ON SEXUAL HAWSSMENT 

3.01 A President's Committee on Sexual Harasment (hereinafter called from time 
to time the Committee or the Sexual Harassment Cornmittee) shall be 
established. 

3.02 Structure of the Cornmittee 

A The Committee shall be composed of one member at large and twelve (12) 
other members: one male and one female nominated by each of the following 
groups: General Fawlties Counul (GFC), The University of Calgary F aculty 
Association (TUCFA), the support staff group, Local #52 (AUPE), the 
Adminstrative and Professional Support Staff Association (APSA), the 
Graduate Students Association (GSA), and the undergraduate students 
(SLC). - 

B. In each case the appropriate organization (GFC, TUCFA, AUPE, GSA, 
APSA and SLC) will submit two nominees for each position to the 
President's office. The Committee itself, once canstituted, will submit a 
nomination for the member at large position to the President's office. The 
President will appoint members of the Committee in such a way as to ensure 
wide representation across the campus. 



C. The Committee, once finally constituted, shall make a recommendation 
regarding the Chair to the President, who MI1 appoint the Chair from among 
the members of the Committee. Where the appointed Chair is a member 
nominated by one of the groups Iisted in section 3.02 A, the group that 
nominated such person will again submit a nomination to the President's 
office to replace the Chair as a constituency representative. 

D. The temi of office will normally be two years with staggered ternis within the 
represenmve groups. There is no limit on the number of ternis an individual 
may serve, provided that the peson continues to be nominated by the 
appropriate organization and appointed by the President 

3.03 Terms of Referenœ 

The Tenns of Referenœ of the Cornmitter are: 

a) To recommend policy and procedures to the President concerning 
education for the University community about sexual harassment and 
conœming informal and formal means of resolving problems/complaints 
of sexual harassment. 

b) To educate the University of Calgary constituents in cooperation with 
various campus organizations and departrnents with respect to the 
nature and impact of sexual harasment 

c) To communicate with the President regarding the activities of the 
Cornmittee through an annual report, which çontains information as to 
the number and type of cornplaints received (in such a way as to 
preserve the anonymity of al1 concerned) and any other matters the 
Committee wishes to emphasize. 

3.04 Committee's Annual Retsort 

The President shall make the Committee's annual report available on 
campus. 

3.05 Sexual Harassment Office 

The Committee and the Sexual Harassment Adviser require administrative 
services where records are maintained on a strictly confidential basis. An 
easily identifiable office is required through which the Cornmittee may be 
contacted. This office must be accessible to al1 segments of the University 
community. 



The Sexual harassent Onice is located in Un 
Information obtained by this affice is avail 
Committee, the Hearing Panels, designated s 
Harassment Adviser. 

3.06 Use of Alternate Proœdures 

A perçon with a complaint of sexual harassrne 
procedures on sexual harassment or througf 
legal procedures. The Sexual Harassrnent 
complaint while that complaint is being dea 
been dealt with through an altemate procedi 

Al1 complainants and other parties attempting 
disputes utilizing these policies should be am 
limk for pursuing cornplaints against an alle! 
or legislated proceudres. Nothing in these Pc 
be t&en as a waiver of those time limits. Ao 
concerned that the time limits for pursuir 
negotiated or legislated procedures may be 
Procedures, the cornplainant must either seai 
where possible or be aware that those negof 
to pursue a cornplaint against the alleged OR 
observance of the time Iimits. 

Al1 those involved in responding to cornplaint. 
to these Policies and Procedures will act as 

4.0 INTAKE PROCEDU 

4.07 Sexual Harassment Adviser 

A Sexual Harassment Adviser will be appoin 
of three years, wich is renewable. 

The Sexual harassment Adviser will be resp 

a) to provide confidential advice about sexi 
of The University cornmunity who seeks 



b) to reœive reports and cornplaints of sexual harassrnent at The 
University of Calgary, 

c) to investigate cornplaints of sexual harassrnent at The University of 
Calgary, 

d) to seek informal resolution of cornplaints for al1 members of The 
University of Calgary wmmunity, and 

e) to ensure the operation of a formal hearing where there is no other 
negotiated or legislated means of investigation or descipline. 

4.02 Reports and Cornplaints 

The Sexual Harassrnent Adviser will receive information on sexual 
harassment in the form of A) a report or B) a cornplaint 

A Report A report may be made by anyone to the S w a l  Harassment Adviser. 
A report shall not involve the recording of information wtiich will identify the 
respondent or other individuals who might be mentioned. The name of the 
person(s) providing the report may also be unrecorded at their request. 

B. Com~laint: A cornplaint of sexual harassment may be made in writing to the 
Sexual Harassment Adviser or to a Dean or administrative equivalent. 

In the latter case, the Dean or administrative equivalent shall either refer the 
matter to the Sexual Harassment Adviser or report to the Sexual harassment 
Adviser that the matter is being pursued at the faculty or equivalent 
administrative unit level. Any such report to the Sexual Harassrnent Adviser 
shall be general in nature and shall not include names or any other 
information which might allow the identification of the parties to the 
com plaint The Sexual Harassment Adviser will collaborate, consult or 
advise as requested with respect to any complaint of sexual harassment 
handled at the faculty or equivalent administraüve m l  level. The disposition 
of cornplaints of sexual harassment in such instances shall be reported, 
again in general ternis, to the Sexual Harassment Adviser. 

In the event of 'a cornplaint of sexual harassment made to the Sexual 
Harassment Adviser, helshe shall likewise report to a Dean or administrative 
equivalent, in general ternis, without identwing the parties to the cornplaint. 
the existence of a complaint of sexual harassment, relating to individuals 
under hisher jurisdiction, and the disposition of such mrnpiaint. 



C. When a member of The University community seeks advice, registers a 
report or a complaint with the Sexual Harassment Adviser, the Adviser will 
meet on a confidential basis with the individual as soon as possible and will: 

a) define sexual harassrnent according to the definition in 1 .O, 

b) identm options available to the individual, 

c) review informal means of resolving the problem, including mediation, 

d) provide advice on formal means of registering a cornpiaint for investigation 
and possible discipline, and 

e) detemine whether the individual should be encouraged to contact a dfierent 
body or individual for appropriate help. 

4.03 Procedures for Cornplaints Made to the Sema1 Harassement Adviser 

A. Upon receiving a written complaint, the Sexual Harassment Adviser shall 
make an early detemination as to whether or not sexual harassrnent may 
have occurred. 

B. Where the Policy and Proœudres do not effectively, fully or appropriately 
respond to the cornplaint or important aspects of the complaint, the 
complainant will be encouraged by the Semal Harassrnent Adviser to 
contact a more appropriate body for guidance (i.e. AUPE, SLC, TUCFA, 
APSA, Employee Relations, University Counselling Services, City Police, 
Sexual Assault Center, Human Rights Commission, etc.) 

C. When a mmplaint is received by the Sexual Harassment Adviser, the latter 
will meet with the amplainant to detemine facts and to advise as to informal 
and formal means of resolving the complaint. 

If the Sexual Harassment Adviser decides that it is appropriate to proceed 
under these Policies and Procedures, he/she will so inforni the Chair and will 
anange a meeting with the respondent Ptior to the meeting, the respondent 
will be infoned of hisiher right to have a representative present at the 
meeting. The pu- of the meeting will be to infom the respondent of the 
parüailars of the complaint, to determine facts, to give the respondent of the 
particulars of the complaint, to determine fa&, to give the respondent an 
opportunity to respond to the cornplaint and to advise as to informal and 
fonnal means of resolving the complaint. 



E. The Sexual Harassrnent Adviser will encourage infonal resolution of the 
complaint, pursuant to section 5.0, whenever possible. 

F. A complaint may be wioidrawn at any point Wile informai resolution is being 
soug ht. 

G. If at any time the Sexual Harassment Adviser concludes that the cornplaint 
is unwarranted, heishe so in fon  the complainant in writing, and, if the 
reçpondent has k e n  contaded pursuant to section 4.03 C, the respondent 
in writing. 

H. If the Sexual Harassment Adviser concludes that a complaint is warranted 
and that iriformal attempts to resolve the complaint have failed or are 
inappropriate, hdshe will so advise the parties and advise them of the formal 
hearing procedures available either in negotiated or legislated means of 
discipline or under Section 6.0 of these procedures. In such a case helshe 
will also advise the Chair in writing of this conclusion. 

1. During the pend of informal resolution, the partiwlars of a complaint will not 
be diswssed by the Sexual Harassment Adviser with parties other than the 
complainant and respondent in a way which identifies the cornplainant or 
respondent without their consent, exœpt where, in hisBer opinion, such 
discussions are required to determine the facts. 

5.0 INFORMAL RESOLUTION 

5.01 The University of Calgary is cornmitted to the informal resolution of sexual 
harassrnent complaints whenever possible. 

If in the opinion of the Sexual Harassment Adviser, al1 attemps at informal 
resolution have failed or are deemed to be inappropriate, the complaint with 
the agreement of the cornplainant will be referred to negotiated or legislated 
means of investigation and discipline or to the formal hearing procedures in 
Section 6.0. 

lnfwmal resoluüon may be attempted at any point. Three principal foms of 
informa1 resolution are contemplated by the Policy and Procedures: 
consultation, disàission arnong the complainanf respondent and the Sexual 
Harassment Adviser and/or mediation. 





C. Where both parti& agree to attempt mediati-on, and within 10 calendar days 
of such agreement unless both parties agree to an extension of the time 
limit, two mediators (one female and one male) will be seleded by the 
SexuaI Harassment Adviser from a pool of mediaton trained in the mediation 
of sexual harassrnent mmplaints and drawn nomally from The University of 
Calgary community. 

In the absence of the consent of both the complainant and the respondent, 
the mediaton shall not be compellable witnesses in any fomal hearing 
punuant to these procedures. 

D. The mediation process shall be concluded within 14 mlendar days of the 
selection of the mediators unless both the complainant and respondent 
agree to an extension of the time limit. 

E. 1 a resolution is achieved as a result of mediation, a Resolution Report shall 
be signed by both parties unless they both agree that no Resolution 
Report be signed. 

F. Within 20 calendar days of the Mure  to achieve resolution through 
mediation, the cornplainant may: 

1) withdraw the complaint through a written request to the Sexual Harassment 
Adviser, or 

2) a) submit a wn-tten request for referai to a formal process for resolution to 
the Sexual Harassrnent Advisor, and 

b) prepare a M e n  complaint fomalizing the charges against the respondent 
g iving full parüculars of the allegations against the respondent including 
tirne, place and other circumstances that would reasonably identify the 
incident (s) composing the complaint. 

if no action is taken the complaint shall be deemed to be withdrawn. 

6.0 FORMAL HEARING 

6.01 A A formal hearing may be held on any M e n  mmplaint of sexual harassrnent 
where there is no other negotiated or legislated procedure ta pursue a 
complaint against the alleged offender. Without restricting the generality of 
the foregoing, academic staff fall under the ternis of the negotiated 
agreement between the Board of Govemors and TUCFA, and support staff 
under the negotiated agreement between the Board of Govemon and 



AUPE Therefbre charges of sexual harassrnet against acadernic or support 
staff members will be deal with formally in accordance with the ternis of the 
appropriate agreement 

In order for a hearing to proceed a Wtten complaint must have been made 
to the Sexual Harassrnent Adviser punuant to m o n  5.04 F(2). The nature 
of the charges and the particulars of the allegations shall be communicated 
by the Sexual Harassment Advisar to the respondent in writing within seven 
calendar days after the written complaint is reœived. 

Hearinq Panel 

Where a m e n  request for a formal hearing is received by the Sexual 
Harassment Adviser pursuant to the Policy and Procedures, hekhe will 
infom the Chair who shall appoint a Hearing Panel consisüng of three 
cornmittee members, none of whorn may have acted as a mediator in the 
case at issue. The Chair shall appoint one of the Panel memben as Chair 
of the Panel. 

Challencre to Panel Members 

The Chair shall noüfy the cornplainant and respondent as to the narnes of the 
proposed panel memberç. 60th the wmplainant and respondent shall have 
the nght to challenge, for cause, any member of the Panel. The validity of 
the challenge shall be at the discretion of the Chair. Such cause rnay 
inciude any direct or indirect nivolvernent with the case or other factors likely 
to prejudice a fair hearing. The challenge must be registered within seven 
calendar days of the cornplainant and respondent being infomed of the 
composition of the Panel. 

Notification of Hearina Date 

Once the Panel has been finally constituted, the Chair of the Panel shall give 
the complainant and the respondent at least 15 calendar days notice as to 
the hearing commencement date, which shall be no more than 28 calendar 
days after the Panel has been finally constituted. 

The Hearinq 

At the hearing, the Panel shall examine ail the infornantion presented by the 
complainant and the respdent Both the complainant and the respondent 
mav be accom~anied bv a res~resentative. The com~lainant and the 



respondent shall have a full opportunity to be heard, to reply to the 
allegations of the oiher, and to present and crossexamine witnesses. The 
onus shall be on the complainant to establish the allegations in the 
complaint an a balance of probablilities. 

6.06 The hearings of the Panel shall be held in camera. The only persons 
entitled to be present throughout shall be the Panel members, the 
complainant and respondent and their representatives, and the hearing 
recorder. 

6.07 The praœedings of the Panel shall be recorded and kept for two years. All 
heafing transcripts, tapes of proœedings, and al1 documents received by or 
prepared by or for the Panel shall be kept confidential and not be made 
public. Nothing herein shall prevent the disclosure of any such report or of 
the tape of the proceedings or of the transcript thereof to any persun having 
a legitimate interest in receiving it, nor shall this clause prevent the use or 
production of such materials in or before a Court of competent jurisdiction. 

Decisions Bv the Panel 

6.08 The decisions of the Panel shall be based solely on written subrnissions, if 
any, and on evidence presented at the hearing. 

6.09 The Panel may make one of the following decisions: 

a) the complainant is dismssed. 

b) the complaint is substantiated. If so, the Panel: 

1) may recommend to the President that the matter be resolved without 
disciplinary action; 

2) may recommend to the President that the respondent be disciplined in 
accordance with wrrent University policies and procedures and may also 
recommend what the Panel considers to be a fair and suitable punishment 
for the respondent- 

3) rnay refer the'matter to the police. 

6.1 0 The Panel shall communicate its decision in writing to the complainant, the 
respondent, the Chair of the Committee, and the Sexual Harassrnent 
Adviser. Where the Panel finds that a complaint has k e n  substantiated, the 
Chair of the Committee will provide the President and the appropriate Dean 



with a copy of the report. The President will report to the Committee as to 
the action taken in regard to a Panel report on a substentiated cornplaint. 

The President shall be entitled to disclose a copy of the report and give 
particulars of any action taken thereunder to any person having a legitimate 
interest in reœiving the same. 

Suspension of Hearina: VVithdrawal of Corn~laint 

6.1 1 On the complainant's request, the heanng process may be stopped at any 
point In such a case, the records shall be treated as if the cornplainant has 
asked originally only that the report be recorded, i.e. without the inclusion of 
narnes. The only exception shall be when the respondent requeçts that the 
hearing process continue. 

6.12 The Panel shall suspend the hearing proœss if the cornplaint is taken to 
authorities having disciplinary power within the University or to legal 
authorites. B such a decision is made, the cornplainant, the respondent, the 
Chair of the Committee, and the Sexual Harassment Adviser, must be 
noüfied in writing of the decision and the reaçons for the decision. The Chair 
of the Cornmittee shall notify the Dean or administrative equivalent of such 
a decision. 

7.0 RECORDS AND REPORTS 

7.01 Records of complaints which have been dismissed, suspended or withdrawn 
~ i l l  be confidential and used for staüsücal purposes only. In the event there 
are no further complaints with respect to the respondent and no further 
proceedings,the contents of such files will be destroyed af'ter a period of two 
years. 

7.02 The report of a formal hearing by the Panel shall be kept confidential and not 
made public. Nothing herein shall prevent the disclosure of such reprot to 
any person having a legitimate interest in receiving it, nor shall this clause 
prevent the use or production of such report in or before a Court of 
competent jurisdidion. 
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